Resolation No.R-88-2011

Approving a Labor-Management Union Contract Agreement between the Village of
Bensenville and AFSCME Eocal 1167 for 2011 - 2015

WHEREAS, the wage level for the union settlements was for no overalf 2011 wage
increase percent, an additional step K was to be added to the top of the wage plan; a 2%
overall increase in 2012; Wage and insurance negotiation re-openers in 2013 and 2014
and;

WHEREAS, the Village of Bensenville has negotiated in good faith with AFSCME
Local 1167;

NOW, THEREFORE BE IT RESOLVED, that the Village Board of the Village of
Bensenville does hereby approve the 2011-2015 AFSCME Local 1167 union contract, as

negotiated.

Adopted this 13" day of September, 2011.

Frank S T
Village President

ATTEST:

Core%/W illiamsen
Village Clerk

AYES: Bartlett, Jarecki, 0'Connell, Peconio, Ridder, Wesseler

NAYS: None

ABSENT: None




2010-2011 {4.0% Increas

e)

_|Step as of May 1, 2011

CURRENT RATE.
PAY : ! ' : NEW STEP
GRADE |STEP A STEPB |STEPC. |STEPD STEP E STEP F STEP G STEP H STEP| STEP J STEPK
1 29,504.58 | 30.458.63 | 31,411.35 | 32,361.37 | 33,312.74 | 34,265.45 | 35,214.13 | 36,165.50 | 37,120.91 | 38,234.53 39,381.57
2 31,828.07 | 32,058.84 | 33,986.91 | 35,019.01 | 36,047.08 | 37,079.20 | 38,108.61 | 39,139.38 | 40,168.79 | 41,373.86 42,615.08
3 34,494.22 | 35607.06 | 36,718.57 | 37,834.11 | 38,948.20 | 40,061.14 | 41,172.64 | 42,289.52 | 43,401.03 | 44,703.06 46,044.161 .
4 36,672.81 | 37,854.29 | 39,035.76 | 40,218.58 | 41,401.41 | 42585.57 | 43,768.38 | 44,948.52 | 45,134.03 | 47,518.05 48,943.59
5 40,491.75 | 41,83562 | 43,376.81 | 4482068 | 46,264.56 | 47,707.09 | 49,148.27 | 50,593.49 | 52,036.01 | 53,597.10 55,205.02
__5W- | 42.441.96 | 43,885.83 | 45,327.01 | 46,770.89 | 4B214.77 | 49657.30 | 51,098.48 | 52,543.69 | 53,986.22 | 55,605.82 57,273.99
6 43,243.58 | 44,792.43 | 46,341.26 | 47,887.41 | 49,433.54 | 50,983.73 | 52,529.87 | 54,076.01 | 55622.16 | 57,290.82 59,009.54
7 45,649.59 | 47,287.25 | 48,927.58 | 50,565.23 | 52,205.58 | 53,841.88 | 55,482.21 | 57,122,55 | 58,762.89 | 60,525.78 62,341.55
7W | 47,599.80 | 49,237.45 | 50,877.78 | 52,515.44 | 54,155.78 | 55,792.08 | 57,432.41 | 59,072.76 | 60,713.10 | 62,534.43 64,410.53
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PREAMBLE

THIS AGREEMENT executed on this September 13, 2011 is entered into by the VILLAGE OF
BENSENVILLE (hereinafter referred to as the “Village” or the “Employer”) and the
AMERICAN FEDERATION OF STATE, COUNTY AND MUNICIPAL EMPLOYEES, AFL-
CIO, COUNCIL 31 (hereinatter referred to as the “Union”), and has as its purpose the promotion
of harmonious relations between the Employer and the Union; the establishment of a prompt and
equitable procedure for the resolution of grievances; the promotion of cooperation to improve
efficiency and services for the benefit of the community; and the establishment of an entire
agreement covering rates of pay, hours of work and conditions of employment applicable to
bargaining unit employees.

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

ARTICLE 1
RECOGNITION

Section 1.1.  Union Recognized. The Employer recognizes the Union as the sole and exclusive
bargaining agent for the purpose of establishing salaries, wages, hours and other conditions of
employment for its employees covered by the Certification of Representative issued by the
Illinois State Labor Relations Board in Case No. S-RC-97, including laborer, special clerical
assistant, billing clerk, secretary, switchboard operator, computer operator, mechanic, greaser,
custodian, engineering technician, lab technician, and nonprofessional building inspector,
ordinance officer, draftsman, youth and family services counselor and code enforcement officer.
Excluded from the unit are all others, including all fire and police department employees, all
managerial, supervisory, confidential, professional, volunteer, contract and temporary (i.e., hired
for a definite term of one (1) year or less) employees.

The word “employee” as used in other sections of this Agreement shall mean only a person
included within the bargaining unit as defined above, unless in the context of the language
concerned, a different meaning is clearly apparent. It is fully understood that this clause is solely
a recognition clause and that nothing herein shall either be deemed to or shall constitute a
guarantee or obligation (explicit or implied} on the part of the Employer to continue existing
operations or as a guarantee of employment to any employee(s).

a. The phrase “part time employee” means those employees, other than seasonal employees,
who are regularly scheduled to work fewer than 35 hours per week. Part time employees
in the bargaining unit as of April 30, 2011 will remain in the bargaining unit irrespective
of the number of hours of work.

b. “Seasonal employees” means those employees who are not covered by this Agreement
and who may work any number of hours as needed but for a limited or finite season or
period of time. It is agreed and understood that the Employer will notify the Union of the
anticipated limited or finite term of employment for the seasonal employee upon hire of
the seasonal employee.



Section 1.3.  Classifications Not Guaranteed. The classifications or job titles used above are
for descriptive purposes only. Their use is neither an indication nor a guarantee that these
classifications or titles will continue to be utilized by the Employer.

Section 1.4. New Classifications. The Employer shall promptly notify the Union of its
decision to implement any new classifications pertaining to work of a nature performed by
employees in the bargaining unit. If the new classification is a successor title to a classification
covered by the Agreement and the job duties are not significantly altered or changed, the new
classification shall automatically become a part of this Agreement.

If the new classification contains a significant part of the work now being done by any of the
classifications covered by this Agreement, or whose functions are similar to employees in this
bargaining unit, and the Union notifies the Employer of a desire to meet within ten (10) days of
its receipt of the Employer’s notice, the parties will. then meet to review the proposed
classification and if unable to reach agreement as to its inclusion or exclusion from the unit, the
Employer shall be free to implement its deciston and the Union shall be free to challenge that
decision before the Illinois State Labor Relations Board. If the inclusion of the proposed
classification 1s agreed to by the parties or found appropriate by the Ilinois State Labor Relations
Board, the parties shall then negotiate as to the proper rate of pay for the classification, with the
Village free to assign a temporary rate pending resolution of negotiations. ARTICLE XVII (No
Strike-No Lockout) shall continue in effect during these negotiations.

Section 1.5. Duty of Fair Representation. The Union agrees to fulfill its duty to fairly
represent all employees in the bargaining unit regardless of Union membership. The Union
further agrees to indemnify and hold harmless the Village from any and all hability, including
monetary darmages and attorneys’ fees, resulting from any failure on the part of the Union to
fulfill its duty of fair representation.

Section 1.6. Meeting with Other Emplovee(s). This Agreement shall not be construed to
prevent the Village or any administrator from meeting with any employee or group of employees
covered by this Agreement for the purpose of hearing their views.

ARTICLE I
UNION SECURITY AND RIGHTS

Section 2.1.  Dues Checkoff. The Employer agrees to deduct any or all of the following from
the pay of those employees who individually request such deduction, in writing:

a. Umion membership dues, assessments, or fees;
b. Union sponsored benefit programs;
c. P.E.O.P.L.E. contributions.

Deductions shall be remitted monthly to the Union at the address designated in writing to the
Employer by the Union, together with a list of names (and amounts) for whom deductions have
been made. The Employer shall endeavor to provide this electronically. The Employer shall
make available Union deduction cards to employees. Such cards shall be supplied by the Union.



Section 2.2.  Fair Share Deductions. Employees covered by this Agreement who are not
members of the Union paying dues by voluntary payroll deduction shall be required to pay in
lieu of dues, their proportionate fair share of the costs of the collective bargaining process,
contract administration and the pursuance of matters affecting wages, hours and conditions of
employment in accordance with the Hlinois Labor Relations Act.

The fair share amount, as certified by the Union, shall be deducted by the Employer from the
earnings of the non-member employees and remitted semi-monthly to the Union at the address
designated in writing to the Employer by the Union. The amount constituting each non-member
employee’s share shall not exceed dues uniformly required of union members.

If the employee has no earnings due for that pay period, or if the employee is on disability or
receiving workers’ compensation, the Union shall be responsible for collecting said dues. The
Union agrees to refund to the Village any amount paid to the Union in error on account of this
dues deduction provision however, the Village shall notify the Union of any such error and
provide the Union an opportunity to make any appropriate refund directly to the employee. The
Union will give the Village thirty (30) days notice of any such change in the amount of uniform
Union dues to be deducted.

Section 2.3. Union Indemnification. The Union shall indemnify, defend and save the Village
harmless against any and all claims, demands, suits or other forms of liability (monetary or
otherwise) and for all legal costs that shall arise out of or by reason of actions taken or not taken
by the Village in complying with the provisions of this Article.

Section 2.4.  Access to Premises by Union Representative. One AFSCME staff representative,
and his suceessor(s) as designated by the Union, shall have access to the premises of the Village
to help resolve a dispute or problem arising under this Agreement. In order to receive access, the
representative must provide advance notice to the Village Manager or his designee and make
arrangements not to disrupt the work of employees on duty. The representative may visit with
employees during their non-working periods if such visit does not disturb the work of any
employees who may otherwise be working.

Section 2.5. Union Bulletin Boards. The Village will make available at least 2 feet x 2 feet of
space for the posting of official Union notices which are not political, inflammatory, partisan or
defamatory in nature on Village bulletin boards where bargaining unit employees are normally
required to report to work. This space shall be for the sole and exclusive use of the Union. The
Union will limit the posting of Union notices on Village premises to such bulletin boards. The
Union officers and stewards for each work area shall be the sole Union officials authorized to
post notices on such bulletin boards, and will be responsible for maintaining same in an orderly
and neat fashion.

Section 2.6. Information to the Union. Upon written request, the Village shall provide the
Union with access to available information which relates directly to the Union’s function as the
exclusive bargaining representative for the employees covered by this Agreement and which is
not otherwise exempt from disclosure under the Illinois Freedom of Information Act or other
applicable state or federal law, rule or regulation. Information provided shall include names,
addresses, telephone numbers, job title, and personnel transactions such as new hires,




promotions, layoffs, leaves, temporary assignments, transfers, returns from leaves, suspensions,
discharges and terminations.

Section 2.7. Union Representatives. The Village will recognize and deal with Union
representatives chosen by the Union from among employees covered by this Agreement only in
accordance with the provisions of this Section.

The Union shall maintain (and keep current) with the Village Manager a complete written list of
its local officers, stewards not to exceed three (3) in number) and staff representatives (including
addresses and telephone numbers), who will deal with the Village as representatives of the
Union. The Village shall be free to refuse to deal with any purported Union representative
concerning whose status as an official Union representative the Village has not received a written
notification from the Local Union President or Secretary.

A Union representative of any kind shall not leave his work station without the prior permission
of supervision indicating the grievance (or other matter) and destination concerned. Such
requests shall not be unreasonably denied.

ARTICLE {11
MANAGEMENT RIGHTS

Except as specifically limited by the express provisions of this Agreement, the Village retains
trdditional rights to manage and direct the affairs of the Village in all of its various aspects and to
manage and direct its employees, including but not limited to the following: to plan, direct,
control and determine all the operations and services of the Village; to determine the Village’s
mission, objectives, policies and budget and to determine and set all standards of service offered
to the public; to supervise and direct employees and their activities as related to the conduct of
Village affairs; to establish the qualifications for employment, to employ employees and to
determine the conditions for their continued employment; to schedule and assign work; to assign
or to transfer employees within the Village; to promote or demote employees; to establish work
and productivity standards and, from time to time, to change those standards; to assign overtime;
to lay-off or relieve employees due to lack of work or funds or for other legitimate reasons; to
determine the methods, means, organization and number of personnel by which such operations
and services shall be made or purchased; to contract out for goods and services, to make and
enforce reasonable rules and regulations; to discipline, suspend and discharge employees for just
cause (probationary employees without cause); to change or eliminate existing methods,
equipment or facilities; and to take any and all actions as may be necessary fo carry out the
mission of the Village in situations of civil emergency conditions as may be declared by the
President of the Board of Trustees or the Village Manager, which actions may include the
suspension of the provisions of this Agreement provided that wage rates and monetary benefits
shall not be suspended and providing that all provisions of this Agreement shall be 1mmed1ately
reinstated once a civil emergency condition ceases to exist.

No action, statement, agreement, settlement, or representation made by any member of the
bargaining unit shall impose any obligation or duty or be considered to be authorized by or
binding upon the Village unless and until the Village has agreed thereto in writing.



The exercise of the foregoing powers, rights, authorities, duties and responsibilities by the
Village, the adoption of policies, rules, regulations and practices in furtherance thereof, shall be
limited only by the specific and express terms of this Agreement and then only to the extent such
specific and express terms hereof are in conformance with the Constitution and laws of the State
of Illinois and the Constitution and laws of the United States.

ARTICLE IV
SUBCONTRACTING

Section4.1.  General Policy. It is the general policy of the Village to continue to utilize its
employees to perform work they are qualified to perform. However, the Village reserves the
right to contract out any work it deems necessary or advisable in the exercise of its best
judgment.

Section4.2. Notice of Discussion. Except where an emergency situations exists, before
subcontracting of work where such subcontracting will result in a substantial loss of work to one
(1) or more existing bargaining unit employees, the Village will notify the Union and offer the
Union an opportumty to state its views with respect to the Village’s proposed subcontracting
decision and its effect on bargaining unit employees.

ARTICLE YV
HOURS OF WORK

Section 5.1.  Application of this Article. This Article 1s intended only as a basis for calculating
overtime payments and nothing in this Agreement shall be construed as a guarantee of hours of
work per day or per week.

Section 5.2. Normal Workweek. Except as provided elsewhere in this Agreement, when work
is available the normal workweek shall consist of forty (40) hours per week and such additional
time as may, from time to time, be required in the judgment of the Village to serve the citizens of
the Village. The normal workweek shall consist of five (5) eight (8) hour workdays in a calendar
week in the Public Works Department, Dial-A-Bus Department and for building inspectors,
ordinance officers and engineering staff in the Building & Zoning Department. The normal
workweek for all other Village Hall employees shall consist of five (5} eight (8) hour workdays
in a calendar week. The normal workweek for regular part time employees in the Dial-A-Bus
Department shall consist of no less than five (5) four and one-half (4-1/2) hour workdays in a
calendar week. The normal workweek for Youth Services employees shall be established based
on programmatic need. For all employees, except part time employees, the normal workday may
be interrupted by a meal period. The starting and ending times of the normal workday shall be
established by the Employer.

Section 5.3. Changes in Normal Workweek and Workday. Should it be necessary in the
interest of efficient and/or safe operations to establish daily or weekly work schedules departing
from the normal workday or the normal workweek, including changes in the starting and ending
times of the normal workday, the Village will give a ten (10) day notice of such change to the
employees affected and the Union and will meet with the Union to negotiate over the impact.




For a schedule replacement of an absent incumbent, the ten (10) day timeframe notice is also
required, unless emergency circumstances arise that are beyond the Village’s control.

Section 5.4. Time Clocks. The Village may continue 1its use of time clocks for bargaining unit
employees. The Village may institute reasonable rules and regulations pertaining to such time
clocks as well as the right to discipline for failure to comply with reasonable time clock
requirements. An employee failing to properly clock in or out at the beginning of a shift or call-
back, before and after lunch or at the end of a shift or overtime period, if required by the
Employer, will be subject to discipline. Clocking in or out for another employee 1s absolutely
prohibited when the use of time clocks 1s required by the Village. All work time must be
recorded for an employee to receive compensation.

Section 5.5. Rest Periods. All employees® work schedules shall provide for a fifteen (15)
minute rest period during each one-half day shift. The rest period shall commence at a time
established or approved by an employee’s immediate supervisor who is not a member of the
bargaining unit. The fifteen (15) minute rest periods shall be non-cumulative, and shali include
any travel time utilized by the employee during the rest period. Employees shall take no more
than fifteen (15) minute rest periods, except upon express permission of their immediate
supervisor who is not a member of the bargaining unit, for good cause shown.

Employees who for any reason work beyond their regular quitting time shall be granted such rest
periods every four (4) hours, as stated above.

Section 5.6. Meal Periods. All full-time employees shall be granted a minimum of thirty (30)
minutes unpaid meal period during each regular work shift, with the following two exceptions:
(1) full-time Village Hall employees shall be granted a minimum of forty-five (45) minutes
unpaid meal period during each regular work shift; and (2) full-time Dial-A-Bus drivers and
dispatchers shall be granted a minimum of thirty (30) minutes paid meal period during each
regular work shift. This meal period shall be taken at a time approved in advance by an
employee’s immediate supervisor who is not a member of the bargaining unit. Time granted for
meal periods shall include any travel time utilized by the employee during the meal period.
When appropriate, the meal period shall be scheduled at the middle of each shift or regular
workday. Employees may be required to punch a time clock in and out for meal periods.

Subject to the foregoing conditions, the Employer shall provide an unpaid one-half (1/2) hour
meal period to any employee who is requested or required to, and does, work four (4) hours
beyond his regular quitting time. The employee shall be furnished additional unpaid meal
periods of one-half (1/2) hour each every eight (8) hours thereafter while he continues to work.
In all instances, the employee will buy the meal.

ARTICLE VI
SENIORITY

Section 6.1. Definition. Unless stated otherwise, seniority shall, for the purpose of this
Agreement, be defined as an employee’s length of continuous service with the Village since the
employee’s last date of hire.




Section 6,.2.  Application of Seniority. In the application of seniority to promotions from one
bargaining unit position to another, filling of permanent openings in classifications within the
bargaining unit, layoff and recall of bargaining unit employees, seniority shall be the determining
factor when, among employees involved, the qualifications, skill, ability, experience, knowledge
and physical fitness to perform the work without further training is relatively equal between two
or more employees. When determining the application of seniority, the Village’s decision
concerning qualifications, skill, ability, experience, knowledge and physical fitness shall be
made in good faith and its actions shall not be arbitrary or capricious.

Section 6.3. Termination of Seniority. Seniority and the employment relationship may, at the
Village’s discretion, be terminated when an employee:

a. quits; or

b. retires or is retired; or

c. is taid off for a period in excess of his seniority or two (2} years, whichever is less; or
d. is discharged for just cause.

The parties agree the following reasons, among other, constitute cause for discharge: When an
employee

1. is absent for three (3) consecutive working days without notifying the Village; or

2. is laid off and fails to notify the Village Manager or his designee of his intention
to return to work within three (3) days after receiving notice of recall or fails to
return to work at the designated time; or

3. does not report to work within forty-eight (48) hours after the termination of an
authorized leave of absence or vacation.

A laid-off employee who loses his seniority as a result of the Termination of Seniority provisions
of this Agreement shall, upon reemployment, be granted all previously earned seniority.

Section 6.4.  Probationary Period -- New Employees. All new employees and those hired after
loss of seniority shall be considered probationary employees until they complete a probationary
period of one (1) vear. The Village with concurrence of the Union retains the option to extend
the probationary period, for up to ninety (90) days. A probationary employee may be laid off or
terminated without cause during such probationary period, and no grievance shall be raised
regarding such action. During the employee’s probationary period, the employee may be
represented by the Union except in cases of layoff or termination.

The Employer may extend an employee’s probationary period at its discretion, if a probationary
employee is absent for a period in excess of three (3) consecutive days. The extension shall not
exceed one (1) month or the total number of days an employee was absent during the initial
probationary period, whichever is greater.



There shall be no seniority among probaticnary employees. Upon successful completion of the
probationary period, an employee shall acquire seniority which shall be retroactive to his last
date of hire with the Village in a position covered by this Agreement.

Section 6.5.  Probationary Period -- Promoted Employees. A probationary period of three (3)
months shall be served by an employee who has been promoted to a bargaining unit position
covered by this Agreement after having successfully completed a probationary period in another
bargaining unit position covered by this Agreement. If an employee promoted from one
bargaining unit position to another fails to successfully complete the probationary period in the
promoted to position because of unsatisfactory performance of the duties and responsibilities of
the new promoted position, the Village will attempt to place the employee in his previous
position if the position is open. If the position is not open, the employee will be laid-off and
subject to recall to this previous position under the recall provisions of this Agreement if an
opening develops. '

Section 6.6. Transfers and New Job Openings. Employees desiring to transfer to other jobs
within the bargaining unit shall submit an application in writing to their immediate supervisor.
The application shall state the reason for the requested transfer. Bargaming unit members
seeking to transfer to a vacant position within the same job title between divisions shall be
transferred if relatively equal in any job selection over non-bargaining unit applicants, except
where: -

Fs
e the employee seeking the transfer was assigned to his’/her current position by the
Village within the last one year, and/or;

» the employee had requested and received a transfer within the last two years.

Employees requesting transfers shall serve a 90 day frial period. The Village may return an
employee to his/her previous position due to the mability to perform duties and responsibilities
of the transfer position, as determined by the Village. In determining whether an employee is
qualified to perform the required work, the employee shall not be required to meet a higher
standard than required for non-bargaining unit applicants. All bargaining unit vacant jobs will be
posted for a period of ten (10) working days before being filled. The burden of proof for
determining whether the employee 1s relatively equal rests with the employee.

Section 6.7.  Seniority List. The Village shall maintain and keep current a seniority roster
noting the date of hire and current position by Department and job title and/or classification for
all employees covered by this Agreement. A copy of this roster shall be posted at the time this
Agreement becomes effective and an updated copy of the seniority roster shall be posted every
six months by the Employer. The Union shall, upon request, be provided a copy of each roster
which is so posted.

Section 6.8, Layoff and Recall. The Village in its sole discretion shall determine whether
layoffs are necessary or advisable. Seniority will be by department with relation to layoffs. If it is
determined that layoffs are necessary or advisable, employees will be laid off by seniority
regardless of classification. There are three (3) separate departments:




1. Pub_}ic Works

2. Code Enforcement

3. Village Hall Clerical
Public Works Department Seniority;

PW Tech I (grade 5)
(grade S5w)

PW Tech II (grade 7)
(grade 7w)

PW Mechanic (grade 5)
PW Mechanic 11 (grade 7)

The essential duties of full time Public Works Technicians shall not be eroded by the use of
temporary employees. Temporary employees shall not perform bargaining unit work on an
ongoing permanent basis.

The Village will assign bargaining unit work to bargaining unit employees, except the Village
may use non-unit employees on a short term emergency that is not back-to-back, or where the
Village posts and fills a job vacancy for a period of 60 days from the date of posting. The hiring
of temporary employees shall not limit or reduce the number of bargaining unit positions.

There will be four (4) months® continuation of health care benefits to any person laid off
providing they have currently one (1} year of semiority. The affected person(s) will be
responsible to stay current with all co-pays.

Employees who are laid off shall be placed on a recall list for a period of their seniority or one
(1) year, whichever is less. If there is a recall, employees who are still on the recall list shall be
recalled, in the inverse order of their layoff, provided they are reasonably gualified to perform
the work in the job classification and Department to which they are recalled without further
training,

If an employee is recalled to a position in a lower-rated job classification, he shall have the right
to return to the job classification he held prior to being laid off in the event it subsequently
becomes available, provided the employee has the current skill and ability to perform the work in
question. Unless otherwise indicated, employees shall be compensated at the rate applicable to
the job classifications to which they are recalled. The Village shall not hire new full-time
employees in bargaining unit positions as long as there are still employees on the recall list who
are presently qualified to perform the work in the affected job classification and Department and
are willing to be recalled to said classification and are avatlable to perform work immediately.

Employees who are eligible for recall shall be given ten (10) calendar days notice of recall and
notice of recall shall be sent to the employee by certified or registered mail with a copy to the



Union, provided that the employee must notify the Village Manager or his designee of his
infention to return to work within three (3) days after receiving notice of recall. The Village
shall be deemed to have fulfilled its obligations by mailing the recall notice by certified mail,
return receipt requested, to the mailing address last provided by the employee, it being the
obligation and responsibility of the employee to provide the Village with his latest mailing
address.

Section 6.9,  Part-Time Employees. Regular part-time employees shall acquire and accumulate
seniority on a pro rata basis, but they shall not be eligible for any fringe benefits under this
Agreement, including but not limited to sick leave, other leaves of absence, meal periods,
holidays, vacations and insurance, except as otherwise specifically provided elsewhere in this
Agreement.

ARTICLE VII
SICK LEAVE

Section 7.1.  Purpose. Sick leave with pay is provided as a benefit in recognition that
employees do contract various illnesses from time to time and that their financial resources may
be diminished in such instances if pay is discontinued, and that it may not be in the best interest
or health of the employee or fellow employees for them to work while sick. Sick employees are
expected to remain at home unless hospitalized or visiting their doctor. Unfortunately, sick leave
abuse sometimes occurs. The parties agree that sick leave abuse is a very serious offense which
may result in discipline up to and including termination.

Section 7.2. Allowance. Any employee contracting or incurring any non-service connected
sickness or disability shall receive sick leave with pay. Sick leave will be granted for purposes
of child bearing on the same terms and conditions as any other illness or disability.

Section 7.3. Days Earned in Accumulation.

a. Employees shall be allowed one (1) day of sick leave for each month of service. Sick
leave shall be earmned by an employee for any month in which the employee is
compensated for more than eighty (80) hours or work. Sick leave cannot be taken before
it is actually earned.

b. Regular part-time employees shall be allowed six (6) days of sick leave, based on their
average workday hours of the preceding two months, for each calendar year of service.

Section 7.4. Rate of Payment. Employees shall be paid eight (8) hours at their regular,
straight-time hourly rate of pay for each single day of sick leave properly utilized (or the number
of hours per day the employee was regularly scheduled to work prior to the sick leave, if other
than eight (8) hours).

Section 7.5.  Notification. Notification of absence due to sickness shall be given to the Village
as soon as possible on the first day of such absence, but no later than one-half (34) hour after the
start of the employee’s work shift. Failure to properly report an illness shall be considered as
absence without pay and may subject the employee to discipline, as well.
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Section 7.6. Medical Examination. The Village may require a doctor’s slip attesting to an
illness immediately upon the employee’s return from such leave. The Village may, where there
1s reason to suspect abuse or for an absence of three (3) work days or more, require an employee
seeking to utilize sick leave to submit to a doctor’s certification of the illness and/or to subimit at
any time during such leave o an examination by a doctor or nurse designated by the Village.
Any required examination by a Village designated doctor or nurse of the employee during the
period the employee is sick shall, if so requested by the employee, be at the employee’s
residence if the employee is too sick to travel. Examinations administered by a physician or
nurse selected by the Village shall be paid for by the Village. If it is a family member who is
sick, the Employer may require a doctor’s certification of the illness.

Section 7.7. Abuse of Sick Leave. Abuse of sick leave is a serious matter. If proper
notification is not given, or abuse is observed, any absence may be charged as leave without pay
and/or may constitute cause for discipline up to and including discharge.

Section 7.8.  Union Cooperation. The Union agrees that abuse of sick leave 1s a serious matter
and does not condone such.

Section 7.9.  Sick Leave Utilization. Sick leave shall be used m no less an increment than one-
half (%) day in the A.M., and a quarter (1/4) day in the P.M.

An employee cannot accumulate more than sixty (60) sick leave days. An employee who has
accumulated more than thirty-six (36) sick leave days may be paid, upon written request, for any
sick leave days in excess of thirty-six (36), at a rate equal to one-half of the employee’s regular
daily wage rate at the time the request is made. Requested payment for accumulated sick leave
days shall be made in the first pay period in the December following the request.

Upon termination of employment, all employees hired after the effective date of this agreement,
shall receive payment for accumulated sick days on the formula set forth below and on the
following basis:

0 through 2 years .o 25% of accumulated days
Upon or after 3 years ..o 50% of accumulated days
Upon or after 4 Years ..ccccccevvvnienivesseeiniseerensriennns 85% of accumulated days
Upon or after 5 years ..o 100% of accumulated days

Upon termination of employment all employees shall receive full pay for the first thirty-six (36)
days of accumulated sick leave, and one-half pay for any additional accumulated sick leave days,
up to a maximum of sixty (60) leave days.

An employee may be removed from the payroll if the employee’s sickness continues beyond
thirty (30) consecutive working days after all accumulated sick leave has been exhausted. The
Village Manager may allow accrued vacation time to be applied toward a continuing absence due
to serious and prolonged illness, in lieu of removal from the payroll,
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A Department Head may approve an employee’s absence for personal reasons unrelated to
illness as sick leave to be applied against accrued sick leave days, but in no event more than two
(2) such days in each calendar year.

Absence from work which 1s necessary due to illness in an employee’s immediate family
(defined as spouse, child or parent, provided they are living with the employee) may be applied
against accrued sick leave days, but in no event more than ten (10) such days in a calendar year.

ARTICLE VIII
LEAVES OF ABSENCE

Section 8.1.  Discretionary Leaves. The Village may, at its discretion, grant a leave of absence
at the request of an employee without pay under this Section for any bargaining unit employee
for good and sufficient reason. The Village shall, at its discretion, set the terms and conditions of
the leave.

Section 8.2.  Application for Leave. Any request for a leave of absence shall be submitted in
writing by the employee to the Village Manager or his designee as far in advance as practicable.
The request shall state the reason for the leave of absence and the approximate length of time off
the employee desires. Authorization for leave of absence shall, if granted, be furnished to the
employee by his immediate supervisor and it shall be in writing.

Section 8.3.  Military Leave. Military leave shall be granted in accordancé with applicable
law.

Section 8.4. Jury Leave. Employees covered by this Agreement who are summoned to jury
duty or subpoenaed as witnesses in matters in which they have no personal or pecuniary interest
shall receive time off with pay, provided that proper notice is given to their immediate
supervisor. An employee shall notify his immediate supervisor as soon as possible after being
subpoenaed or summoned. The Village shall compensate such employees at their regular rate of
pay for time lost while serving on jury duty or witness duty. As a condition of receiving such
compensation, the employee must sign over to the Village all compensation received for jury
duty or a witness appearance as it is received, except for a mileage allowance, which the
employee may keep, and he may be required to present verification of the witness appearance or

jury duty.

Section 8.5. Funeral Leave. In the event of death in the immediate family (defined as the
employee’s legal spouse, children, step-children, adopted children, parents, parents of spouse and
step-parents, brothers and sisters of employee and spouse or grandparents and grandchildren of
employee and spouse) an employee shall be granted up to three (3) consecutive workdays as
funeral leave if the employee attends the funeral. Leave beyond such three (3) days may, upon
approval of the Village Manager or his designee, be taken if charged to the employee’s sick
leave or vacation leave accrual account, if any. An employee shall provide satisfactory evidence
of the death of a member of the immediate family if so requested by the Village.

Section 8.6. Family and Medical Leave. In the event an employee with at least one years'
seniority is unable to work due to the following:
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a. illness, injury or pregnancy of the employee

b. in order for the employee to care for a new born or recently adopted child

c. in order for the employee to care for a foster child placed with the employee

d. in order for the employee to care for the employee’s spouse, parent or child with a serious
health condition.

The Village shall grant the employee a leave of absence without pay for up to one (I) year. The
employee may exhaust all accomulated paid leave prior to commencing the one year unpaid
leave. During such a leave, seniority shall not accrue for so long as the employee is unable to
work, except that for a work related injury compensable under worker’s compensation, an
employee shall accrue seniority for the first six (6) months of leave.

To qualify for such leave, the employee must report the reason as soon as the employee knows of
the circumstances, and thereafter furnish the Village Manager or his/her designee with a
physician’s, or other appropriate health care provider’s written statement showing the nature of
the circumstances for leave and the estimated Iength of time that the employee will be unable to
report for work. Thereafter, during such leave, the employee will fumish by mail to the Village a
status report from the appropriate health care provider every 30 days. Failure to submit a timely
status report shall not be grounds for denying the employee the remainder of such leave.

Prior to returning from such a leave the employee may be required to have a physical
examination, if appropriate, by a doctor designated and paid for by the Village to determine the
employee’s capacity to return to work.

Upon return from such leave the employee will be restored to the position or equivalent he/she
held prior to the leave of absence.

During a Family or Medical leave of absence the Village shall maintain the employee’s medical
benefits under the same terms and conditions as when the employee was actively working for a
term of 90 days.

An employee has no greater right to restoration than if the employee had been continuously
employed during the leave period.

Employees on unpaid leave shall not accrue any employment benefits for the period of the leave,
except for continuation of health insurance benefits as required by the FMLA Leaves (other than
regular vacation and sick leave) that are granted under any other provision of this agreement or
under State Law, whether paid or unpaid, for purposes which are covered under the Family
Medical Leave Act, shall be charged as FMLA Leave.

Section 8.7. Benefits While on Leave.

a. Unless otherwise stated in this Article, an employee returning from leave will have his
seniority continued after the period of the leave. Where the leave of absence s for less
than ninety (90) calendar days, upon return the Village will place the employee in his or
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her previous job if the job is vacant; if the leave of absence is for ninety (90) calendar
days or more, the employee will be placed in the first available opening in his
classification or in a lower-rated classification according to the employee’s seniority,
where skill and ability to perform the work without additional training is equal. An
employee returned to a lower-rated classification shall be subject to recall to his former
classtfication if an opening develops.

b. If, upon the expiration of a leave of absence, there is no work available for the employee
or if the employee could have been laid off according to the layoff procedure set forth in
ARTICLE VI, except for his leave, he shall go directly on layoftf.

C. During an approved unpaid leave of absence of more than ninety (90) calendar days or
during a layoff under this Agreement, the employee shall be entitled to coverage under
applicable group health and life insurance plans to the extent permitted under such
plan(s), provided the employee makes arrangements for the change and arrangements to
pay the entire insurance premium involved, including the amount of premium previously
paid by the Village.

Section 8.8. Non-Employment Elsewhere. A leave of absence will not be granted to enable an
employee to try for or accept employment elsewhere or for self-employment, except with the
express written approval of the Village Manager. Employees who engage in employment
elsewhere during such leave may immediately be terminated by the Village.

ARTICLE IX
HOLIDAYS

Section 9.1.  Holidays. The following are paid holidays for eligible employees:

New Year’s Day
Memorial Day
Independence Day

Labor Day

Thanksgiving Day

Friday after Thanksgiving
Christmas Day

During the calendar year, each employee shall receive two (2) floating days as holidays to be
taken at the employee’s discretion, provided the work unit would remain sufficiently staffed.
New employees hired after July 1 shall receive one (1) floating holiday in the year of hire.

Section 9.2. Holidays on Weekends. Whenever any of the holidays listed above fall on
Saturday, the preceding Friday shall be observed as the holiday. When any of the holidays listed
above fall on Sunday, the succeeding Monday shall be observed as the holiday.

Section 9.3. Holiday Pay. For each such holiday, when not worked, an eligible employee shall
receive holiday pay computed at his regular straight-time hourly rate for the number of hours for
which he is normally and regularly scheduled to work immediately prior to the holiday. For each
such holiday in fact worked, an eligible employee shall receive one and a half (1-1/2) times his
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regular straight-time hourly rate for all hours worked on that holiday. If the employee and
Village mutually agree, compensatory time off may be granted and scheduled in lieu of pay for
time worked on a holiday.

Section 9.4. Eligibility Requirements. In order to be eligible for holiday pay, the employee
must be full-time and must work the full scheduled working day immediately preceding and
immediately following the holiday, unless on vacation or unless the employee provides evidence
satisfactory to the Employer that he was too ill to work on such day(s), if requested by the
Village. This Section shall not be construed to make employees on layoff eligible for holiday

pay.

Section 9.5. Holiday Hours for Overtime Purposes. For the purpose of computing overtime,
all holiday hours worked or unworked for which an employee is compensated shall be regarded
as hours worked.

ARTICLE X
VACATIONS

Section 10.1. Eligibility and Allowances. Full-time employees shall be eligible for paid
vacation time after the completion of one year of service with the Employer. Vacation
allowances shall be accrued each anniversary year, based on the following schedule:

Length of Working Days
Continuous Service Vacation Per Year
After completion of one (1) vear 10 working days
After completion of five (5) years 15 working days
After completion of fifteen (15) years 20 working days

After completion of twenty-five (25) years 25 working days

The term “working days” as used in this vacation schedule shall mean a full-time employee’s
regular working day, not to exceed eight (8) hours. Ordinarily, vacation time taken during a
given anniversary year shall be the vacation allowance earned during the preceding anniversary
year. Exceptions to this policy may be granted in writing by the Village Manager.

Full-time employees shall earn vacation allowances for any month in which they receive
compensation for more than one hundred twenty (120) hours of work. ‘

Part-time employees who work the same hours each week throughout the year are entitled to one
(1) week paid vacation for their regularly assigned workweek hours after completing one (1) year
of service with the Employer. After completing five (5) years of service with the Employer, such
part-time employees shall be entitled to two (2) weeks paid vacation for their regularly assigned
workweek hours.

Section 10.2. Vacation Pay. The rate of vacation pay shall be the employee’s regular straight-
time rate of pay in effect for the employee’s regular job classification on the payday immediately
preceding the employee’s vacation. Employees who submit a written request at least fifteen (15)
days in advance of the start of their vacation will receive, on the last day of work prior to the
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start of their vacation, their next regularly scheduled paycheck which would normally be paid on
a day falling within their scheduled vacation; this provision shall not apply, however, to
vacations of less then five (5) consecutive workdays.

Section 10.3. Scheduling and Accrual. Employees shall be awarded vacation time by the
Village in accordance with its service needs and the employee’s seniority. During the first ten
(10) days of each calendar year, the Employer will post a vacation schedule indicating those
times when employees will be able to select vacation preference. During this ten (10) day period
of time, employees will be granted their vacation preference based upon their seniority.
Thereafter, vacation periods will be granted by the Employer on a first-requested, first-granted
basis. Unused vacation time shall not accumulate from year to year, except upon written
approval of the Village Manager. Vacation leave shall not be granted in units less than one-half
(}4) working day.

Section 10.4. Emergencies. Where a vacation day is needed for emergency reasons, such as
unexpected family illness, the employee will notify the Village as soon as possible of such need.
If the Village is able to arrange suitable coverage for the employee’s work, the employee will be
given the requested day(s) off as a vacation day(s), provided the employee has the requisite
number of accrued vacation day(s) available.

Section 10.5. Holiday During Vacation Period. If a holiday occurs during the calendar week
in which a vacation is taken by an employee, the employee’s vacation period shall be extended
by the length of such holiday. The number of employees that will be allowed to be on vacation
during the same time will be subject to the approval of the Department Head. Should an
emergency arise at the time of vacations, any or all employee vacations may be canceled
provided that the employee’s services are needed.

Section 10.6. Vacation Rights in Case of Lavoff or Separation. Any employee who is laid off
for more than five (5) working days, or who retires or voluntarily quits prior to taking his
vacation, shall be compensated in cash for the unused vacation he has properly accumulated but
not used at the time of separation, provided the employee gives at least two (2) weeks notice in
the event of retirement or resignation. Payment shall be made within thirty (30) days of
separation from active employment.

ARTICLE X1
WAGES

Section 11.1. Wage Schedule.

A-1. Full-time employees shall be compensated as follows:

Effective May 1, 2011 Step K shall be added to the 2010-2011 Pay Grade Steps indicated in
Appendix A and part of this Agreement,

All full-time employees at Step J shall move to Step K, effective May 1, 2011.
All other full-time employees shall also move to their appropriate Step on the 2010-2011 Pay
Grade Steps, effective May 1, 2011.

16



Such movement shall constitute at least a 3% wage increase.

Hourly rates for full-time employee shall be calculated from Appendix A on the basis of 2,080
hours per year or normal work week as set forth in Section 5.2. The correlation of pay grades to
specific job classifications is set forth on Appendix B to this Agreement. Each employee’s
current job classification and placement on the wage scale is set forth in Appendix C.

A-2. Part-time employees in the bargaining unit shall receive a 3% increase m their hourly wage
effective May 1, 2011 and 2% increase in their hourly wage effective May 1, 2012.

Effective May 1, 2012 all Steps in Appendix A shall be increased by 2% and employees entitled
to a Step increase shall move to the next Step effective May 1, 2012.

Effective May 1, 2013 and effective May 1, 2014 the parties shall re-open negotiations for the
purpose of wages and health imsurance.

B. | Employer may credit new employee for past experience in placing them on Appendix A
upon initial hire except that such rate shall not be greater than Step E of the wage
schedule.

C. | The pay rates for all bargaining unit classifications and steps shall be as indicated on the
attached schedule and each employee shall move one step under the merit advancement
until the employee reaches the maximum for each classification, except employees hired
after November 1 of each year shall not be entitled to a step increase on May { of the
following year.

D. | The Village reserves the right to grant an increase equivalent to a one-step increase to any
bargaining unit employee for exemplary service or performance.

The Appendices referred to in this Section shall be considered a part of this Agreement.

Section 11.2. Pay Period. The salaries and wages of employees shall be paid in accordance
with the Village’s current general practice which may be changed by the Village for good cause
shown.

Section 11.3. Call-Back Pay. All employees are subject to be called to work any time during a
twenty-four (24) hour period. In each department to stand by in order to respond to calls for
assistance during off-duty hours.

Any employee called back to work after having gone home shall receive a minimum of two (2)
hours work at applicable pay rates unless the time extends into his regular work shift. Each hour
spent in excess of two (2) hours on call-back work shall be paid for at applicable rates. The
Village may require that an employee being paid for call-back time remain at work for the entire
two (2) hours to perform work tasks as assigned by the Village.
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Section 11.4. Pay Rates for Higher Skills. When an employee is qualified for and is
temporarily required to serve and accept the responsibility for work in a more responsible
position with a higher pay grade, such employee shall receive the rate provided at the lowest step
in the higher pay grade which will give the employee an increase above his regular rate, subject
to approval of the Village Manager or his designee. To qualify for the higher rate of pay, the
temporary assignment shall be regular and continuous in character for at least five (5) six (6)
consecutive eight (8) hour working days.

Section 11.5. Crew Leader. The Village, at its option, may assign certain technicians as crew
leaders. If no Tech II’s accept the assignment, then the Village may assign Tech I's as crew
leaders. This would include the additional responsibility of supervising part-time employees or
other supervisory work beyond requirements of Tech II. This position would exist from May 1
to September 30 each year, Additional compensation of five percent (5%) above current pay
rate,

Section 11.6. Pager. Effective upon ratification of this Agreement an employee designated “on-
call” personnel shall be compensated $50.00 for carrying a pager for seven (7) work day period.
Effective May 1, 2012 employees shall be compensated $75.00 for on-call compensation.

Section 11.7. Merit Step Increase. The union agrees to recognize that a step increase is a merit
advancement based upon an employee’s satisfactory performance as documented in a
performance evaluation.

It is understood by the parties that if an employee is exhibiting unsatisfactory performance, the
employee shall be given a minimum of 90 calendar days notice in advance of a scheduled merit
step increase that the employee may not receive the step increase if his/her performance does not
improve. The employee shall be given an explanation as to why their performance is considered
unsatisfactory. The department head shall identify the performance deficiency and shall offer
constructive suggestion(s) to aid the employee in resolving the problem. If work performance
does not improve, the employee’s step increase advancement may be withheld as documented by
a performance evaluation. Performance shall be evaluated by the department head responsibie
for the employee’s day to day supervision most directly familiar with the quality and quantity of
work and shall not be based solely upon an employee’s discipline record for the evaluation time
period in review.

The employee reserves the right to grieve the step withholding if there is evidence that
management acted in an unreasonable, unfair, arbitrary or discriminatory manner.

An employee’s step increase that has been withheld shall be reviewed within 180 days following
the withholding and shall be granted release of the step if his/her performance is satisfactory.

ARTICLE XTI
OVERTIME

Section 12,1, Rate of Pay. One and one-half (1-1/2) the employee’s regular hourly rate of pay
shall be paid for work under any of the following conditions, but compensation shall not be paid
twice for the same hours:
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1. Weekly. All work performed, including paid leave or holidays, in excess of forty
(40) hours in any work week.

2. Saturday Work. All work performed on Saturday, except as noted below.

3. Sunday Work. All work performed on Sunday, except as noted below.

The overtime rates specified above for Saturday work and for Sunday work shall not be paid to
employees for whom these days are part of their regular posted work schedules. These
employees shall be paid one and one-half (1-1/2) times their regular hourly rate of pay for all
work performed on the sixth (6th) day and/or seventh (7th} day of their regular work week.

Employees required to perform work on holidays, as defined in Section 9.1, shall be paid one
and a half (1-1/2) times their regular hourly rate of pay, but compensation shall not be paid twice
for the same holiday hours. .

Section 12.2. Distribution. The Village will attempt to offer equally on an annual basis
overtime work to employees in the same job classification within each division. Employees will
be required to work overtime as assigned.

. Provided that all full and part time employees have worked 40 hours in a work week, the
overtime opportunity will first be offered to full time regular employees before part time regular
employees, for example:

A full-time employee #1 and full-time employee #2 have worked 40 hours
in the workweek. The Employer has a business need for overtime work to
be performed. The senior FT employee will be offered the overtime
opportunity before the less senior FT employee and the Employer is
permitted to utilize a PT laborer (at lower rate) to assist the I'l’ employee
during the overtime hours (when the employer determines that two FT
employees are not needed to perform the available overtime work).

Section 12.3. Advance Overtime Assignments. Where the Employer has notice of overtime
needs which can be scheduled in advance, the Employer shall seek volunteers for the overtime
among employees in the same job classification and division. If two or more employees
volunteer for the overtime and can perform the work, the overtime shall be assigned to that
employee having the lowest amount of accumulated overtime. For purposes of overtime
accumulation, overtime offered but not worked by the employee shall be credited to the
employee’s overtime amount. If an employee has not received his share of overtime assignments
for which he is qualified, he shall be given preference for future anticipated overtime until the
imbalance is corrected.

ARTICLE X111
INSURANCE

Section 13.1. Insurance Coverage. The Village shall continue to make available to full-time
employees and their dependents group health and hospitalization insurance coverage and
benefits. Further, the Village shall offer full-time employees the option of coverage under a
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Health Maintenance Organization (HMO) selected by the Village. which offers substantially the
same health and hospitalization coverage and benefits as currently provided. The Village will
continue to offer a group insurance indemnity plan.

Section 13.2. Cost. From ratification date through and including April 30, 2013, the Village
will pay eighty-five (85%) percent of the cost of the premiums for full-time employees’
individual health and hospitalization insurance. For dependent group health and hospitalization
insurance, the Village will pay eighty-five (85%) percent of the cost of premiums. The
aforementioned contributions are based on the cost of the insurance option utilized by the
employee.  The parties agree to reopen negotiations for the purposes of wages and health
insurance May 1, 2013 and May 1, 2014.

Section 13.3. Cost Containment. The Village reserves the right to institute cost containment
measures relative to insurance coverage, so long as the basic level of insurance benefits remains
substantially the same. Such changes may include, but are not limited to, mandatory second
opinions for elective surgery, pre-admission and continuing admission review, prohibition on
weekend admissions except in emergency situations, and mandatory out-patient elective surgery
for certain designated surgical procedures. Employees will be given advance notice of any such
cost containment measures before they are instituted.

Section 13.4. Life Insurance. The Village shall provide to full-time employees, at no cost to the
employee, life insurance coverage equal to the employee’s annual base salary.

Section 13.5, Right to Change Insurance Carriers. The Village retains the right to select and
change msurance carriers for employee insurance or otherwise provide for'coverage as long as
the level of benefits remains relatively equal. Before making any changes in deductibles, co-
payments or any changes in benefits beyond the limitation set forth above, the Village must first
negotiate with the Umion.

Section 13.6. Terms of Insurance Policies to Govern. The extent of coverage under the
insurance policies referred to in this Agreement shall be governed by the terms and conditions
set forth in said policies. Any questions or disputes concerning said insurance policies or
benefits thereunder shall be resolved in accordance with the terms and conditions set forth in said
policies and shall not be subject to the grievance and arbitration procedure set forth in this
Agreement. The Failure of any insurance carrier(s) to provide any benefit for which it has
contracted or is obligated shall result in no liability to the Village, nor shall such failure be
considered a breach by the Village of any obligation undertaken under this or any other
Agreement. However, nothing in this Agreement shall be construed to relieve any insurance
carrier(s) from any liability it may have to the Village, employee or beneficiary of any employee.

Section 13.7. Dental Insurance. The Village shall make available to full-time employees and
their dependents dental insurance coverage. The Village will pay 100% of the cost of premium
for full-time employees’ individual dental premium. Employee electing family dental coverage
will pay 100% of the premium above the individual rate. The Village retains the right to select
and change insurance carriers and institute cost containment measures. Employees will be given
advance notice of any such cost containment measures before they are instituted.
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ARTICLE XIV
DISCIPLINE AND DISCHARGE

Section 14.1. Discipline. Disciplinary action or measures shall normally include only the
following: oral reprimand; written reprimand; and suspension and discharge (notice to be given
in writing). The Village shall not discharge or suspend for more than five (5) days any post-
probationary employee without just cause. '

Disciplinary action may be imposed upon an employee for failing to fulfill his responsibilities as
an employee. If the Employer has reason to reprimand the employee, it shall normally be done
in a manner that will not embarrass the employee before other employees or the public.

Section 14.2. Pre-Discipline Meetings. Prior to discharge or suspension the employee and the
Union will be notified that it has been recommended that the employee be discharged or
suspended. Prior to making a final decision on such serious disciplinary action, the Village
normally shall offer to meet with the employee involved and with a Union representative, if
requested by the employee, to inform the employee of the reason{s) for the contemplated
discharge or suspension and to listen to the employee’s position. Such meeting will normally be
held by the end of the next work day following notification to the employee and the Union that a
discharge or suspension is being recommended. The Steward and employee will be given paid
time off if the meeting is conducted on working time.

The Village’s failure to satisfy this pre-disciplinary meeting provision shall not in and of itself
result in a reversal of the Village’s disciplinary action or cause the Village to pay back pay to the
employee.

Nothing in this Agreement shall be deemed to alter or modify the Employer’s normal reasons for
dismissal or suspension as contained in its rules and regulations, which rules and regulations may
be changed from time to time by the Village.

Section 14.3. Discipline/Discharge Meetings. An employee subject to disciplinary action
leading to suspension or dismissal shall have the right to request a hearing before the Village
Manager or his designee. Such request shall be made in writing by the employee to the Village
Manager within five (5) business days after notice of disciplinary action. The Village Manager
or his designee shall hold such hearing as soon as possible thereafter and shall render his
decision within fifteen (15) calendar days after receiving the request. The hearing will be
informal in nature with the employee, Union representative, if specifically requested by the
employee, and Department Head or his designee present. The Steward and employee will be
given paid time off if the hearing is conducted on working time.

Section 14.4. Right of Representation. Before conducting a disciplinary meeting as specified in
Section 14.2 and Section 14.3, the employee may request that a Union representative be present.
The employee may not insist that any particular Union representative be present. It is not the
intent of the parties to convert such meetings into adversarial proceedings. The role of the Union
representative is to assist the employee; the representative may also attempt to clarify the facts or
suggest other individuals who may have knowledge of them. The Village retains the right to
insist on hearing the employee’s own account of the matter(s) under investigation uninterrupted
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by the Union representative. This Section does not apply to meetings at which discipline is
simply to be administered. The Union representative and the employee will be given paid time
off if the meeting is conducted on working time.

Section 14.5. Removal of Discipline. An employee or his supervisor may request the removal
from the employee’s official personnel record oral or written reprimand for minor disciplinary
action where the action was taken not less than 36 months prior where no disciplinary action of
any kind has taken place during the intervening 36 months. Requests must be in writing to the
Village Manager who shall determine whether the removal is granted.

ARTICLE XV
GRIEVANCE PROCEDURE

Section 15.1. Definition. A grievance is defined as a complaint arising under and during the
term of this Agreement raised by an employee or the Union against the Village that there has
been an alleged violation, misinterpretation or misapplication of an express provision of this
Agreement.

Section 15.2. Procedure. The Village shall provide the Union with access to information

~ related to the processing of grievances in accordance with Section 2.5 of this Agreement

Information to the Union). A grievance filed against the Village shall be processed in the
following manner:

Step 1:  Any employee and/or the Union who has a grievance shall submit a written grievance
signed and dated by the employee to the employee’s immediate supervisor who is not
a member of the bargaining unit, specifically indicating that the employee and/or the
Union is raising the matter as a grievance under this Agreement. The written
grievance must specify the Section or Sections of this Agreement that are allegedly
violated, misinterpreted, or misapplied, the full facts on which the grievance is based
and the specific relief requested. All grievances must be presented not later than ten
(10) business days from the date of the occurrence or event first giving rise to the
grievance, or within tem (10) business days after the employee or a Union
representative, through the use of reasonable diligence, could have become aware of
the occurrence or event first giving rise to the alleged grievance. The immediate
supervisor shall render a written response to the grievant within five (5) business days
after the grievance is presented.

Step 2:  If the grievance is not settled at Step 1 and the Union wishes to appeal the grievance to
Step 2 of the grievance procedure, it shall be submitted in writing designated as a
“grievance” to the department head involved within ten (10} business days after
receipt of the Step 1 answer; provided, however, that where the department head is the
employee’s immediate supervisor, the Union, shall proceed directly from Step 1 to
Step 3 within ten (10) business days after receipt of the Step 1 answer. The grievance
submitted at Step 2 shall be in writing and dated and signed by the Union
representative, The written grievance shall confain a statement of the facts, the
provision or provisions of this Agreement which are alleged to have been violated, and
the specific relief requested. The department head or designee shall investigate the
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Step 3:

grievance and shall discuss the grievance within five (5) business days with the
grievant and an authorized union representative at a time mutually agreeable to the
parties. If no settiement of the grievance is reached, the department head or designee
shall provide a written answer to the grievant within five (5) business days following
their meeting.

If the grievance is not settled at Step 2 and the Union desires to appeal, it shall be
referred by the Union i writing to the Village Manager within ten (10) business days
after receipt of the Village’s answer in Step 2. Thereafter, the Village Manager or his
designee and the department head or other appropriate individual(s) as desired by the
Village Manager, shall meet with the grievant, the Steward involved and an outside,
non-employee representative of the Union within five (5) business days of receipt of
the Union’s appeal, if at all possible. If no agreement is reached, the Village Manager
shall submit a written answer to the Union within five (5) business days following the
meeting,

Section 15.3. Arbitration. If the grievance 1s not settled at Step 3 and the Union wishes to

appeal the grievance, the Union may refer the grievance to arbitration, as described below within

twenty

a.

(20) business days after the Village’s written answer is provided to the Union at Step 3.

The parties shall attempt to agree upon an arbitrator within ten (10) business days after
receipt of the notice of referral. In the event the parties are unable to agree upon the
arbitrator within said ten (10) day period, the parties shall jointly request the Federal
Mediation and Conciliation Service to submit a panel of seven (7) arbitrators. Each party
retains the right to reject one panel in its entirety and request that a new panel be
submitted. The parties shall alternately strike the names of one arbitrator, taking turns as
to the first strike. The parties will ufilize a coin toss method for selecting which party
shall strike first.

The person remaining shall be the arbitrator.

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

The Village and the Union shall have the right to request the arbitrator to require the
presentce of witnesses or documents. The Village and the Union retain the right to
employ legal counsel,

The arbitrator shall submit his/her recommendation in writing within thirty (30) calendar
days following the close of the hearing or the submission of briefs by the parties,
whichever is later.

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

The fees and expenses of the arbitrator shall be divided equally between the Village and
the Union; provided, however, that each party shall be responsible for compensating its
own representatives and witnesses.
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g. The party requesting the presence of a court reporter shall bear the cost of the court
reporter and transcripts unless the parties at hearing agree otherwise.

Section 15.4, Limitations on Authority of Arbitrator. The arbitrator shall have no right to
amend, modify, nullify, ignore add to, or subtract from the provisions of this Agreement. The
arbitrator shall consider and decide only the question of fact as to whether there has been a
violation, misinterpretation or misapplication of the specific provision of this Agreement based
on the specific 1ssue submitted to the arbitrator by the parties in writing. If no jomnt written
stipulation of the issue 1s agreed to by the Village and the Union, the arbitrator shall be
empowered to determine the issue raised by the grievance. The arbitrator shall have no authority
to make a recommendation on any issue not so submitted or raised. The arbitrator shall be
without power to make a recommendation contrary to or inconsistent with, in any way,
applicable laws, or of rules and regulations of administrative bodies that have the force and effect
of law. The arbitrator shall not in any way limit or interfere with the powers, duties and
responsibilities of the Village under law and applicable court decisions. No liability shall accrue
against the Employer for a date more than ten (10) business days prior to the filing of the
grievance. Also, in the case of a Union grievance where no employee is a party, the arbitrator
shall have no authority to award back pay. The decision of the arbitrator, if made in accordance
with the jurisdiction and authority granted to the arbitrator pursuant to this Agreement, shall be
final and binding.

Section 15.5. Employee Right to Self-Representation. Nothing in this Agreement prevents an
employee from presenting a grievance to the Employer at step ! and having the grievance heard
and settled without the intervention of the Union, provided that a Union representative is
afforded the opportunity to be present at such conference and that any settlement made shall not
be inconsistent with the terms of this Agreement.

Section 15.6. Time Limit for Filing. No grievance shall be entertained or processed unless it is
submitted within ten (10) business days after the occurrence or event first giving rise to the
grievance, or within ten (10) business days after the employee grievant or a Union
representative, through the use of reasonable diligence, could have become aware of the
occurrence or event first giving rise to the alleged grievance. For purposes of this Article, a
“business day” is defined to include Mondays through Fridays only, excluding legal holidays.

If a grievance is not presented within the time hmits set forth above, it shall be considered
“withdrawn.” If a grievance is not appealed to the next step within the specified time limit or an
agreed extension thereof, 1t shall be considered settled on the basis of the Village’s last answer.
If the Village does not answer a grievance or an appeal thereof or hold a grievance meeting
within the specified time limits, the aggrieved employee and/or the Union may elect to treat the
grievance as denied at that step and immediately appeal the grievance to the next step. The
parties may by mutual agreement in writing extend any of the time limits set forth in this Article.

Section 15.7. Advanced Step Grievance Filing. Upon written mutual agreement between the
grievant and the Village Manager, the first and/or second steps of the grievance procedure may
be bypassed. Emails shall be acceptable. Such written mutual agreement shall not in any way be
construed as a waiver of the time limits for the filing and processing of a grievance.

24



Section 15.8. Time Off. The grievant(s) and/or Umon grievance representative(s) will be
permitted reasonable time without loss of pay during their working hours to investigate and
process grievances, subject to Section 2.7. Witnesses also will be permitted reasonable time
without Joss of pay to attend grievance meetings and/or respond to the Union’s investigation.

No employee or Union Representative shall leave his/her work to investigate, file or process
grievances without first notifying and making mutual arrangements with his‘ther supervisor or
designee as well as the supervisor of any unit to be visited, and such arrangements shall not be
unreasonably denied. Excesstve or chronic requests for time off under this Section is one
example of reasonable grounds for denial.

ARTICLE XVI
GENERAL PROVISIONS

Section 16.1. Gender. Unless the context in which they are used clearly requires otherwise,
words used in this Agreement denoting gender shall refer to both the masculine and feminine.

Section 16.2. Ratification and Amendment. This Agreement shall become effective when
ratified by the Village Trustees and the Union and signed by authorized representatives thereof
and may be amended or modified during its term only with mutual written consent of both
parties.

Section 16.3. Qutside Employmént. Employees shall file and keep current with the Village
Manager a written record of their outside employment, including self-employment, and
addresses and telephone numbers where they can be contacted if necessary. Employees shall
notify the Village Manager prior to accepting such outside employment including self-
employment. Employees may not hold outside jobs, including self employment which will result
in a conflict of interest or infringe on their ability to do their job for the Village as determined by
the Village Manager. This section does not relieve an employee’s responsibility to work outside
their regularly scheduled hours or overtime hours as may be required by the Village.

Section 16.4. Work Rules. The Village may adopt, change or modify work rules. The Village
does not intend to be arbitrary or capricious in its application of said rules. Whenever the
Village changes work rules or issues new work rules, the Union will be given at least fourteen
(14) work days prior notice, absent emergency, in order that the Unton can discuss said rules or
changes with the Village before they become effective, if the Union local president or staff
representative so requests. In addition, copies of new or modified work rules, if written, will be
posted by the Employer or given to affected employees before such rules take effect, with a copy
given to the Union. Employees may not be disciplined for violation of new or modified work
rules until the effective date of such rules.

Section 16.5. Uniforms and Protective Clothing. Employees who are required to wear
prescribed items of uniform clothing shall be issued same, as necessary, but shall be required to
clean and maintain such items properly and will be responsible for their return in good condition,
less normal depreciation and destruction in the course of employment. The uniforms of
mechanics and coveralls of other employees shall be cleaned by the Village. Employees shall
wear their uniforms as instructed by the Employer.  The Village shall give reasonable
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consideration to allowing AFSCME bargaining unit personnel to wear shorts to work during the
hot summer-like season.

Section 16.6. Health, Safety and Sanitation. In order to have a safe place to work, the Village
agrees to comply with all State and Federal laws applicable to its operations concerning the
safety of employees covered by this Agreement. Employees shall comply with all safety rules
and regulations established by the Village, and failure to so comply may subject an employee to
discipline up to and including discharge.

If an employee has justifiable reason to believe that his safety and health are in imminent danger
due to an alleged unsafe working condition, or alleged unsafe equipment, he shall immediately
inform his supervisor who is not a member of the bargaining unit (or the supervisor’s next
highest superior who is available if the supervisor canmnot be promptly contacted), who shall have
the responsibility to determine what action, if any, should be taken including whether or not the
job should be shut down. The employee shall not be required to perform the alleged unsafe work
or use the alleged unsafe equipment unless he is directed to do so by supervision. He shall,
however, perform other available work while awaiting instructions from supervision.

A grievance involving an alleged violation of this Section may be submitted in writing directly to
Step 2 of the grievance procedure and a grievance meeting shall be promptly scheduled.

Section 16.7. Labor Management. Representatives of the Union, not to exceed four (4) in
number, and up to an equal number of representatives of the Village, shall meet quarterly upon
request at mutually agreed-upon times to discuss matters of mutual concern relating to the
interpretation, application or administration of this Agreement, existing work rules or issues of
safety and health. More frequent meetings may be held upon mutual agreement. The Union
shall prepare and submit a proposed agenda to the Village one (1) week prior to the scheduled
meeting. Attendance at such meetings shall not be considered as time worked for the employees
involved.

Section 16.8. Safety Meetings. The Village may agree to or call safety meetings at its
discretion. Employees shall be compensated for those meetings occurring during the work day.

A request by the Union for a meeting must be accompanied by a complete agenda for the
proposed meeting.

Section 16.9. Job Related Training and Education Programs. When a full-time employee is
enrolled upon the written request or permission of their Department Head in an accredited
university, college or adult education program, the following tuition reimbursement plan shall
apply. If the educational institution has not received accreditation, the Village Manager may
recognize the institution for the benefits below.

If the individual is taking a course or courses upon the written recommendation of the
Department Head or his designee and if it is approved for reimbursement by the Village
Manager, the Village shall, upon receiving a payment receipt, reimburse the employee one
hundred percent (100%) contingent upon a grade of “C” or better (or a “pass” in pass-fail
courses). Reimbursement will be based on the equivalent public school rate for the region. There
shall be no reimbursement for grades below “C.” The Village shall also pay one-hundred
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percent (100%) of the cost for all books required for such course work contingent upon the
employee receiving a grade of “C” or better. Any employee who receives tuition reimbursement
from the Village must remain employed by the Village for a period of one (1) year after the date
of reimbursement. An employee who elects to terminate his’her employment with the Village
within one (1) year of the end of the semester will be required to pay the Village for the tuition
reimbursement. Such payments may be deducted from final paychecks or other monies owed to
the employee by the Village.

Section 16.10. Voting Time. At the employee’s request, the Village will grant up to two (2)
hours off (as needed)} for voting in general elections provided (1) the employee show proof of
voter registration; (2) the hours for voting give him insufficient time to vote outside of his
working hours; and (3) the employee promptly produces proof that he in fact voted on the day in
question. The request must be made at least forty-eight (48) hours prior to the desired time off,
and arrangements for time off must be made with the employee’s supervisor.

Section 16.11. Drug Testing. The Village may require an employee to submit immediately to a
urine, breathalyzer, hair test and/or blood test where there is reasonable, individualized suspicion
of improper drug or alcohol use. The requirement to submit to such tests shall be held strictly
confidential. The Village shall on request provide an employee who is ordered to submit to any
such test with a written statement of the basis for the Village’s reasonable suspicion within forty-
cight (48) hours of the time the test is administered. There shall be no random or unit-wide
mandatory testing, except as required by law or indicated herein, except the Village may
randomly test an individual employee four (4) times during the twelve (12) months following a
positive test result and/or for twelve (12) months following completion of an alcohol/substance
abuse treatment program, excluding those employees having voluntarily submitted for assistance.
The Village also reserves the right to require a drug/alcohol test of all applicants seeking to be
hired into the bargaining unit.

The Village shall use laboratories which meet the accreditation requirements of the National
Institute of Drug Abuse (NIDA) to perform drug and/or alcohol testing for such testing and shall
be responsible for maintaining the identity and integrity of the sample. The passing of urine will
not be directly witnessed unless there is reasonable suspicion to believe that the employee may
tamper with the testing procedure. If the first test results in a positive finding, a GC/MS (gas
chromatography mass spectrometry) confirmatory test or scientifically equivalent test shall be
conducted. An initial positive screening test shall not be submitted to the Village; only GC/MS
confirmatory test results or scientifically equivalent test will be reported to the Village. If the
Village, contrary to the foregoing, receives the results of a positive first test which is not
confirmed as provided above, such information shall not be used in any manner adverse to the
employee. Within two (2) days of receipt, the Village shall provide an employee with a copy of
any test results which the Village received with respect to such employee. The Village shall be
liable for the costs of any tests conducted at the Village’s direction. Test results will be
confidential and use of these results shall be only for purposes established by this contract.

A portion of the test sample, if positive, shall be retained by the laboratory for six (6) months so
that the employee may arrange for another confirmatory test (GC/MS) or scientifically
equivalent test to be conducted by a laboratory that meets the accreditation requirements of the
National Institute of Drug Abuse (NIDA) to perform drug and/or alcohol testing of the
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employee’s choosing and at the employer’s expense, if the test is negative and at the employee’s
expense if it is positive. Once the portion of the tested sample leaves the clinical laboratory
selected by the Village, the Village shall not be responsible for monitoring the proper chain of
custody for said portion of the tested sample.

The following initial immunoassay test cutoff levels shall be used when screening specimens to
determine whether they are negative for the five (5) drugs or classes of drugs:

Initial Test Level
1. Marijuana metabolites. . . . . . 100 ng/ml
Cocaine metaboltes ..., 300 ng/ml
Opiate metabolites ..., eeevarrineeees 300 ng/ml
Phencyclidine.......o.coooiiiniene, 25 ng/ml
AMPhetamines ... e 1000 ng/ml

All specimens identified as positive on the initial screening test shall be confirmed using
GC/MS techniques at the cutoff levels listed below.

Confirmatory Test Level

Marijuana metabolites™ ..o 15 ng/ml
Cocaine metabolites™ ..o 150 ng/ml
Opiates:
Morphine......coviviriiecri e 300 ng/ml
OO e cteveetee v e e eee e s e e et e e e s ees st e s s sssbae s e ssaraesseraens 300 ng/ml
Phencycidine....c.coovirvcrinninnn s 25 ng/ml
Amphetamines
Amphetamine.......cocoovivnievinicieiiene 500 ng/ml
Methamphetamine. ..., 500 ng/ml

* Delta-9-tetrahydrocannabinol-9-carboxylic acid
** Benzoylecgonine

Any tests for other prescription or illegal drugs shall use the screening test cut-off levels and the
confirmatory GC/MS test cut-off levels for such drugs established by the testing laboratory
selected by the Village in accordance with NIDA standards, if any. The Village will advise the
Union reasonably in advance of such drug screening when possible,
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The use of iliegal drugs at any time (on the job) or the sale, purchase, or delivery of illegal drugs
at any time (on or off the job) while employed by the Village, abuse of prescribed drugs,
consumption or possession of alcohol while on duty, or being under the influence of illegal drugs
or alcohol while on duty (which shall be defined as a blood alcohol level of more than .04%)
shall be cause for discipline, up to and including termination pursuant to Article 14. (NOTE:
The foregoing standard shall not preclude the Village from attempting to show that test results
between .02% and .04% (blood alcohol level) demonstrate that the employee was or would be
unable to properly perform his or her job duties, but the Village shall bear the burden of proof in
such cases.) The Village recognizes there may be situations in which an employee tests positive
for illegal drugs or alcohol but disciplinary action would not be in the best interest of the
employee or the Village and instead an employee may be placed on rehabilitation in those
situations.

Voluntary requests for assistance with drug and/or alcohol problems (i.e. where no test has
previously been given or ordered pursuant to the foregoing provisions) shall be held strictly
confidential. An employee voluntarily seeking assistance shall not be disciplined (except for
failure to fulfill obligations under an employee assistance/treatment program and/or for other
conduct subject to discipline even though it may have been caused by drug or alcohol use). The
Village’s obligation to pay for treatment for alcohol/substance abuse shall be limited to services
provided by the Village’s medical insurance plan in which the employee is enrolled. An
employee will be allowed to (or may be required to by Village) use all accrued sick leave,
vacation and compensatory time off while attending a treatment prograny and will be granted an
unpaid leave of absence to complete such program after exhausting such paid time off.

Certain employees covered by this agreement are required by Federal Law to submit to drug
testing, including random testing. The Village shall adopt random drug testing policies which
are in compliance with Federal and State regulation. The Village’s compliance with these
policies, as they may be changed from time to time, shall be subject to the grievance procedure.

Section 16,12, Fitness Examinations. If there is any question concerning an employee’s fitness
for duty, the Village may require, at its expense, that the employee have an examination by a
qualified and licensed physician or other appropriatie medical professional selected by the
Village. The Village may also require all employees to take a complete exam once a year. Also,
the employee may obtain a second opinion from a physician of his choice at the Village’s
expense. If the second opinion is different from the first physician, then a third opinion shall be
obtained from a physician of mutual choice by the Village and employee. The third opinion will
be paid for by the Village. If two thirds (2/3) of the physicians determine that an employee is not
fit to perform his assigned duty, the employee shall be eligible to return to sick leave, worker’s
compensation leave or to go on an unpaid leave of absence, or retire, as applicable under the
circumstances. The employer shall make reasonable efforts to reassign employees to available
full time job openings when an employee is determined to be unfit to perform his regularly
assigned duties. Such reassignment may include light duty and alternative assignments, if
available.

Section 16.13. Commercial Driver’s License.
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1. Employees will be givén a reasonable amount of time with pay during the work
day to receive training and to study for the commercial driver license (CDL)

examination.
2. Employees will be given time off with pay to take such examination.
3. The Employer will provide the employees use of an appropriate Village vehicle if

a road test is required.

4, Employees who are employed in job classifications and position assigmments
which require a commercial driver’s license (CDL), as determined by the Village,
must obtain and continuously maintain a CDL as a condition of continued
employment in such job classification/position assignment. In the event an
employee fails to continuously maintain a CDIL, he may either elect to be
reassigned to an equivalent or lower rated job classification, if available and the
employee is qualified, or accept a layoff in lieu of such reassignment (the layoff
would be an exception to the normal order of layoff as established in Section 6.8
of this Agreement). In the event of a layoff as the result of a failure to obtain or
continuously maintain a CDL, the employee so laid off shall be subject to recall
as provided in Section 6.8.

5. The Employer shall reimburse the Employee for the cost of the CDL minus the
cost of the Employee’s regular license. If' the Employee voluntarily leaves
employment within one year of this reimbursement the Employee shall repay the
Employer the same cost.

ARTICLE XVII
NO STRIKE - NO LOCKOUT

Section 17.1. No Strike. Neither the Union nor any officers, agents or employees will
authorize, instigate, promote, sponsor, aid, engage in, or condone any strike, sympathy strike,
secondary boycott, slowdown, sit down, stoppage of work, concerted refusal to perform
avertime, mass resignations, mass absenteeism, picketing or any other intentional interruption of
the operations of the Village, regardless of the reason for so doing. Any violation of this Section
shall be just cause for discipline, up to and including discharge. The failure to impose a penalty
in any instance is not a waiver of such right in any other instance nor 1s it a precedent.

Section 17.2. No Lockout. The Village will not lock out any employees during the term of this
Agreement as a result of a labor dispute with the Union so long as there is not violation of
Section 17.1 (No Strike).

Section 17.3. Union Qfficial Responsibility. Each employee who holds the position of officer
or steward or committeeman of the Union occupies a position of special trust and responsibility
in maintaining and bringing about compliance with the provisions of this Article. In addition, in
the event of a violation of Section 17.1 of this Article the Union agrees to inform its members of
their obligations under this Agreement, to direct them to return to work and to cooperate with the
Village in urging employees to return to work.
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Section 17.4. Judicial Restraint. Nothing contained herein shall preclude the Village from
obtaining a temporary restraining order, damages and other judicial relief in the event the Union
or any employees covered by this Agreement violate this Article.

ARTICLE XVIII
SAVINGS CLAUSE

If any provision of this Agreement, or the application of such provision, is or shall at any time be
contrary to or unauthorized by law, or modified or affected by the subsequent enactment of law,
or held invalid and unenforceable by operation of law or by any board, agency or court of
competent jurisdiction, then such provision shall not be applicable or performed or enforced,
except to the extent permitted or authorized by law; provided that in such event all other
provisions of this Agreement shall continue in effect. In such event, the Village and the Union
agree to promptly begin negotiations on a substitute for the invalidated article, section or portion
thereof. During the course of such negotiations, Article XVII, No Strike-No Lockout, shall
remain in full force and effect.

If there is any conflict between the provisions of this Agreement and any legal obligations or
affirmative action reqguirements imposed on the Village by federal or state law, such legal
obligations or affirmative action requirements thus imposed shall be controlling.

ARTICLE XIX
ENTIRE AGREEMENT

This Agreement constitutes the complete and entire agreement between the parties, and
concludes collective bargaining between the parties for its term. .

The parties acknowledge that during the negotiations which resulted in this Agreement, each had
the unlimited right and opportunity to make demands and proposals with respect to any subject
or matter not removed by law or ordinance from the area of collective bargaining, and that the
understandings and agreements arrived at by the parties after the exercise of that right and
opportunity are set forth in this Agreement. Therefore, the Village and the Union, for the
duration of this Agreement, each agrees that the other shall not be obligated, to bargain
collectively with respect to any subject or matter referred to or covered in this Agreement.

ARTICLE XX
TERMINATION

This Agreement shall be effective as of the day after the contract is executed by both parties and
shall remain in full force and effect until 11:59 p.m. on the 30th day of April 2015. It shall be
automatically renewed from year to year thereafter unless either party shall notify the other in
writing no less than sixty (60) days prior to the anniversary date that it desires to modify this
Agreement. In the event that such notice is given, negotiations shall begin not later than thirty
(30) days prior to the anniversary date; this Agreement shall remain in full force and effect
during the period of negotiations and until termination of this Agreement after proper notice is
provided in the manner set forth in the following paragraph.
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In the event that either party desires to terminate this Agreement, written notice must be given to
the other party not less than ten (10) days prior to the desired termination date which shall not be
before the anniversary date set forth in the preceding paragraph.

IN WITNESS WHEREOF, the parties hereto have executed this Agreement on this September
13, 2011.

For the Village of Bensenville

/ 7 /ﬁéﬁjﬂ//f)ﬁ’
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APPENDIX B
2011 — 2015

JOB CLASSIFICATION AND PAY GRADE PLAN FOR FULL TIME EMPLOYEES
PAY GRADE CLASSIFICATION

L. Clerk

2. Custodian

3. Account Clerk I
Secretary 1

4. Account Clerk II
Secretary Il
Billing Clerk

5. Public Works Technician I
Mechanic |
Engineering Technician I
Ordinance Officer I
Youth and Family Services Counselor I
Code Enforcement Officer |

6. Engineering Technician [I
Ordinance Officer II
Youth and Family Services Counselor 11
Code Enforcement Officer I
Special Clerical Assistant

7. Public Works Technician 11
Mechanie I1
Building Inspector



EE/Tit” ~/S8alary/DOH/address

village Bensenville
0 .

ACKERMAN, JOSEPH M
CAMPOS, MANUEL
CRAWFORD, PAMELA L

DE ANDA, EDUARDO
DIBENBRDO, LOIS K
DOHE, THOMAS A
Fischer, Christine P
GIANNCLA JR, EUGENE J
GREB, GREGCRY
HERNANDEZ, MNORMA

IZEWSKI, JOHN G

JACKSON, JOHN
KOLZE, DOUGLAS L
LARSEN, ROBERT &
LAVORATL, VIRGINIA
MEZA, MARIA
MLYNEK, KARINA A
POLENA, SCOTT A
PULASKI, MONIEKA
PULIDC, SELIA
RIVOTA, RICARDO
RODRIGUEZ, EVANGELINA
SCHNEIDER, GLENN R
STUEVE, CLAY P
TY3ON, JASON
VOGEL, DAVID
WALBERG, PEGGY L

WEIPERT, ROBERT C

Run Date: 9/1/2011
Paylocity Corporation

(B9156)

PUBLIC WORKS
CUSTODIAN
SECRETARY I
PUBLIC WORKS
SECRETARY II
PUBLIC WORKS
CLERK

PUBLIC WORKS
MECHANIC T
CLERK

PUBLIC WORKS

PUBLIC WORKS
FUBLIC WORKS

FUBLIC WORKS

TECHNICIAN

TECHNICIAN

TECHNICIAN

TECHNICIAN

TECHNICIAN

TECHNICIAN
TECHNICIAN

TECHNICIAN

ACCOUNT CLERK II

CLERK

ACCOUNT CLERK II

PUBLIC WORKS

SECRETARY Il

TECHNICIAN

ACCOUNT CLERK TII

PUBLIC WORKS
SECRETARY Il
PUBLIC WORKS
PUBLIC WORKS
PUBLIC WOREKS

PUBLIC WORKS

TECHNICIAN

TECHNICIAN
TECHNICIAN
TECHNICIAN

TECHNICIAN

I

1T

II

II

II
II

II

iT

Ir

IT

I1

I

I

SPECIAL CLERICAL ASSISTANT

PUBLIC WORKS TECHNICIAN II
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50,565.23  02/07/200
32,958.84  12/02/1994
34,494.22  11/13/2000
82,534.49 07/01/1981
47,518.05 02/12/1992
60,525.78 0%/07/1989
31,411.35  10/29/2008
60,525.78  06/259/1987
43,376.81 12/13/2010
32,361.37  01/08/2008
50,565.23 11/29/2004

57,432.41 11/29/1999
60,525.78 04/30/1973
62,534.49 10/C7/1981
47,518.05 07/02/1984
29,504.58 06/21/2010
40,218.58 03/23/2007
62,534.49 06/21/1978
40,218.58 01/22/2007
47,518.05 08/30/1997
60,525.78 02/28/1954
43,768.38 10/02/2008
62,534.49 10/25/1982
60,525.78 07/16/1979
40,4921.75 12/13/2010
40,491.75 10/25/2010
55,622.16 05/01/2007
60,525.78 02/18/1874

User Wame: sharonb

User Id: P30

Run Time: 2:28 PM

Page 1 of 4

Nor 1rd‘ﬁvenue
26 N. LINCOLN AVE.
240 W. ORCHARD DR.
111 ARBOR LN
580 CLARENDON
142 S. WALNUT
771 North Michigan
943 GRISSOM TRAIL
11359 BEHRNS DRIVE
419 ELMHURST ST.

3140 ELDER LANE

417 3. PARK ST.
230 JEFFERSON

415 S. ROSE S8T.
440 E. MONTROSE, UNIT
05

322 S. MASOHN

633 Shaw Ct

1138 Grove Ave
2610 FATIRFAX LANE
426 8. CENTER ST.
2081 CRIOCLE LANE
124 ¥. 11TH AVE,
400 N PINE LANE
295 HERITAGE DR.
4418 HICKORYNUT DR
6N447 MAPLE AVE
406 E WASHINGTCN

114 NORTHWOODS LANE



EE/Tit"e/Salary/DOH/address

villag . Bensenville {BS156)
0

Wintz, Van PUBLIC WORKS TECHWICTAN T

Wronkiewicz, Thaddeus J PUBLIC WORKS TECHNICIAN 1

ZAPF, RICHARD M PUBLIC WORKS TECHNICIAN II

Run Date: 9/1/2011
Paylocity Corporation

5

40,491.75 10/25/2010
40,481.75 10/25/2010

60,525.78 08/22/1994

User Name: sharonb
User Id: P30
Run Time: 2:28 PM
Page 2 of 4

1220 Carswell Ave
143 Dolores

6N324 ANDRENE LANE



SIDE LETTER

This letter sets forth the parties’ agreement reached in the 2008 Village of Bensenville —
AFSCME Council 31 negotiations with respect to adding the following new classifications of: a
Special Clerical Assistant and a Billing Clerk to the Collective Bargaining Agreement.

1.

The parties agree to jointly sign a stipulated petition to the Illinois Labor
Relations Board (ILRB) for approving these bargaining unit classification
additions. '

This letter clarifies the parties’ negotiations intent that the Special Clerical
Assistant functions as a lead clerical worker. This classification position shall not
recommend or impose discipline, nor adjust grievances and shall not prepare any
employee performance evaluation or sign off on such documents.

The Village will develop job descriptions for Special Clerical Assistant and
Billing Clerk within 30 days of the parties’ contract ratification of the tentative
agreement for May 1, 2008 — April 30, 2011.

The parties agree that Village employees added/converted to positions under the
AYSCME Contract from a non-bargaining unit position shall be credited with
seniority as if they had been bargaining unit employees. An employee with prior
regular part-time non-bargaining unit employment that is added/converted shall
be credited with seniority on a prorated basis from their part time date of hire. The
individual employee taking the position of the Special Clerical Assistant started
part time employment with the Village of Bensenville on May 1, 1991 and the
individual employee taking their position of the Billing Clerk started with the
Village on March 23, 2007.

The parties agree that the incumbent Village Employees who are reclassified to
the special clerical Assistant and Billing Clerk shall be placed on the A-J wage
schedule under the AFSCME Contract. The Special Clerical Assistant will be
placed on Pay Grade 6, Step D for the Fiscal Year 2007 — 2008 and the Billing
Clerk will be placed on Pay Grade 4, Step B for the Fiscal Year 2007 — 2008.

The parties agree that the effective date for the aforementioned Items #1 through
#5 shall be upon the completion of the parties ratification of the May 1, 2008 —
April 30, 2011 Tentative Agreement. Thereafter the affected employees will enjoy
all rights and benefits under the Collective Bargaining Agreement.

For the Village For the Union

10-6-2008

10-6-2008

Date

Date



SIDE LETTER

The Parties agree to discuss the feasibility of an “achievement bonus™ and a “career ladder
program” within six (6) months of ratification of this Agreement. Nothing in this Side Letter
requires either party to agree to a payment or any specific term of either program.



RESOLUTION NO. R-91-2013

A RESOLUTION APPROVING A LABOR-MANAGEMENT UNION WAGE
AGREEMENT BETWEEN THE VILLAGE OF BENSENVILLE ANI
AFSCME LOCAL 1167 FOR 2013-2015

WHEREAS, the VILLAGE OF BENSENVILLE (hercinafter “VILLAGE™) is a
municipal corporation established and existing under the laws of the State of Illinois pursuant to
the lllinois Municipal Cede, 65 ILCS 5/1-1-1 et seq.; and

WHEREAS, following good faith negotiations by the Partics, this Agreement is entered
into between the VILLAGE OF BENSENVILLE, ILLINOIS (*Village”) AND AFSCME,
COUNCIL 31 (*AFSCME"); and

WHEREAS, the collective bargaining agreement between the Parties dated May 1, 2011
through April 30, 2015 (the “CBA™) will remain in full effect, except .as stated in this
Agreement; and

WHEREAS, Article XI, Section 11.1 of the CBA will be revised to delete the wage re-
opener provision for 2013 and 2014 and replace it with a 2.25% across the board increase in base
wage rates retroactive to May 1, 2013 for all bargaining unit employees who were actively
‘employed as of the ratification date of this Agreement. Additionally, effective May 1, 2014, all
actively employed employees will receive a 2.25% increase in base wage rates; and

WHEREAS, the three (3) bargaining unit employees who are both: (a) in Step K, and (b)
in the job classification of “account clerk II" or “secretary I1”, will receive a one-time [ump
signing bonus equal to five hundred dollars and no cents ($500) minus legally required payroll
deductions. This lump sum bonus will be paid to the three affected employees on the date that
the retroactive adjustment in wages is paid pursuant to the paragraph above; and

WHEREAS, the employees presently affected by the pending representation petition that
AFSCME filed with the 1llinois State Labor Relations Board affecting the employees who

perform services within the Police Department in the job classification(s) of either records clerk

1



or investigative aide, will be added to thl Ju. g lining unit which is currently certified and covered
by the CBA. Provided this Tentative Agreement is ratified by both parties on or before August
13, 2013, the Village agrees to voluntarily recognize their inclusion into the bargaining unit, As
such, those four (4) employees, once certified by the ISLRB, will receive the 2.25% increase in
their base wage rate as provided in the paragraph above and applicable to the other bargaining
unit employees retroactive to May 1, 2013. Additionally, effective May 1, 2014, those four
employees will be eligible for Pay Grade 1, Step D wage adjustments subject to the remaining
provisions of the CBA.

WHEREAS, on or before September 13, 2013, the parties mutually agree to hold and
participate in a meaningful discussion concerning the career ladder program as stated in the Side
Letter of the underlying CBA,; and

WHEREAS, AFSCME and its bargaining unit ratified this Agreement on July 30, 2013,

NOW, THEREFORE, BE IT RESOLVED by the President and Board of Trustees of the
Village of Bensenville, DuPage and Cook Counties, Illinois, as follows:

SECTION ONE: The recitals set forth above are incorporated herein and made a

part hereof as if fully set forth.

SECTION TWQ:  The Agreement attached as “Exhibit A” is hereby approved.

SECTION THREE: This Resolution shall take effect immediately upon its passage and

approval as provided by law.

PASSED AND APPROVED by the President and Board of Trustees of the Village of
Bensenville, Illinois, this 13th day of August, 2013,

APPROVED:

e ol

- JOELLEN RIDDER, PRESTDRENT PRO-TEM

ATTEST:



IIsa Rivera-Trujillo, Viliaé’e Clerk

Ayes: BARTLETT, JANOWIAK, JARECKI, RIDDER, WESSELER

Nays: _ NONE

Absent: © ' CONNELL




TENTATIVE AGREEMENT QF 7/22/13

Following good feith negotiations by the Parties, this Tentative Agregment (“Tentative

Agrecment”) is entered into this 22nd day of July, 2013 by and hetween the VILLAGE OF BENSENVILLE,
ILLINGIS {“Villape™) AND AFSCME, COUNCIL 31 ("AFSCME"], The Parties agree as follows:

o

The collective bargaining agreement between the Parties dated May 1, 2011 through April 30,
2015 {the “CBA") will remain in full effect, except as stated in this Tentative Agreement,

Article ¥, Section LL.4 will be revised to delete the wage re-opener provision for 2813 and 2014
and replace it with a 2.25% across the hoard increase in base wage rates RETROACTIVE to
5/1/13 for all bargaining unit employees who were actively employed as of the ratification date
of this Tentative Agreement.  Additionally, effective 5/1/14, alt actively employed employees
will receive a 2.25% increase in base wage rates,

The three {3) bargaining unit employees who are both: (a) in Step K and (b} in the job
classification of “account clerk 11 or “secretary I, will receive a one-time lump signing honus
equal to five hundred dollars and no cents ($500} minus legally required payroll deductions.
This Tump sum bonus will be paid to the three affected employees on the date that the
retroactive adjustment in wages is paid pursuant to paragraph 2 above.

The employees presently affected by the pending representation petition that AFSCME fited
with the ISLRB affecting the employees who perform services within the Police Department in
the job classification(s) of either records clerk or investigative aide, will be added to the
bargaiiting unit which is curvently certified and covered by the CBA. Provided this Teniative
Agreement is ratified by both parties on or before August 13, 2013, the Viltage agrees to
voluntarily recognize their inclusion into the bargaining unit. As such, those four {4} employees,
once cartified by the ISLRB, will receive the 2.25% increase in theiy base wage rate as provided in
Paragraph 2 above and applicable to the other bargaining unit employees retroactive to 5/1/13.
Additionally, effective 5/1/14, those four employees will be eligihle for Pay Grade 1, Step D
wage adjustments subject to the remaining provisions of the CBA.

On or before September 13, 2013, the parties mutually agree to hold and participate in a
meaningful discussion concerning the career ladder program as stated in the Side Letter of the
underlying CBA.

The Villzage's bargaining committee agrees to recommend the ratification of this Tentative
Agreement to the Board of Trustees at its meeting on August 13, 2013, provided it is ratified by
AFSCME and its bargaining unit on or before that date. Likewise, AFSCME’s bargaining
committee agrees to recommend this Tentative Agreement to its full membership at is
ratification vote meeting for this putpose.



7. This Tentative Agreement will be construed as mutually drafted a nel in nol in favor of one party
ar the ather in the event of a dispute relative to its Interpretation.

8. The Parties acknowledge that this Tentative Agreement is not Linding on either party until
AFTER authorized reprasentatives of both parties ratify this Tentative Agreement.

AGREED TO AND RECOMMENDED BY:

ON BEHALF OF AFSCME:

Dated: 7 7

Dated: j»j ) //

Dated: 7} ' el 1y
Dated: 7 {;, PPAT
// 5
e
e )
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Dated:
Dated:

Dated:




