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PREAMBLE

This Agreement entered into by the City of Aurora, Illinois, hereinafter referred to as the
"EMPLOYER", and Local No. 1514, Council 31, American Federation of State, County, and
Municipal employees, AFL/CIO, hereinafter referred to as the "UNION", has as its purpose the
promotion of harmonious relations between the Employer and the Union; the establishment of an
equitable and peaceful procedure for the resolution of differences; and the establishment of rates
of salaries, hours of work and other conditions of employment.

ARTICLE 1

Recognition

The Employer recognizes the Union as the sole and exclusive bargaining agent for the purpose of
establishing wages, hours and conditions of employment for all employees of the City of Aurora
who hold job classifications as set forth in Appendix A in the following Departments and Divisions
thereof. (Hereinafter referred to as “Employees”)

Said recognition specifically does not extend to temporary or seasonal personnel. Employees who
are covered by this Agreement are not required to join or maintain membership in the Union as a
condition of continued employment.

FINANCE DEPARTMENT PUBLIC WORKS DEPARTMENT
Water Billing Equipment Services Water Meter Maintenance
Transit Centers-Rt. 25 &

Water Production

Water & Sewer
Maintenance

Rt. 59
Maintenance Services

MVPS — Maintenance
Parks & Recreation
Phillips Park Zoo
Phillips Park Golf Course
Street Maintenance

ARTICLE 2
Union Dues
The City and the Union agree to comply with the Illinois Public Labor Relations Act as amended

by Public Act 101-0620. The City and the Union further agree that any alleged violation of Public
Act 101-0620 will be resolved in accordance with Article 15, Grievance and Arbitration.



Indemnification. The local Union, Council 31 and the international parent organization,
American Federation of State, County and Municipal Employees, shall indemnify the Employer,
its elected officials, employees and agents, and shall hold each and all of them harmless against
any and all claims, demands, suits or other forms of liability which arise out of or by reason of any
action taken by each and all of them for the purpose of complying with Articles 2. The Employer
agrees to immediately inform the Union of its receipt of any claims, demands or lawsuits
concerning these matters and to provide the Union copies of all pleadings and related materials.

ARTICLE 3

Management Rights

The City of Aurora, Illinois shall retain the sole right and authority to operate and direct the affairs
of the Employer and departments as listed in this Agreement in all its various aspects, including,
but not limited to, all rights or functions of management and authority exercised by the Employer
prior to the execution of this Agreement except as modified in this Agreement. Among the rights
retained by the Employer are the Employer's right to determine its mission and set standards of
service offered to the public; to direct the working forces; to plan, direct, control and determine all
the operations and/or services to be conducted in or at the listed departments or by employees of
the Employer; to schedule and assign employees to various positions within classifications in the
department; to hire and fairly and objectively evaluate employees, promote, demote, suspend,
discipline or discharge for just cause, within the statutes and ordinances in such case made and
provided; to establish reasonable work and productivity standards and to, from time to time,
change those standards; to assign overtime; to create positions or relieve employees due to lack of
work or for other legitimate reasons; to determine the methods, means, organization, and number
of personnel by which such operations and service are to be conducted; to make and enforce rules
and regulations; to change or eliminate existing methods, equipment or facilities and/or introduce
new or improved ones including contracting and subcontracting; provided, however, that the
exercise of any of the above rights shall not conflict with any of the provisions of this Agreement.

ARTICLE 4
Intentionally Blank Article

ARTICLE 5

Seniority Applications

Section A. Definition of Seniority. For purposes of this Agreement, seniority shall be defined as
an employee's length of continuous full-time service since his most recent date of hire less any
service deduction adjustments due to time off of more than sixty (60) consecutive calendar days
due to lay-off, approved unpaid leave of absence, or due to time off of more than 120 days for a
temporary disability rendering him unable to perform his regular duties. Suspensions and workers
compensation absences of less than one (1) year shall not affect seniority. Employees on any kind
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of leave may bid on an open position as long as they have a return to work date of 30 days from
the date of posting.

1. Divisional seniority shall be considered first in all transactions specifically provided in this
Agreement and shall be based on employee's continuous length of service in the division in which
he is employed, from the date of employment in the division.

a.

On making promotions, demotions, transfers, filling positions, additions or newly
created positions within the bargaining unit in accordance with this Article, seniority
as here above defined, shall be given full consideration, and where fitness, skills, ability
and qualifications to perform the required work are relatively equal, seniority shall
control. Where there is a demonstrable difference between the candidates’ fitness,
skills, ability and qualification, the employer may choose a less senior candidate.

Shift preference shall be determined by divisional seniority in grade. Shift preference
may not apply to new hires for the first one-hundred and eighty (180) days of
employment.

Water Production Division employees shall be entitled to exercise divisional seniority
within job classification for shift preference, provided employee requests his
preference in writing at least thirty (30) days prior to January 1st of the year in which
the preference is effective; and also provided as follows:

1.  Said employee meets all job requirements,

2. Has demonstrated to the Division Head the ability to perform all job duties on all
shifts,

3. Provided the need exists for the requesting employee's job classification on the
shift being requested, and

4.  Does not displace another employee to a position or shift for which they are not
determined qualified to perform.

d. Water Production employee job classification seniority shall be determined by the date

of employment in the job classification. Seniority in previously held job classifications
that have been eliminated shall be included, provided the employee has met the job

requirements of the previous classification.

2.  City-wide seniority shall be used in determining:
a. An employee's priority with respect to layoff procedure, pursuant to Article 5, Section G;
b. Employee's appropriate rate of vacation accrual as set forth in Article 9.

3. In any situation wherein, there is a tie in seniority (same employment date); then, in such
event, tie will be broken by drawing lots.



Section B. Definition of Terms.

1.  New Positions: A new position is a newly created classification that has been negotiated into
the bargaining unit.

2. Additional Positions: Additional positions are those which are additions to the present
workforce of existing bargaining unit classifications.

3. Vacancy: For the purposes of this Article, a vacancy is created when the Employer
determines to increase the workforce, to fill a new position(s) or when any of the following
personnel transactions take place in the bargaining unit and the Employer determines to
replace the previous incumbent: terminations, promotions, demotions or transfers.

4.  Promotional Position: The advancement of an employee from one position to another.

5. Entry Level Positions: A position is entry level only in the event there are no qualified
bargaining unit employees.

6. Breaks in Continuous Service: An employee’s continuous service record shall be broken by
voluntary resignation, discharge, or if he is permanently disabled and unable to return to work at
his regular job. An Employee who is absent without notice for three (3) consecutive days shall be
considered to have voluntarily resigned, unless compelling

evidence of extenuating circumstances is provided.

7. Initial Probationary Period: Newly hired probationary employees shall accrue no seniority
until after successful completion of the probationary period in which case seniority shall begin on
the employee’s date of hire. Newly hired probationary employees may not transfer or bid during
their initial probationary period. An initial probationary period of up to six (6) months shall be
served by an employee who enters City service for the first time or commences a new period of
continuous service following a break in City employment. The initial probationary period for
newly hired probationary employees may be extended, at the discretion of Employer, to reflect
any period of time the employee been on any type of leave.

A probationary period of up to three (3) months shall be served by an employee from a non-
bargaining position in the City who enters into a bargaining unit position.

8. Classification Sequences:

Within a Series

A
Laboratory Technician |
Laboratory Technician Il

B
Maintenance Worker |
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Maintenance Worker 1|
Maintenance Worker 111

C
Equipment Service Worker
Equipment Technician

D
Water Production Worker |
Water Production Worker Il

E
Plant Operator Trainee
Plant Operator |
Plant Operator |1

F
Zookeeper |
Zookeeper 11

G
(Parks and Recreation)
Maintenance Service Worker
Maintenance Worker |
Maintenance Worker I
Maintenance Worker |11

H
(Maintenance Services)
Maintenance Service Worker
Maintenance Worker |
Maintenance Worker I
Maintenance Worker IlI

|
Parking Meter Repairer |
Parking Meter Repairer Il

J
Horticulturist |
Horticulturist 11

K

(Golf Eourse)

Maintenance Service Worker
Maintenance Worker |

5



Stand-Alone Titles
Customer Service Worker/Water Meter Reader

Utility Service Worker
Water Meter Repair

Maintenance Mechanic

Sanitation Service Worker
Sign Shop Worker
Maintenance Service Worker (Z00)

When a job description is revised, the employee in the affected position shall be notified and
given a copy of the new description.

Section C. Filling Positions within a Division. Whenever promotions, new positions, additions,
or vacancies occur within a division, such jobs will be posted for bids for a period of five (5)
working days, setting forth the required knowledge, skills, ability, pay grade and job description.
Bids on all vacancies for such positions shall be made in writing or electronically with the
Department of Human Resources. Bidding shall be limited to employees in the next lower
progressional rank in the classification sequence in the division in which the opening occurs.
Stand-alone titles shall first be posted and offered to qualified and eligible bidders within the
division.

Posting of position vacancies allocated in the City budget shall be made within thirty (30) days
from the time the requisition request for the position has been approved; and shall be filled within
ninety (90) days from the date of such posting; provided that the filling of such vacancy shall be
extended up to 120 days for extenuating circumstances and by mutual consent of both parties.

Plant Operator Trainee(s) shall advance to position of Plant Operator | after six (6) months and the
employee has obtained a Class “C” P.W.S.O. certificate and has presented same to the Division
Head. Water Production Worker | and II’s and Lab Tech I’s and 1I’s will be eligible to bid on
Plant Operator Trainee and Plant Operator | postings. Water Production Worker 1’s who meet the
qualifications for the Lab Tech I position will be eligible to bid on the Lab Tech I position.

An employee who is the successful bidder for any of the above positions shall be given forty-five
(45) working days to acquaint himself with the job and prove his ability to fill the same
satisfactorily. Should an employee, at the end of such trial period, be unable, as determined by the
Division Head, in conjunction with the Director of Human Resources to perform the job to which
he was promoted or awarded, he shall return to his former job without any loss of seniority.

If a vacancy occurs and there are employees within the division on an existing eligibility list, the
employer will not be required to post the job vacancy bid.

Section D. Filling Positions Interdivisionally Within the Bargaining Unit. The following
procedures shall apply to promotions, new positions, additions or vacancies within the
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classifications and divisions covered by this Agreement, if not filled within the specific division
as offered under Section C above.

All new jobs and permanent vacancies in a position classification shall be posted for bid on the
employee bulletin board in each division of this bargaining unit for a period of five (5) working
days.

Any City employee in this bargaining unit will be eligible to bid thereon regardless of classification
sequence and shall sign the bid form prior to the time the posting ends.

First consideration shall be given to employees who bid from the next lower classification within
the position classification series who meet the requirements as defined in Section A, item 1(a)
above.

The bid notice shall state the position classification, the shift, the work location, the rate of pay
and job description. Bids shall be made in writing to the Department of Human Resources.

An employee will be returned to his former position classification any time during the first forty-
five (45) working days after filling such position due to inability to perform the duties and
responsibilities of the new position, as determined by the Division Head in conjunction with the
Director of Human Resources. During this trial period, such employee shall have ten (10) working
days from when first placed into the new position to voluntarily decide to return to his previous
position. This request must be in writing to the employee's Division Head, the previous Division
Head and the Director of Human Resources, with copies to the Union and Civil Service.

Section E. Transfers - Bids for Lateral Re-Assignment Within the Bargaining Unit. Should
a position go unfilled after being offered under Sections C and D above, the following provisions
shall apply:

An employee in the same classification or pay grade as the vacant position who works in another
division may request, in writing, a lateral transfer to fill the bid position. The successful candidate
to be transferred will be, by a letter of approval signed by the employee's Division Head, the
position Division Head, the employee and the Director of Human Resources, with copies to the
Union and Civil Service. Such transfer shall take effect no later than two (2) weeks after the
transfer has been approved. In the event the transfer of more than one (1) employee into the same
classification and the same Division occurs on the same day, City-wide seniority shall apply in
determining shift assignments and other seniority-related benefits.

In the event the position goes unfilled under Sections C, D, and E, the Employer may fill the job
vacancy from non-bidders or by hiring a new employee from the open competitive list.

A transferred employee will be returned to his former classification, without any loss of seniority,
any time during the first forty-five (45) working days after such transfer due to inability to perform
the duties and responsibilities of the new position, as determined by the Division Head in
conjunction with the Director of Human Resources.



It is understood that an employee moving inter-divisionally within the same classification will
have up to a forty-five (45) working day trial period.

Section F. Temporary Employees. The Employer has the right to fill a vacant position
temporarily, not to exceed ninety (90) days as defined in Article 5, Section B3. The Employer shall
notify the Union of the temporary employee’s start date. The length of the temporary filling of the
vacancy may be extended beyond ninety (90) days by mutual agreement. For the use of employees
temporarily during leaves of absence, see Article 11, Section D.

Section G.Bidding Procedures. The Employer will generate lists for various classifications,
which have been requested by the Division Head and approved. Employees who successfully
tested for the position will have their names posted on an eligibility list. In addition, a promotional
list shall be generated when screening procedures are complete. The eligibility and promotional
lists shall be kept updated and shall be made available to the Union upon request. The filling of
the position shall be in accordance with procedures outlined in the previous sections of this Article.

Applications of seniority, filling of positions, and bidding procedures as outlined in previous
sections of this Article shall be subject to the grievance and arbitration procedure.

Section H.Layoff. Should it become necessary to layoff an employee in an affected division due
to a reduction of forces, the Employer shall give such employee(s) affected, and the Union, three
(3) weeks written notice in advance. The Employer and the Union will discuss alternatives to the
layoff if put forth by the Union and will negotiate over the impact of the layoff if alternatives are
not accepted.

All temporary, seasonal, and part-time employees in the affected division will be laid off first.
Once into the bargaining unit, all new probationary employees will be laid off first, according to
length of service, no matter what their classification. This language shall apply to all Divisions
covered by this Agreement.

Layoffs shall not terminate the seniority of any employee except as provided in the following:
1. When laid-off for a period of more than two (2) years.

2. When laid-off employee fails to return to work within fourteen (14) calendar days after the
mailing date of a re-employment notice as provided below.

In the event layoffs are necessary within the classifications and the divisions covered by this
Agreement, employees will be laid-off from the affected classification in the inverse order of their
seniority in City employment, provided they are able to perform the remaining work available
within a three (3) month training period.

An employee who would be subject to layoff in such a division shall be permitted to displace a
junior employee in an equal or lower ranked classification in his respective Layoff Category if he
is able to perform the duties in said equal or lower classification and no further training is
necessary. For purposes of this Article, the following shall constitute the Layoff Categories. An
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employee laid off in one category may displace a junior employee in the lowest rank in another
category, provided he/she meets the minimum requirements in the job description of the lower job
classification and is able to perform the duties in said lower classification within a forty-five (45)
day trial period. If said employee is unable to perform the duties of the lower job classification
within the trial period, said employee will be laid off and the junior employee previously displaced
will be rehired. The classifications within said categories shall be considered ranked in accordance
with the pay grades assigned in Appendix A.

CATEGORY ONE CATEGORY TWO
Maintenance Mechanic Equipment Technician
Maintenance Worker Il Equipment Service Worker
Zookeeper |

Zookeeper 11

Maintenance Worker I
Horticulturalist | and Il
Utility Service Worker
Water Meter Repairer
Parking Meter Repairer |1
Parking Meter Repairer |
Maintenance Worker |
Maintenance Service Worker
Sanitation Service Worker
Sign Shop Worker

CATEGORY THREE CATEGORY FOUR
Plant Operator Il Laboratory Technician Il
Plant Operator | Laboratory Technician I

Water Production Worker 11

Plant Operator Trainee

Water Production Worker |

Customer Service Worker-Water Billing

An employee affected by a layoff who seeks to displace a junior employee as provided herein must
submit a written notice of such intent to the Employer within five (5) calendar days after
notification of the layoff. Such displacement shall be considered a voluntary demotion on the part
of the displacing employee and the wages and benefits attached to the lower classification shall
take effect. Shall layoffs occur, the Employer shall provide a list of resources to assist such
employees in seeking outplacement services such as job training, job counseling and job search
sites.

Employees shall be allowed to cash out their accumulated sick leave and other benefit time when
they are laid off or any time thereafter during the subsequent twelve (12) month period. Such
payout will be calculated at the employees’ rate of pay at the time of his/her layoff.



Section I. Re-employment. Persons who are laid off shall be placed on a re-employment list for
a period of two (2) years. If there is a re-employment, persons who are still on the list shall be re-
employed in the inverse order of their layoff within category at equal to or less than the previous
classification he held, provided they are presently able and qualified to perform the work in the
job classification in which they are re-employed within a three (3) month training period.

If there is re-employment, the Employer shall send a Re-employment Notice to persons eligible
for re-employment, which notice shall be sent by registered or certified mail, return receipt
requested, with a copy to the Union. The Employer shall be deemed to have fulfilled its notice
obligation by such mailing to the last known address of such person, it being the obligation and
responsibility of same to provide the Employer with his current mailing address. Persons so
notified shall be allowed fourteen (14) calendar days after the mailing date in which to accept re-
employment by providing the Employer with written notice of same. Employees who are on a
leave of absence (as defined in Article 11) or who will be, or who have been laid off for a period
of six (6) or more continuous calendar months shall be required to have a physical examination
both prior to said leave or layoff and prior to reinstatement at the City's expense.

Section J. Rehires.

1.  Former City employees who wish to be rehired to their former position may be given special
preference if they:

a.  Were a member of the bargaining unit when they resigned from their last position with
the Employer on a voluntary basis and left the Employer in good standing; and

b.  Make application for rehire for the position within one (1) year of the date of their
resignation from the Employer.

c.  There exists a current vacancy that cannot be filled from within this bargaining unit in
accordance with Sections C, D, E and H above.

d.  Are recommended by the Division Head and approved by the Director of Human
Resources.

2. Such former employee may be rehired at the discretion and recommendation of the Division
Head and approval of the Director of Human Resources, to the same position, pay grade and
step as when he resigned his position.

a.  Must submit to a complete pre-employment physical.

b.  For purposes of seniority, probation, and benefits, all rehired employees shall be
considered as newly hired employees.

Section K. Welfare to Work. No AFSCME Local 1514 represented position shall be eliminated,
hours reduced, or otherwise reduced in pay, as a result of any federal or state sponsored welfare to
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work initiatives. Welfare to work participants will not be utilized by the Employer in any manner
that results in the erosion of the bargaining unit.

The Union will be notified reasonably in advance whenever the Employer intends to use welfare
recipients or welfare to work participants.

Section L. Subcontracting. Prior to subcontracting, and after the City’s posting of a bid
notice to subcontract has been received, the City and the Union shall meet upon notice and confer
to determine if proposed subcontracting work normally performed by bargaining unit employees
can be done by bargaining unit employees. In situations where the City must implement
emergency subcontracting due to unforeseen time constraints, the City shall notify the Union
president and staff representative in writing. 1f a subsequent meeting is requested, the Union and
City shall meet to discuss the nature and reasons for the emergency subcontracting. In no case
shall bargaining unit employees suffer a layoff or loss of regular work hours due to subcontracting.

ARTICLE 65

Reqular Hours of Work

Section A. Application. This Article is intended to define the regular hours of work per day and
per week so as to provide the basis for calculation and payment of overtime and shall not be
construed as a guarantee of hours of work per day or per week or as a guarantee of days of work
per week.

Section B. Workday. The regular workday for full-time employees covered by this Agreement
shall be as follows:

1. Plant Operators, Water Production Workers.

a. Twelve (12) hour workday schedule shall be as follows:

Twelve (12) consecutive hours of work within a twenty-four (24) hour period.
Because of the system's continuous operation, such an employee who is not
relieved at his scheduled quitting time shall notify his immediate supervisor or
Division Head and remain at his duty station until relieved. While observing and
maintaining the system's continuous operations, employees shall take their rest
periods and a thirty (30) minute meal period at their respective workstations.

b. Twelve (12) hour workday schedule shall be manned by at least one Plant Operator 1.
Plant Operator | and Water Production Worker | employees shall be placed on a twelve
(12) hour workday schedule, based on needs and availability, as determined by
qualifications and divisional seniority in classification as stated in Article 5, Section A
(c & d). Plant Operator | employees who possess a Class A Certification, who replace
a Plant Operator Il on a 12-hour shift and who work the entire 12 hours shall be paid at
the Plant Operator Il rate for the 12-hour period. A Plant Operator | who replaces a
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Plant Operator 11 for less than a twelve (12) hour shift shall be paid in accordance with
Article 13, Section C.

c. Plant Operator I’s and Water Production Workers, I and 11’s not assigned to a twelve (12)
hour workday shall be placed on an eight (8) hour workday as defined in Article 6,
Section B (2).

d. Plant Operators and Water Production Workers assigned to an eight (8) hour workday
may be placed on a twelve (12) hour workday schedule with a seven (7) day notice. Plant
Operators and Water Production Workers may be placed on an eight (8) hour schedule
for training or special projects and will be returned to their twelve (12) hour workday
schedule after completion of the training and/or project.

2. All Other Employees. Eight (8) consecutive hours of work, excluding an unpaid meal period
of thirty (30) minutes, within a twenty-four (24) hour period.

Section C. Work Week

1. Plant Operators, Water Production Workers. A twelve (12) hour workday or forty-two (42)
hours when averaged over a two (2) week period work week shall be as follows:

Two (2) days on-duty Two (2) days off-duty
Three (3) days on-duty Two (2) days off-duty
Two (2) days on-duty Three (3) days off-duty

2.  Maintenance Service Workers/Downtown Services. From June Septermber through October
May the regular workweek for Maintenance Workers/Maintenance Service Workers in
Downtown Services shall be Monday through Friday, 74:00 a.m. until 3:2:30 p.m. and
Tuesday through Saturday 247:300 a.m. until 383:00 p.m. (2" shift). Shifts will be picked
on the basis of seniority.

From December June through-September{when-Dewntown-Alive-ends), the regular

workweek for Maintenance \Workers/Maintenance Service Workers in Downtown Services

shall be Monday through Friday wherein-the-hours-Monday-through-Thursday-regular
workweek-shal-be-47:00 a.m. until 332:30 p.m. and 117:360 a.m. until 38:300 p.m. Shifts

will be plcked on the baSIS of senlorlty Lndaw%hau—beweﬂéedrasﬂa—spl%mﬁ—imml%
(2" shift)—The Friday-shiftassignment

I III | - F - - .

Maintenance Service Workers/Parks Operation and Maintenance- The regular work week

shifts shall consist of five (5) consecutive eight (8) hour days for a total of forty (40) hours
of work, Monday through Friday, Tuesday through Saturday and Sunday through Thursday
from April 1% to October 31%. Work hours for employees on modified shifts (those which
include week-end days) shall be 7:00 a.m. to 3:30 p.m.
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From November 1% to March 31%, the regular work week shall consist of five (5) consecutive
eight (8) hour days for a total of forty (40) hours of work, Monday through Friday.

Shifts will be picked on the basis of seniority.

Maintenance Service Workers may not be upgraded to do work in higher classifications
while working week-end hours during the above shifts and time period except in instances
of operational necessity i.e. no higher classification employee is available to do the work.

No more than fifty percent (50%) of MSW’s in Parks Operation and Maintenance may be
assigned the above referenced shifts (which include week-end days).

Zookeeper | & Zookeeper Il The regular work week shall consist of five (5) consecutive
eight (8) hour days for a total of forty (40) hours of work. Zookeeper I’s and 11I’s will be
assigned to a set of days off (Sat./Sun., Mon./Tues., Tues./Wed, Thurs./Fri.). The shift will
be offered based on seniority within the division.

Sunday | Monday | Tuesday | Wednesday | Thursday | Friday | Saturday
Shift 1 OFF OFF
Shift 2 OFF OFF
Shift 3 OFF OFF
Shift 4 OFF OFF
# 3 3 2 3 3 3 3
Working

3. All Other Employees. The regular work week shall consist of five (5) consecutive eight (8)
hour days for a total of forty (40) hours of work, Monday through Friday inclusive.

Section D. Work Schedules. Work schedules showing hours and days to which employees are
assigned shall be posted on the respective Division bulletin boards. It is understood that a work
shift shall have a regular starting and quitting time. Employees reporting late to work may be
docked to the nearest tenth (10th) of an hour, i.e., 1 through 6 minutes (1/10th of an hour), 7
through 12 minutes (2/10ths of an hour). Changes in the current regular starting and quitting time
shall be posted one week in advance so employees concerned are properly notified.

Section E. Rest Periods and Clean-Up Time. During all employee work shifts, a rest period up
to fifteen (15) minutes may be taken during each four (4) hour period. Whenever it is possible,
the rest period should be scheduled approximately in the middle of each four (4) hour period. Itis
the employee's responsibility to limit himself to the rest period. Employees may be docked to the
nearest tenth (10th) of an hour by the supervisor or Division Head for extending a rest or lunch
period.

Employees who are scheduled to work overtime shall be granted a rest period by the Division
Head or supervisor depending upon the length of overtime worked.
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A sufficient amount of time for cleanup purposes will be designated by the Division Head.

ARTICLE 76

Overtime

Section A. Overtime Rates.

1.

Eight (8) Hour Per Day Employees.

Employees on an eight-hour regular work day shall be paid one and one-half (1-1/2) times
their regular straight time hourly rate of pay for all authorized hours of work in excess of
eight (8) hours in any scheduled work day or forty (40) hours in any scheduled work week.
Provided, however, the overtime rate shall be double such employee’s regular straight-time
rate for authorized overtime hours of work on a Sunday, a day designated and observed as a
holiday by resolution of the City Council in accordance with Article 8, Section A (1), or
those hours of work performed in excess of sixteen (16) hours in any twenty-four (24) hour
period. Overtime pay for work performed on such a designated holiday shall be in addition
to regular holiday pay.

Plant Operators, Water Production Workers.

Employees on a twelve-hour regular workday shall be paid one and one-half (1-1/2) times
their regular straight-time hourly rate of pay for all authorized hours of work in excess of
Twelve (12) hours in any scheduled workday or forty (40) hours in any scheduled work week.
Provided, however, said employees shall be paid double their regular straight time hourly
rate of pay for all authorized overtime hours of work performed on days designated and
observed as holidays by resolution of the City Council as provided in Article 8, Section A
(1) or those hours of work performed in excess of sixteen (16) hours in any twenty-four (24)
hour period. It will be understood that twelve (12) hour per day employees who are working
on a Sunday other than their regularly scheduled hours and other than their regularly assigned
duties will be paid twice their hourly rate.

An employee required to stay over for a mandatory training shall be paid in accordance with
the above paragraph, from the time of an employee’s normal quitting time, up through the
end of the training event, provided this clause will not apply if the employee has been off at
least eight (8) hours since his previous shift.

Plant Operators and Water Production Workers assigned to a regular eight (8) hour workday,
forty (40) hour work week schedule will follow Article 7, Section A (1).

Zookeeper | & Zookeeper 1

The regular work week shall consist of five (5) consecutive eight (8) hour days for a total of
forty (40) hours of work. The employee’s 1% day off replaces Saturday and overtime worked
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is at one and a half (1 %) times their regular rate, 2" day off replaces Sunday and overtime
worked shall be double such employees regular straight time rate.

4. Excused absence due to illness shall be counted as a day worked for the purpose of overtime,
provided the employee
notifies the Employer prior to his scheduled starting time on the day of his absence, and if
the employee, upon request
by the Employer according to Article 10, authenticates his absence with a doctor's certificate
of incapacity to work.

5. All Other Employees

The regular work week shall consist of five (5) consecutive eight (8) hour days for a total of
forty (40) hours of work,
Monday through Friday.

Section B. Overtime Distribution. Opportunities to work overtime shall be distributed as equally
as practical among those employees within the same division and within the same job classification
who are qualified to perform the specified overtime work required.

During a new employee's probationary period, an employee shall be eligible for overtime work
after sixty (60) days upon approval of the Division Head. After an employee's training, trial or
probationary period, the employee is eligible for overtime work. All above employees shall be
eligible for overtime work if an emergency is declared by the Division Head.

An employee who is working beyond his scheduled quitting time shall be paid to the nearest one-
tenth (1-10th) of an hour at the appropriate overtime rate provided such work is approved by the
Division Head or his designee.

The opportunity to work overtime shall first be offered to the qualified, eligible employee within
the division and within the job classification who has the least number of overtime hours to his
credit at the time. Unless required by a Division Head because of an emergency, an otherwise
qualified employee shall be ineligible to accept overtime work, which arises:

1. While said employee is on restricted or light duty status, sick leave, or unexcused absence.
Such periods of ineligibility shall run from the employee's last hour worked before such
restriction or absence until the employee’s first unrestricted, regular hour worked thereafter.

2.  Following a regular workday during which said employee has failed, for whatever reason, to
actually work all the regular hours. Such period of ineligibility shall run from the employee's
last regular hour worked that day until his first regular hour worked thereafter.

If an employee has prescheduled vacation, compensatory time off, or a floating holiday, he/she

shall be eligible for overtime. An employee who declines a request to work overtime or does not
respond to such call shall not have their record adversely affected in any way.
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If the employee with the least number of credited overtime hours is unqualified or ineligible as set
forth above, declines an offer or is otherwise unavailable or unable to perform the overtime work,
said employee will have the overtime hours credited against him on the roster and the qualified
and eligible employee with the next fewest credited overtime hours shall be offered the overtime
work. This procedure shall be followed until the required employee or employees have been
selected for the overtime work.

If as a result of an error by a member of the bargaining unit, a qualified and eligible employee is
not offered overtime work in accordance with this procedure; then, in such event, the overtime
work shall not be credited against him. If, however, said employee was not offered the overtime
work because of an error on the part of a person who is not a member of the bargaining unit; then,
in such event, said employee shall be paid for the hours he should have worked at the proper
overtime rate if the error is not corrected within thirty (30) days after the oversight has been
brought to the Employer’s attention.

A record of credited overtime hours shall be maintained by the supervisor or Division Head. Any
new employee shall be credited at the time of appointment with an equal number of overtime hours
as the employee in his division and job classification having the highest number of overtime hours
to his credit.

Standby duty and overtime duty shall be voluntary and employees who decline said time shall not
be discriminated against. Provided, however, in cases of emergency or if the required number of
employees have not been selected by the voluntary procedure set forth above, then such time shall
be mandatory, and employees may be required to report at the direction of the Division Head.

Water Production Employees will not be charged for overtime credit if unavailable for work due
to approved classes taken in pursuit of obtaining a P.W.S.O. Certificate, or any other classes
approved by the Division Head to improve an employee's job skills.

Water Production Employees who are on a twelve (12) hour shift schedule will not be charged
overtime credit for the two (2) hours per week worked during a forty-two (42) hour per week
schedule. All other overtime will be distributed as equally as practical among those employees
within the same job classification who are qualified to perform the specified overtime work
required.

Water Production Workers shall be on a separate overtime distribution list than Plant Operators.

Section C. Customer Service Worker Overtime. Customer Service Workers are permitted the
opportunity to turn on customer's water services after normal working hours. The time required
for this work shall be paid at time and one-half (1-1/2), and the minimum time for such call shall
be one (1) hour. The call-in time provisions of this Article are not applicable to these cases.

Late work-day turn-ons which continue beyond working hours shall be at time and one-half (1-
1/2) for amount of time worked.
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While this policy shall be followed, it is not required that there will, in fact, be any such
opportunities; provided, however, if there is an after-hour turn-on, the opportunity shall be given
first to a Customer Service Worker.

Section D. Compensatory Time-Off. In lieu of pay for overtime, employees shall have the option
to accumulate compensatory time-off. Although compensatory time-off has to be approved by the
Division/Department Head, there will be no limit established for the amount of compensatory time
that can be used as time-off within a calendar year if all earned vacation has been scheduled and/or
used for that year. Compensatory time-off shall accumulate at one and one-half (1-1/2) times or
twice (2) the overtime hours worked, depending on the applicable rate as set forth in Section A
hereof.

To elect that overtime accumulate as compensatory time, an employee must so advise his Division
Head, through his Supervisor, before the end of the payroll period in which the overtime was
worked. No employee shall be allowed to accumulate over one hundred (100) hours of
compensatory time at any given time.

Compensatory time-off may only be taken upon the approval of the respective Division Head,
which approval shall be at his sole discretion.

Employees may request compensatory time-off on a call-in basis. Compensatory time-off will not
be granted when it will interfere with the proper operation of the division's work or cause personnel
shortages. Compensatory time-off may be granted with a minimum of four (4) hour increments
used.

The method of record-keeping for accumulation and use of compensatory time shall be determined
by the Employer.

Compensatory time accumulations shall be taken in the year accrued provided, however, that
unused compensation time, not exceeding twenty-four (24) hours, may be carried over until
February 28" and must be used by February 28™ (or such time will be paid out) of the immediately
succeeding year if the employee gives written notification to the Human Resources Department
by December 1% of the current year. If not used or cashed in by that date, the compensatory time
shall be paid at the wage rate in effect when taken.

Section E. Completion of Work-In-Progress. Employees assigned to a job during regular hours,
who believe the job will extend into overtime by more than three (3) hours, shall notify the division
management of such belief at least one (1) hour before their regular quitting time.

Management shall then determine the amount of overtime necessary to complete the work in
progress. If it is reasonably expected that the job will require more than three (3) overtime hours
to complete, then the overtime distribution procedure shall be used to assign the overtime work.
Otherwise, the employees assigned to the work-in-progress may continue beyond their regular
quitting time.
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Section F. Standby Duty. An employee assigned to standby duty shall receive one (1) hour of
pay for each eight (8) hour increment or fraction thereof, of standby duty performed.
Compensation shall be at the applicable rate as set forth in Section A hereof.

An employee assigned to standby duty who is called to work before his regularly scheduled starting
time shall be compensated for a minimum of two (2) hours for each call-out at the applicable rate
as set forth in Section A hereof.

Section G. Call-Time for Emergencies. An employee not assigned to standby duty who is called
to work before his regularly scheduled starting time shall be compensated for a minimum of three
(3) hours at the applicable rate as set forth in Section A hereof.

In the event that an employee is asked to return to work for the purpose of scheduled overtime and
accepts, the employee will be paid for those hours worked at the applicable rate as set forth in
Section A. For scheduled overtime, the Employer will give eight (8) hour employees a minimum
of forty-eight (48) continuous hours advance notice and give (12) twelve-hour employees a
minimum of seventy-two (72) continuous hours’ notice. It will be the responsibility of the
employee to make himself available to return to work at the prearranged time. If the Employer
chooses not to require the employee’s presence, the Employer must notify the employee at least
one hour prior to the agreed time. If such notice is given, then the employee will be paid for
Standby Time as set forth in Section F.

ARTICLE 87

Holidays

Section A. Eight (8) Hour Per Day Employees.

1. Employees on an eight-hour regular workday shall be entitled to designated holidays and
floating holidays according to the following schedule:

New Year’s Day Thanksgiving Day

Martin Luther King Day Day after Thanksgiving

Memorial Day Christmas Eve (4 hours)

Juneteenth Day Christmas Day

Independence Day New Year’s Eve (4 hours)

Labor Day Six and one half (6.5) Floating Holidays

Veteran’s Day

Designated holidays shall be recognized and observed on the dates established annually by
resolution by the City Council. Floating holiday time shall accrue at the rate of 2.00 hours
per pay period. Employees shall not accrue floating holiday time for any pay period during
which they have not worked 70% of the available working hours of that period. For purposes
of this section, the "available working hours" shall be the regularly scheduled hours less any
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hours taken as vacation, holiday, compensatory time-off, paid sick leave, or family sickness
and death leave under Article 11, Section B (1).

2. Each such floating holiday may be taken at any time during the calendar year. All properly
requested floating holidays shall be approved by the Division Head. Floating holidays may
be taken in minimum four (4) hour increments at the discretion of the Division Head,
provided however, a minimum of three (3) days of floating holiday time taken in four (4)
hour increments or smaller increments at the discretion of the Division Head shall be allowed
each year. Request will not be unreasonably denied. If any employee terminates for any
reason after having taken more floating holidays than have accrued, his final paycheck shall
be reduced pro rata. Floating holidays may not be carried over after December 31 of any
year.

3. Employees shall request floating holidays in writing at least two (2) business days in advance
of scheduled shift. Written notice must be submitted by 10:00am on the first business day.
Requests made prior to February 28" for floating holidays to be scheduled after February
28" will not be responded to until after all vacation requests have been made pursuant to
Article 9 Vacations and responded to accordingly. Requests made prior to February 28™ for
floating holidays to be scheduled prior to February 28™ and requests made after February
28" will be responded to as follows: If the Division Head approves, he/she shall provide the
employee with written approval within twenty-four (24) hours of such request, when
possible. Failure to so provide written approval shall be considered an approval. Approvals
may be withdrawn at any time and the employee may be required to report for work.
Provided, however, that if such written approval is withdrawn, then the employee shall be
paid at the rate of one and one-half (1-1/2) times his regular straight-time hourly rate for
hours worked that day and shall also be allowed to reschedule the floating holiday. An
employee may call in to request a floating holiday at least twenty (20) minutes prior to the
starting time of his normal shift. Such request shall be granted at the approval of his
supervisor, taking into consideration the legitimate operational needs of the Employer.

4.  Holiday pay for the designated holidays and the floating holidays shall be computed at the
employee's regular straight-time hourly rate of pay for the number of regularly scheduled
hours in the workday, up to a maximum of eight (8) hours. In order to be eligible for holiday
pay, employees must work their last regularly scheduled workday immediately preceding
and their first regularly scheduled workday immediately following the holiday, unless they
are excused in writing by the Division Head from compliance with this requirement. Excuses
shall be granted for the failure to work either the day before and/or the day after a holiday
because of paid vacation leave, paid sick leave, or other approved paid leaves. The Division
Head may require a physician's statement or other documentation to substantiate the paid
leave.

5.  To be eligible for holiday pay, an employee must have been employed more than fourteen
(14) days.

Section B. Plant Operators, Water Production Workers. In lieu of observing the above holiday
provisions, employees shall be entitled to holiday benefits according to the following schedule:
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On or before January 15 of each year, one hundred and twenty-four (140) hours of holiday time
will be electronically credited to the employee paid time off bank. Holiday time may be taken in
four (4) hour increments.

Such holiday time may be redeemed at any time during the year; however, must be redeemed by
the end of the calendar year, either as compensatory time-off, designated holiday time-off or as
additional pay at the rate in effect when the time is requested. Compensatory time off may be
taken on a first come, first-served basis, subject to prior approval at the sole discretion of the
division head.

Twelve (12) hour shift employees will have first option to work holidays, which occur on their
regular workday. Should the twelve (12) hour employee decline the opportunity to work the
holiday, he may be replaced as set forth in Article 7, Section B.

Employees who redeem holiday time understand and agree that should they request, and be
approved for same, may take time off without pay during the year, provided overtime is not
created. It is also understood that requested approved time off without pay could result in benefit
accrual deduction.

Section C. General Provisions.

1. If the City Council should observe by Ordinance or Resolution additional time off,
employees shall either have time off or, if directed to work by the division head, shall be
compensated at the rate of one and one-half (1-1/2) times their regular straight-time hourly
rate in lieu of time off.

2.  Employees who are either scheduled to work or agree to work on one of the days recognized
and observed as a holiday by City Council resolution and who fail to work same without
valid reason shall not receive holiday pay.

ARTICLE 98

Vacations

The Employer shall grant paid vacations in accordance with the following schedule to be
effective January 1, 2007, based upon the following service requirements:

Eight (8) Hour Employees Vacation Period Earned
Completed Years of Service (Straight Time Hours)

1 year through 5 years 80 hours per year (2 weeks)
Beginning 6 years through 10 years 120 hours per year (3 weeks)
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Beginning 11 years
Beginning 12 years
Beginning 13 years
Beginning 14 years
Beginning 15 years through 17years
Beginning 18 years through 20 years
Beginning 21 years

Twelve (12) Hour Employees

Completed Years of Service

1 year through 5 years

Beginning 6 years through 10 years
Beginning 11 years

Beginning 12 years

Beginning 13 years

Beginning 14 years

Beginning 15 years through 17 years
Beginning 18 years through 20 years
Beginning 21 years

128 hours per year (3 weeks plus 1day)
136 hours per year (3 weeks plus 2 days)
144 hours per year (3 weeks plus 3 days)
152 hours per year (3 weeks plus 4 days)
168 hours per year (4 weeks plus 1 day)
184 hours per year (4 weeks plus 3 days)
200 hours per year (5 weeks)

Vacation Period Earned

(Straight Time Hours)

84 hours per year (2 weeks)

126 hours per year (3 weeks)

138 hours per year (3 weeks plus 1 day)

150 hours per year (3weeks plus 2 days)
162 hours per year (3 weeks plus 3 days)
174 hours per year (3 weeks plus 4 days)
180 hours per year (4 weeks plus 1 day)

204 hours per year (4 weeks plus 3 days)
210 hours per year (5 weeks)

All vacation time-off for Water Treatment Plant employees shall be at rate of permanent
assignment as elected at the beginning of each year (eight (8) v. twelve (12) hour shift).

An employee shall be allowed to take forty (40) or forty-two (42) hours respectively of vacation
after six (6) continuous months of employment; provided, however, that he shall not be allowed to
take more than a total of eighty (80) or eighty-four (84) hours of vacation respectively during the
calendar year in which he completed his first (1st) year of employment.

Following is the schedule for the remainder of the above eligibility periods:

Vacation Period Calendar Year Eligible
80 hours / 84 hours 1st anniversary
120 hours / 126 hours 5th anniversary
168 hours / 178 hours 15th anniversary
200 hours / 210 hours 20th anniversary

The Employer shall grant vacation time off by request for the employee on a first-come, first-
served basis. Provided, however, that if operational demands require limiting the number of
employees on vacation at the same time, preference for choice of vacation period shall be granted
to employees on the basis of division seniority if request for vacation has been made in writing by
February 28 of the calendar year. However, employees must indicate, no later than September
30th of each year, their final vacation preferences. This does not preclude employees from
changing their vacation request after September 30th, operations permitting. Once the vacation
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request has been submitted, the Division head or his/her designee will respond within fifteen (15)
days of the request.

Employees with less than six (6) years of service who are on an eight-hour regular work day are
required to take vacations in forty (40) hour (5 day) increments, except that an employee may take
up to five (5) days of earned vacation broken into eight (8) hour increments. Employees with six
(6) or more years of service may request, with five (5) days advance notice to their division head
or his/her designee, an additional five (5) days of earned vacation broken into eight (8) hour
increments, as scheduling permits.

Employees on a twelve-hour regular workday are required to take vacation as scheduling permits
subject to the approval of the Division Head.

Vacation periods shall be taken in the calendar year accrued provided, however, that unused
vacation time, not exceeding forty (40) hours, may be carried over until February 28" and must be
used by February 28™ (or such time will be paid out) of the immediately succeeding year.. All
unused vacation time will be paid out.

Employees who are on a leave of absence of one (1) month or more or who are receiving statutory
Workers' Compensation benefits do not accrue vacation time.

If a holiday occurs during the week or weeks in which a vacation is taken by an employee, the
employee's vacation period may be extended an additional workday. However, at the discretion
of the Division Head and for reasons of scheduling, it may be necessary to have the employee
select another day off for the purpose of receiving time off for his holiday. If written approval for
vacation time is withdrawn by Management, for any reason, the employee shall be paid at the rate
of one and one-half (1 1/2) times his regular straight time hourly rate for hours worked that day
and shall be allowed to reschedule vacation, depending upon availability, with no loss of hours.

Any employee who is laid off, resigns, or retires prior to taking his vacation shall be compensated
for the unused vacation he has accumulated at the time of separation, to be paid on a pro-rata basis.

Pay In Lieu of Vacation. Employees who by length of continuous service are entitled to three
(3) or more weeks of vacation may request that any amount of time over two (2) weeks be paid at
straight time in lieu of time off. Provided, however, employees who elect to exercise this option
pursuant to the above must indicate their intent, in writing, at time of annual vacation picks; such
actual payout to be requested no later than November 1 of the calendar year and paid no later than
the first full payroll period paid in December. Further, vacation buy-back must be in increments
of forty (40) hours only.

Eligible twelve (12) hour employees may be paid for vacation hours in lieu of time off in
accordance with the above schedule (increments of forty-two (42) hours per week).
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ARTICLE 109
Sick Leave

Section A. Sick Leave Credit Accumulation Rate. Employees shall accumulate sick leave credit
at the rate of 3.70 hours per pay period.

Employees shall not accrue sick leave for any pay period during which they have not worked 70%
of the available working hours of that period. For purposes of this Article, the "available working
hours" shall be the regularly scheduled hours less any hours taken as vacation, holiday,
compensatory time-off, or family sickness and death leave under Article 11, Section B (1).

Section B. Maximum_Accumulation of Sick Leave Credit. Employees shall be allowed to
accumulate sick leave credit up to a maximum of 864 hours of sick leave. Provided, however,
those sick leave hours accumulated in excess of 768 hours shall, at the end of each calendar year,
be paid-off in cash and removed from the accumulation. Said hours shall be compensated at one
hundred percent (100%) of the employee's regular straight time rate of pay in effect at the end of
the calendar year. Payment shall be made on or before February 15 of the New Year.

Section C. Sick Leave Pay and Eligibility. Upon accumulation, sick leave credit may be used
for the purposes set forth below and shall be paid at the regular straight-time hourly rate of pay in
effect for the employee’s classification at the time the sick leave is being taken. Provided, however,
payments for sick leave hours shall be reduced by the amount of any statutory Workers'
Compensation benefits also received by the employee for the same period of disability.

1. Personal llIness or Disability. Employees who have contracted or incurred and are suffering
from any illness or disability which renders them unable to perform the duties of their
position shall be eligible to use accumulated paid sick leave.

2. Family Illness or Disability. Employees shall be eligible to use accumulated paid sick leave
in the event of an illness or disability involving their spouse or children if the employee's
personal care and attendance is required.

3. Family Hospitalization or Surgery. The employee shall be granted three (3) work days of
accumulated sick leave in the event of surgery or hospitalization in the immediate family of
an employee (spouse, parents, children, brother, sister, grandparents, grandchildren and
current step-parents or step-children, mother-in-law, father-in-law, brother-in-law, or sister-
in-law), if the patient’s physician certifies in writing on a form provided by the Employer
that the employee’s leave is necessary. Additional sick days off may be granted depending
upon circumstances documented in writing and approved by the appropriate Division Head.

Section D. Sick Leave Notification. It is the responsibility of each employee who is requesting
paid sick leave, in accordance with Section C above, to notify or cause notification to be made to
the Division Head, their immediate supervisor or through any approved method, at least thirty (30)
minutes before the time specified for the beginning of their work day. Where someone other than
the employee is or has been requested for that notification being made. If an employee becomes
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sick or ill during his work shift, he must notify or cause notification to be made to the Division
Head.

Sick leave notification as outlined above must be made for each workday that paid sick leave is
being requested, unless this requirement is expressly waived by the Division Head.

Section E. Sick Leave Certification and Approval. If the Division Head has reasonable grounds
to believe sick leave is being abused, he may at his discretion require any employee requesting
paid sick leave to furnish substantiating evidence or a statement from his attending physician
certifying that absence from work was required due to the reason set forth in Section C above. In
any case, such certification must be presented whenever sick leave is requested for three (3) or
more consecutive work shifts.

The Division Head shall have the right at his discretion to verify the report of an attending
physician concerning the illness or disability of an employee, and to require the employee to be
examined, at the Employer's expense, by a physician selected by the Employer to determine the
nature and extent of the illness or disability.

As a result of such physician's statements and examinations, the Employer may approve or deny
an employee's sick leave request and establish limits and conditions for any further approved sick
leave connected with the same illness or disability. Abuse of sick leave shall further be cause for
discipline.

Section F. Sick Leave Release. An employee who is sick or disabled for three (3) or more
consecutive work shifts may be required at the Employer's discretion to secure and submit a
physician's release certifying that he is fit to return to work. This release must be submitted to the
Division Head before the employee will be permitted to return to work. The Division Head may
also require, at his discretion, that an employee take a medical physical in conjunction with the
above sick leave release procedure.

Section G. Separation from Service.

1.  Upon permanent separation from the Employer as a result of retirement, resignation, or
termination for inability to physically perform the essential functions of the job, with at least
two (2) weeks advance notice, or death, employees shall receive paid compensation for any
accumulation of sick leave hours. Compensation shall be paid at the employee's regular
straight-time hourly rate of pay at the time of separation for up to 768 sick leave hours. Hours
in excess of 768 and up to the maximum accumulation of 864 shall be paid at one hundred
percent (100%) of the employee's regular straight-time hourly rate of pay in effect at the time
of separation. Employees may elect, in writing, to retain eight (8) hours of sick leave to be
included toward IMRF service credit at the time the employee declares the intent to retire.
The ability to retain such credit shall be consistent with practices allowable under state laws
and IMRF regulations.
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An employee who resigns without providing said two (2) week advance written notice, shall
be compensated for all accumulated sick leave hours at fifty percent (50%) of his regular
straight-time hourly rate of pay in effect at the time of separation.

An employee who resigns in lieu of being discharged, or who is discharged, shall receive no
paid compensation for accumulated sick leave hours. Any exception will be at the discretion
of the Director of Human Resources.

Section H.On-the-Job Injury Pay.

1.

An employee who is disabled and off work as a result of an injury arising out of and in the
course of his employment shall continue to receive his regular full pay for up to thirty (30)
calendar days following the date of injury. He shall not be eligible for, nor be charged with
paid sick leave during any period of disability or incapacity in which he is also eligible to
receive statutory Workers' Compensation benefits. His paycheck shall be deemed to include
and shall constitute full satisfaction of any amount due said employee for weekly temporary
disability compensation under the Illinois Workers' Compensation Act.

An employee may choose to use sick leave or vacation time prior to applying for disability
benefits.

An employee injured during working hours shall report the injury immediately to his
supervisor. Persons seriously injured shall be taken to the nearest hospital or medical offices
where special arrangements have been made for City employees. Eye injuries may be treated
by a designated physician. It is necessary that the employee notify his Division Head as soon
as possible of the injury, and in no event should he delay notification longer than twenty-
four (24) hours; provided, however, if injury occurs on weekend, notification shall be made
no later than forty-eight (48) hours. In no event shall an employee complete his own injury
report; provided however, the employee shall be present, if at all possible, when injury
reports are completed, and shall have the right to review the completed injury report.

An employee injured in the course of work for an employer other than the Employer shall
not be covered by the Employer's Workers' Compensation Policy of self-insured coverage.

When applicable, the employee must sign and turn his Workers' Compensation payment over
to the Employer in order to get full pay.

Should an employee be off on a work-related illness or injury which is anticipated to extend
beyond the end of the calendar year, such employee shall be given the option of receiving
pay for accrued and unused vacation hours, either incrementally or in one lump sum no
earlier than the first full payroll period in December.

Provided, however, that the Employer would require a prognosis and statement from the
attending physician or specialist in writing that such employee could not return to work until
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such later date and further it would have to be authorized by the Director of Human
Resources in conjunction with the employee's Division Head.

ARTICLE 110

Leaves of Absence

Section A. Eligibility and Application. Employees shall be eligible for leaves of absence after
six (6) months of employment with the Employer.

To make application for a leave of absence, an employee must submit a written request for
approval to his Division Head. The request shall state the reason for the leave and the approximate
length of time off requested. If approved, the Division Head shall furnish the employee with
written authorization for the leave of absence.

Requests for leaves of absence shall be answered promptly. A request for immediate leave (such
as family death) shall be answered before the end of the shift on which the request is submitted.
A request for a leave of absence not exceeding one month shall be answered within seven (7)
calendar days. A request for a leave of absence exceeding one month shall be answered within
fourteen (14) calendar days.

In addition to accruing seniority while on leave of absence granted under the provisions of this
Agreement, employees shall be returned to the position they held at the time the leave of absence
was requested. For a leave of absence of one month or more, the employee does not accrue sick
leave or vacation time.

Section B. Paid Leaves of Absence.

1. Death in Family. In the event of death in the immediate family of an employee (spouse,
parents, children, brother, sister, grandparents, grandchildren, and current step-parents or
step-children, mother-in-law, father-in-law, brother-in-law, or sister-in-law), the employee
shall be granted three (3) work days leave of absence with full pay. An additional day may
be granted in case of death depending upon travel distance from the City of Aurora to be
approved by the Director of Human Resources. An employee shall be granted four (4) hours
off with pay to serve as a pallbearer for a deceased employee who was an employee covered
under this Agreement.

2. Serious Illness or Surgery. Inthe event of serious illness or surgery in the immediately family
of the employee (as described above), the employee will be granted up to three (3) workdays
leave of absence with pay. Such leave approval shall be predicated upon comprehensive
documentation on a form provided by the employer from the patient’s physician and must be
approved by both the Department Director and the Director of Human Resources. Such
approval shall not be unreasonably denied.
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4.

Jury Duty. Employees shall be granted a leave of absence with pay any time they are required
to report for jury duty or jury service. To receive such compensation, said employee must
submit to the Finance Department the amount of jury service fees received. Employees who
work second (2nd) shift shall not be required to work on the day(s) they have active jury duty
or jury service. Employees who work third (3rd) or twelve (12) hour shift shall not be
required to work a shift as determined by the Division Head in conjunction with the Director
of Human Resources.

Military Service. An employee who enters into active service in the Armed Forces of the

United States while in the service of the Employer shall be granted a leave of absence for the
period of military service.

An employee who is a member of a reserve unit of the Armed Forces of the United States or
the State of Illinois will be granted a leave of absence for annual training sessions or schools.
Both parties acknowledge and agree that the Employer must follow Federal and State law
and City ordinance regarding employees ordered to temporary or permanent military duty,
the extent to which leave is paid shall be governed by such laws.

Elections. If an employee is working during the entire polling period of a federal, state, or
municipal election, he shall be allowed an adequate leave without loss of pay to go vote. It
shall be a condition of such leave that the employee actually go to the polling place and vote
during such leave.

Maternity Leave. An employee who has given birth will be granted ten (10) workdays
of paid maternity leave. Such leave shall be taken immediately upon either the initiation of
labor or birth of child. For purpose of this subsection, upon the adoption of a child, the
employee will be granted five (5) workdays paid leave.

Paternity Leave. The employee will be granted six (6) workdays of paid paternity leave.
Such leave shall be taken immediately upon either initiation of labor or birth of child. For
purpose of this subsection, such leave may be also taken immediately upon the adoption of
a child.

Section C. Unpaid Leaves of Absence.

1.

Reasonable Purpose.

a.  Leaves of absence for a limited period not to exceed six (6) months may be granted
upon application. The application shall state the reason for the leave of absence and the
time off the employee desires. The approval of the request is determined by the
Employer.

b.  The Federal Family and Medical Leave Act of 1993 sets forth additional guidelines for
leaves of absence including twelve (12) weeks of leave for certain precipitating events.
Employees shall have the option and be encouraged to use accumulated benefit time
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prior to going on unpaid leave. It is understood that the Employee may save one (1)
week of vacation and one (1) week sick time.

Union Activities. Employees elected to any Union office which takes them from their
employment with the Employer, shall at the written request of the Union, be granted a leave
of absence. The leave of absence shall not exceed two (2) years, but it shall be renewed or
extended for a similar period at any time upon the request of the Union with the approval of
the Employer and in accordance with Illinois State Statutes which govern Civil Service.

Section D. Use of Employees Temporarily During Leaves of Absence

1.

The employer may utilize employees temporarily when a bargaining unit employee is on any
approved or unpaid leave of absence (e.g. FMLA, sick leave, vacation, workers
compensation, military leave, etc.) for the length of the approved paid or unpaid leave of
absence or light duty.

The City will first consider using an existing bargaining unit employee to fill the temporary
vacancy above should it decide to fill the position. The City may assign a bargaining unit
employee in an equal or higher classification to fill the position temporarily. If the City
chooses not to fill the vacancy in that manner, should there be a bargaining unit employee(s)
in the next lower classification within the position classification sequence for that
temporarily vacant position on the same shift who are available to work and whom the City
reasonably determines is qualified, the City will assign per Article 13, Section C, one of those
employees to fill the temporary vacancy. The City may choose a bargaining unit employee
in the next lower classification within the position classification sequence from a different
shift whom the City reasonably determines is qualified per Article 13, Section C. If no such
bargaining unit employee is available, the City may fill the position with a temporary
employee.

For any temporary vacancy created by the City assigning a bargaining unit employee chosen
in accordance with D(2) above, the City may fill that subsequent temporary vacancy with an
existing bargaining unit employee in accordance with D(2) or with a temporary employee.

Any temporarily assigned bargaining unit employees chosen shall be returned to their
classification without any loss of seniority, pay or benefits in that classification upon the
conclusion of their temporary assignment.

The Employer shall no longer utilize the temporarily assigned employee (s) or temporary
employee(s) when the bargaining unit employee on leave returns to work or full duty. The
employer shall notify the Union in writing of temporary employee’s beginning and
termination dates.

ARTICLE 121

Tuition Reimbursement
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Section A. _General Requirements. Employees may request tuition reimbursement of
expenses as herein provided by submitting a written proposal to their Division Head at least four
(4) weeks prior to enrollment. The proposal shall indicate the name of the school, the description
of the course(s), the relation of the course(s) to the employee’s duties, the amount of tuition and
required fees.

Approval of such proposal must be expressed in writing by the Division Head, Department
Director, and the Director of Human Resources prior to enrollment. The following factors shall
be considered in granting or denying the request:

1.  That adequate funding is available to make the reimbursement as herein provided.

2.  Thatthe course is directly related to improving the employee's current job skills or to acquire
a G.E.D. and would enhance the employee's level of performance.

3. That the employee attends a local school, such as Waubonsee Community College or College
of DuPage Junior College.

4.  That reimbursement would not include books.

5. That the employee has performed satisfactorily in the division at least twelve (12) continuous
months prior to making the request.

6.  That the employee has successfully completed and passed the approved course with a grade
of C or better (or Pass if pass/fail is the only grading option).

7. Plant Operators, Water Production Workers and Operator Trainees shall be reimbursed the
fee of an 1.LE.P.A., P.W.S.0. examination, provided the employee successfully passes the
examination. Such reimbursement shall apply only to the initial examination, not re-
examination.

8.  That classes be taken on non-working hours.

Section B. Environmental Protection Agency: Training for Water Production Employees.
Pursuant to Illinois state statute, Water Production employees who hold a Class A or Class B Water
Supply Operators certificate are required to take thirty (30) hours of continuing education training
over a three (3) year interval. Employees holding a Class C or Class D Water Supply Operator
certificate are required to take fifteen (15) hours of such training over a three (3) year period.

To enable the employees to meet this state requirement, the City will afford them the opportunity
for such training either by: 1) offering in-house training sessions (i.e. SCBA, chemical safety
training, CPR, etc.) and/or by: 2) supporting operator attendance at conferences and seminars and
granting them conference time off with pay to attend, payment of registration fees, and
reimbursement of reasonable and appropriate travel, meal and lodging expenses per City policy.
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If the state requirement changes, the City agrees to make the appropriate changes as necessary to
meet any new training requirements.

Section C. ASE/EVT Training Certification

1.

In order for an individual to qualify for the position of Equipment Technician, the individual
must have obtained six (6) ASE certifications and have served for two (2) years in the
position of Equipment Service Worker

Once an employee satisfies the requirements of “1” above and has had no suspensions of five
(5) days or more; and/or violations of the drug and alcohol policy in the past twenty-four
(24) months, the employee will be automatically promoted to the position of Equipment
Technician.

Employees in the position of Equipment Technician prior to March 14", 2000 shall be
grandfathered at the current qualifications (no ASE certifications required)

Employees in the position of Equipment Technician prior to January 1, 2003, shall not be
required to maintain ASE and/or EVT recertification in order to remain in the position of
Equipment Technician.

The following requirements shall apply to Equipment Technicians who have six (6) ASE or
EVT certifications and who were promoted after January 1, 2003:

If the number of current ASE or EVT certification of an Equipment Technician falls below six (6),
the employee will be given two test cycles to either re-certify in the areas that had expired or obtain
a different certification approved by the City, before s/he is downgraded to the position of
Equipment Service Worker. Upon successful re-certification the employee will be restored to the
position of Equipment Technician.

a. Employees will be allowed to test on work time.

b. The City will pay for testing before the test date up to a maximum of three tests in
May and three in September.

c. There will be a limit of two failures total for the City to prepay for tests in a
contact cycle.

d. Additional tests taken if different classifications will be reimbursed if passed.

e. Anemployee who has received reimbursement or prepayment of test fees shall be
required to work for
the City at least six (6) months following the issuance of the re-certification. In
the event an employee separates from service with the City, whether voluntary or
by discharge, prior to completion of said six (6) month period, the employee shall
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be required to pay back to the City the amount of the reimbursement or
prepayment received, except under extenuating circumstances such as, but not
limited to, permanent disability or relocation out of state.

f. On an annual basis, the City shall provide up to twenty (20) hours of quality, up-to
—date training on paid time designed to aid the employees in passing the
certifications. Such training shall be offered on a
regular basis and shall be made equally available to all Equipment Technicians
hired after January 1, 2003.

g. The City shall make multiple copies of up-to-date ASE study materials available
at the worksite.

h. Equipment Technicians shall be paid a stipend as follows:

Master Certification: $750 per year paid as a lump sum at the end of the calendar
year.

Six (6) or more Certifications: $500 per year paid as a lump sum at the end of the
calendar year.

ARTICLE 132

Classification and Wages

Section A. Wage Schedule. Employees shall be compensated in accordance with the wage
schedule attached to this agreement and marked Appendix A. For payroll purposes, employees
hired on or before January 27, 2015 shall be considered Tier 1 employees and employees hired
after shall be considered Tier 2 employees. The wage schedule will designate the hourly rates for
the following classifications:

Customer Service Worker Plant Operator 1, 11
Equipment Technician Plant Operator Trainee
Equipment Service Worker Utility Service Worker
Laboratory Technician I, 11 Water Meter Reader
Maintenance Service Worker Water Meter Repairer
Maintenance Mechanic Water Production Worker 1, 11
Maintenance Worker 1, 11, 111 Horticulturalist I, 11

Parking Meter Repairer 1, 11 Zookeeper I, 11

Sanitation Service Worker
Sign Shop Worker

If the inclusion of a new position is agreed to by the parties or found appropriate by the Labor
Board, the parties shall negotiate as to the proper pay grade for the classification.
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Section B. Shift Differential (Including Continuous Operations). Employees assigned to work
a regular second shift or a regular third shift will receive shift differential, as per Appendix A,
which is added to their hourly rate.

Section C. Temporary Assignment to a Higher Classification. Employees assigned to work in
a higher classification for one hour or more shall be paid an additional two dollars ($2.00) per hour
for time worked in that classification however, employees assigned to work in a classification more
than three (3) salary grades higher shall be paid $3.00 per hour.  Such additional pay shall be
included in overtime calculations, pursuant to Article 7.

Section D. Merit Increase. On September 26, 1972, the Employer adopted a certain position
classification and pay ordinance which is on file with the Aurora City Clerk. This ordinance
contains a salary schedule which, subject to certain modifications agreed upon by the Union and
the Employer as the result of collective bargaining, has been incorporated into the schedule
attached to this Agreement as Appendix A. The parties mutually agree that, notwithstanding the
schedule attached hereto, the Employer shall have the privilege of raising the salary of any
employee one (1) pay step within the same grade indicated by his present classification, or of
retaining any employee in his existing pay step past the date when the next step would otherwise
become effective, in accordance with a merit evaluation system formulated by the Department of
Human Resources.

A retention in pay step past the anniversary date shall not last longer than ninety (90) days and
shall not be unreasonably declared. The retention shall be reported to the Union in advance, and
if the Union disagrees, it may make its objection through the grievance procedure.

Section E. Pay Period. The wages of employees shall be paid every two weeks. In the event this
day is a holiday, the preceding day shall be the pay day.

Section F. Longevity. Effective the first full payroll period commencing on or after
January 1, 2003, employees will be eligible for the following longevity added to their gross
wages payable per pay period:

Base Added Total
10 completed years 1.00% 1.00%
15 completed years 1.00% (+.5%) 1.50%
20 completed years 1.50% (+.5%) 2.00%
25 completed years 2.00% (+.5%) 2.50%

Section G. Interpreter’s Bonus. Within divisions where the Employer has determined a need
for specific bilingual skills, the Employer will provide employees qualified as specified herein,
with a $60.00 per pay period stipend (not used in computing overtime benefits or health insurance
costs), for needed bilingual skills for purposes of serving the public, performed while on duty.
Employees who receive such stipend shall be required to use their interpretive skills whenever
requested or required. A skill exam will be given by an independent third party and will include
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oral interpretation skills as opposed to formal written skills. Such test will be given to new
interpreters after the effective date of this contract.

ARTICLE 143

Discipline and Discharge

The Employer shall not discharge or discipline any employee without just cause. If, in any case,
the Employer feel there is just cause for discharge, the employee involved will be suspended. The
employee and the Union will be notified with a written copy of the formal charges that the
employee has been suspended and is subject to discharge. The Union may request a meeting with
the Division Head to discuss a discharge prior to the institution of formal charges.

Unauthorized absence shall be defined as an absence without notification to the Division Head or
designee through any approved method and shall be cause for disciplinary action unless
compelling evidence of extenuating circumstances is provided.

Disciplinary action shall be imposed for just cause and as soon as possible. The Employer agrees
with the tenets of progressive and corrective discipline. Employees and the Union shall be given
the reasons for the discipline in writing, other than for oral reprimand. An employee shall be
entitled to the presence of a Union representative at an investigating interview if he requests one
and if the employee has reasonable grounds to believe that the interview may be used to support
disciplinary action against him.

If the Employer has reason to discipline an employee, where possible it shall be done in a manner
that will not embarrass the employee before other employees or the public.

Prior to the imposition of suspension or discharge, the Division Head/Designee shall convene a
pre-disciplinary meeting. The Division Head/Designee shall meet with the employee to discuss
the circumstances giving rise to the contemplated discipline and will afford the employee a
reasonable opportunity to rebut any charges currently against him.

Upon written request of the employee, oral and written reprimands will be removed from an
employee's personnel file, after two (2) years, if there has been no further discipline in the interim.
Such disciplines shall not apply to future progressive disciplinary measures. Upon request, an
employee may examine his/her personnel file, per Article 17, Section E.

Time off due to suspension shall be specified in hours for twelve (12) hour employees or days for
eight (8) hour employees.

Any employee found to be unjustly suspended and/or discharged shall be reinstated with full
compensation for all lost time and with full restoration of all other rights and conditions of
employment. The parties by agreement or arbitrator may exercise discretion as to full, partial, or
no back pay. Provided, however, that in no case shall the discharge of a new probationary
employee be subject to the grievance and arbitration procedure of this Agreement.
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ARTICLE 154

Grievance and Arbitration

It is understood that matters exclusively subject to Civil Service are not subject to this grievance
procedure.

It is further understood as follows:

1.  Oral and written reprimands may be pursued through the grievance procedure but are not
arbitrable.
2. Suspensions and discharge shall be subject to both grievance and arbitration.

Provided, however, that the preceding provisions of this Article shall not apply or be available to
new probationary employees.

Section A. Grievance Procedure. A grievance is defined as any difference of opinion, complaint
or dispute between the Employer and the Union or any employee with respect to the application,
meaning or interpretation of the terms and provisions of this Agreement.

Grievances may be processed by an employee or by the Union on behalf of an employee. The
employee is entitled to representation by a member of the grievance committee or union steward
at each step of the grievance procedure. A Union staff representative may be present at any
meeting related to a grievance.

A grievance or dispute which may arise between the parties shall be settled in the following
manner:

It is mutually agreed that problems should be resolved at the lowest possible level, therefore, the
employee shall present his complaint to the employee’s supervisor in order that the supervisor may
have an opportunity to respond or adjust the complaint.

A grievance may be withdrawn at any Step in the Grievance procedure. If a grievance is not
appealed to the next Step of the grievance procedure within the specified time limit or such other
additional period of time as mutually agreed to by the parties, then it shall constitute a decision
without precedent, in favor of the City. A failure by the City to respond to a grievance within the
time limits set forth herein, or within any mutually agreed upon extension, shall constitute a
decision without precedent in favor of the grievant.

STEP ONE:

The grievant, with or without his union steward, shall orally raise the grievance with the
employee's immediate supervisor within five (5) business days of its occurrence, and both shall
make an earnest and honest effort to resolve the grievance in the most expeditious, harmonious
and cooperative manner possible. The supervisor shall give his oral answer to the grievance within
five (5) business days thereafter.
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If the answer is not acceptable, the grievance shall be reduced to writing, filed by the employee on
a Grievance Form supplied by the Union, and submitted to the Division Head within five (5)
business days from the date of the supervisor's verbal answer.

The written grievance shall contain a statement of the grievant’ s complaint, the sections of the
agreement allegedly violated, if applicable, the date of the alleged violation and the relief sought.
The form shall be signed and dated by the grievant.

The Division Head shall review the written grievance and file a written response within five (5)
business days after receipt of the grievance.

STEP TWO:

If the grievance has not been settled, it shall be presented in writing by the union steward to the
Department Director within five (5) business days after the Division Head’s response is due. The
Department Director shall respond to the union steward in writing within five (5) business days
after receipt of the grievance.

STEP THREE:

If the grievance has not been settled, it shall be submitted in writing by the Union Grievance
Committee to the Director of Human Resources within seven (7) business days after the response
of the Department Director is due.

Within ten (10) business days after the grievance has been so submitted, or as otherwise agreed to
between the parties, a meeting shall be held between the Employer's Grievance Adjustment Panel
and no more than two (2) elected representatives of the Union and the union staff representative
or his/her designee. The grieving employee may attend at the request of either the Employer's
Panel or the Union representatives. The Employer's Grievance Adjustment Panel shall consist of
the Director of Human Resources and/or his designee, the Department Director and/or his designee
and may include a designee of the Mayor, who may be an elected Alderman. The Employer's
Panel shall respond in writing to the Union representatives within ten (10) business days after said
meeting.

Section B. Arbitration. The provisions of this Section shall only apply to a grievance which
involves the application or interpretation of this Agreement. If such a grievance remains unsettled,
the Union may, within fifteen (15) business days after receipt of the response at Step Three, request
arbitration by providing written notice of same to the Employer.

The parties shall attempt to agree upon an arbitrator within five (5) business days after such notice.
If the parties do not agree upon an arbitrator within said five (5) day period, the referring party
shall, within twenty (20) business days thereafter, submit a written request with a copy to the other
party for a panel of seven (7) arbitrators from the Federal Mediation and Conciliation Service
(FMCS). Both the Employer and Union shall have the right to strike three (3) names from the
panel. The party requesting arbitration shall strike the first name; the other party shall then strike
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one (1) name. The process will be repeated, and the remaining person shall be the arbitrator. If
none of the names submitted satisfy either party, each party may reject the panel and request a new
one, no more than once per arbitration.

Upon request of either party, the parties shall meet prior to the scheduled arbitration hearing for
the purpose of conducting a pre-arbitration conference, to attempt to resolve the grievance prior to
arbitration. A meeting shall be held between the City Director of Human Resources, department
director, steward or local President, grievant and union representative. If the grievance is resolved
at this pre-arbitration conference, then the parties will equally split any fees assessed by the
arbitrator.

The arbitrator shall act in a judicial, not legislative capacity and shall have no right to recommend
to amend, modify, nullify, ignore, add to or subtract from the provisions of this Agreement. He
shall only consider and make a decision with respect to the specific issue submitted and shall have
no authority to make a decision on any other issue not so submitted to him. In the event the
arbitrator finds a violation of the terms of this Agreement, he shall fashion an appropriate remedy.
The arbitrator shall be without power to make a decision contrary to or inconsistent with or
modifying or varying in any way the application of laws and rules and regulations having the force
and effect of law or any City ordinance. The decision shall be based solely upon his interpretation
of the meaning or application of the express terms of this agreement to the Facts of the grievance
presented. A decision rendered consistent with the terms of this Agreement shall be final and
binding; further, the arbitrator shall be requested to issue his decision within thirty (30) days after
the conclusion of testimony and argument.

Expenses for the arbitrator's services and the proceedings shall be borne equally. However, each
party shall be responsible for compensating its own representatives and witnesses. If either party
desires a verbatim record of the proceedings, it may cause such a record to be made at its expense,
and the parties shall bear equally the cost of the copy to be furnished to the arbitrator. The time
limit for the Grievance and Arbitration procedures may be extended by mutual written agreement
of the Department and the Union representatives involved in each step. The term "business days"
as used in this Article shall mean the days Monday through Friday inclusive, and excludes
Saturdays, Sundays and holidays on which City Hall is closed.

Section C. Grievance Committees. Employees selected by the Union to act as Union
representative shall be known as "stewards”. Each division represented by the Union may have
only one steward. The names of employees selected as stewards and the names of other Union
representatives who may represent employees shall be certified in writing to the Employer by the
local Union, and the individuals so certified shall constitute the Union Grievance Committee.

All grievance committee meetings shall be held during working hours on the Employer's premises
in accordance with Article 20 (Union Business - on Employer's Time).

The purpose of grievance committee meetings will be to adjust pending grievances and to discuss

procedures for avoiding future grievances. In addition, the committee may discuss with the
department head other issues which would improve the relationship between the parties.
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Section D. Procedure in Disciplinary Action. In the event it becomes necessary to discipline an
employee by disciplinary layoff, the supervisor will make an effort to notify the departmental
steward before such action is taken. It shall be put in writing prior to discipline with a copy to the
employee and Union. If it is not possible to contact the departmental steward, the employee will
be placed on suspension and a meeting will be held the next working day. Any employee found
to be disciplined without just cause shall be compensated in full; provided, however, that the
parties by agreement or arbitrator may exercise discretion as to full, partial, or no back pay.

Section E. Expedited Grievances. Grievances may be filed at Step 2 of the grievance procedure
if the event giving rise to the grievance was precipitated by a management representative higher
than the immediate supervisor. The Union shall be required to carbon copy the grievance to the
employee’s immediate supervisor and the Director of Human Resources. In the event of a
discharge, a grievance may be filed at the third step of the grievance procedure and the Union will
be required to carbon copy the employee’s Department Head.

ARTICLE 165

Health and Safety

The Employer and the Union desire to maintain safe and efficient working conditions. The
Employer further agrees that employees may make suggestions to their appropriate supervisors
and/or Department Head in regard to safety.

The Employer and the Union agree that protecting the safety and health of employees in their work
environment requires the concern of both the Employer and Union.

In order to promote this concern among all employees, an overall Joint Safety Committee shall be
established. The Human Resources Director or his designee shall act as Coordinator. In addition,
such committee shall consist of three (3) members each from Union and Management.

To ensure maximum and active participation, each division as outlined in Article 1 shall consist
of a sub-committee of one (1) union member and one (1) management representative who shall be
responsible for the safety of their respective division as well as to provide input to the joint Safety
Committee.

The Joint Safety Committee shall:

1.  Meet at least once every other month on established dates, without loss of pay.

2. Make periodic inspections, no less than bi-annually, of protective equipment, facilities, and
to review safe work methods and conditions.

3. Shall receive input from sub-committees for their consideration.

4.  Make written recommendations on possible hazards which come to their attention. All
recommendations shall be forwarded to the area Division Head in which the problem exists
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and the Director of Human Resources. Such recommendation shall include a target date for
abatement, taking into consideration budgetary constraints.

5. Upon mutual agreement, additional individuals may be called into the Safety Committee
meeting.

6. Committee will establish guidelines for procedures and programs as outlined above;
provided, however, such procedures and programs shall not be limited to the above.

The Employer agrees that all employer owned vehicles shall be maintained so as to meet all
applicable safety codes. It shall be the responsibility of the employee assigned to such vehicle to
notify the supervisor of any safety violations. If the mechanic fails or is unable to make the
necessary repairs to the vehicle so as to render the driver liable for conviction of a moving traffic
violation, the employee shall not be required to operate said vehicle. Any dispute as to whether a
safety code violation exists shall be resolved by the Division Head.

ARTICLE 176

Equal Opportunity/Affirmative Action

Section A. Pledge Against Discrimination and Coercion. The provisions of this Agreement
shall be applied equally to all employees in the bargaining unit without discrimination as to race,
color, religion, sex, national origin, ancestry, political affiliation, age, marital status, sexual
orientation, military status, disability or any other legally protected status under federal and state
law. The Employer and the Union shall share equally the responsibility of applying this provision
of the Agreement.

The Employer agrees not to interfere, restrain, coerce, deter, or discourage employees from
becoming or remaining members of the Union or not becoming members of the Union, or
authorizing representation by a labor organization, or authorizing dues or fee deductions to a labor
organization. There shall also be no discrimination, interference, restraint or coercion by the
Employer or any Employer's representative, or the Union, or any Union representative against any
employee because of Union membership or because of lack of Union membership, or because of
any employee activity in an official capacity on behalf of the Employer or Union, or for any other
protected concerted activity .

Section B. Affirmative Action Plan/Policy of 1992.

Purpose of Policy. The purpose of this Policy is to reaffirm the City of Aurora's policy of non-
discrimination and to assign responsibilities for its execution and continuous review.

The Employer agrees to provide the Union with a copy of its current Affirmative Action Policy
and Plan, as amended from time to time.
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Statement of Policy. The policy of the City of Aurora is to adhere to equal employment
opportunity in the hiring and promotion of employees. The employment practice is to select the
best qualified persons available without regard to race, sex, marital status, military status, sexual
orientation, age, color, religion, disability, national origin or ancestry, or any other legally
protected status under federal and state law.

To the extent that the City of Aurora's government serves and represents all citizens of Aurora, so
shall its employment practice. Although the City can take pride in being an equal opportunity
employer, it must continue to strive to maintain and succeed in its goals.

Equal employment opportunity is a productive effort to achieve employment equality. The Civil
Rights Act of 1964 under Title VIl has mandated compliance to equal employment practice.
Therefore, the City of Aurora as an employer cannot condone employment practices which are
discriminatory in practice.

The Affirmative Action Plan for the City of Aurora shall be a comprehensive effort of the
Employer. The Plan will be monitored and periodically evaluated to ascertain the effectiveness of
its goals and policies. This evaluation will result in updating and modifying the Plan to meet
changing needs.

Section C. Anti-Harassment Policy. The Employer has in place an Anti-Harassment Policy. The
Employer agrees to provide the Union and each bargaining unit member with a copy of its current
Anti-Harassment Policy, as amended from time to time.

ARTICLE 187

General Provisions

Section A. Bulletin Boards. The Employer agrees to provide bulletin board space which may be
used by the Union for the following notices:

Notices of Union Meetings.

Notices of Union elections and the result where they pertain to the Employer's employees.
Notices of Union recreational and social events.

Other notices concerning Union affairs, which are not political or controversial in nature.

Apwnh e

It is agreed that all other notices prior to being posted shall be submitted to the Employer for its
approval.

It is further agreed that all notices including those posted by the Union as provided herein and
those posted by the Employer shall not be mutilated, destroyed or defaced by the employees. If
same should occur, the affected employee shall be subject to disciplinary action. Union materials
will be removed from the bulletin boards only by Union officials.
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The Union agrees that in no event shall such notices be politically partisan, derogatory or critical
of the Employer, of the Employer's officers, agents, supervisors, employees, departments or
subdivisions nor shall such notices be derogatory or critical of the services, techniques or methods
of the Employer.

There shall be no other general distribution or posting by employees or the Union, of pamphlets,
advertising or political matters, notices, or any kind of literature upon the Employer's premises
other than as herein provided.

Section B. Work Rules. When existing rules are changed or new rules established, they shall be
posted prominently on Union bulletin boards and shall be sent electronically to the AFSCME Local
1514 President and Vice President.

The Employer further agrees to furnish each employee with a copy of all existing work rules within
thirty (30) days after they become effective. The employer further agrees to meet with employees
at least once a year to review the changes, revisions, and additions to the work rules. New
employees shall be provided with a copy of the rules at the time of hire.

Employees shall comply with all existing rules that are not in conflict with the terms of the
Agreement, provided the rules are uniformly applied and uniformly enforced.

Employees covered under this Agreement will not be requested to assist in pulling wells.
Employees will not be requested to pick up residential garbage.

Water service lines of private owners will not be required to be repaired by City employees except
where damage was caused by City work; if damaged by a City contractor, contractor will be
required to repair or cause to be repaired.

Section C. Evaluations. The Union and the Employer encourage periodic evaluation conferences
between the employee and his/her supervisor to discuss work performance, job satisfaction, work-
related problems, and the work environment. If work performance problems are identified, the
supervisor shall offer constructive suggestions and shall attempt to aid the employee in resolving
the problem.

Employees shall be evaluated in writing midway and at the end of their original probationary
period and yearly thereafter. The evaluation shall be discussed with the employee and the
employee shall be given a copy immediately after completion.

ARTICLE 198

Clothing, Tool, and Commercial Driver's License (CDL), Health and Fitness

Section A. Clothing Allowance.
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Division Heads shall determine whether and what employees shall be required to obtain and
wear uniforms. For those employees required, the Employer agrees to supply uniforms in
the manner described below. Provided, however, the cost of such shall not exceed that of
five (5) shirts and five (5) pairs of pants per employee in any one (1) year. Substitution of
insulated coveralls or T-shirts may be made in the above, up to the allotted amount. The cost
of uniform maintenance shall be borne by the employee.

A dollar amount for the cost of the above shall be determined by the Employer. To the extent
possible in an effort to obtain uniforms in a timely manner, alternative uniform sources will
be explored, communicated, and implemented as necessary by the Employer.

Employees shall be notified no later than February 15 of each calendar year that they may
order uniforms and shall receive written authorization to obtain the above items. New
employees will be issued authorization upon employment. All uniform items must be
obtained within sixty (60) days from issuance of authorization, if possible and subject to
availability.

All employees who are provided with uniforms are required to wear and use such uniforms
in accordance with departmental and Employer rules, regulations, and policies. These
employees are required to report for work with their uniforms clean and neat in appearance.
Unless authorized by the Employer, these employees shall only be authorized to wear their
uniforms while they are on duty (including during meal periods), and while they are in transit
to and from work.

It is the responsibility of employees to maintain a uniform and favorable impression in their
appearance. To that end, it is the responsibility of supervisors and Division/Department
Heads to ensure same.

Foul weather gear (hooded raincoat, rubberized pants, boots) shall be provided to the
employees whose work requires them in the divisions listed in Article 1.

The Employer agrees to furnish non-insulated coveralls to mechanics, Water Production
Workers | and 1l and those employees within the bargaining unit who are regularly required
to grease and oil their trucks or heavy equipment. It is understood that such coveralls are
furnished every two (2) years, or if irreparably damaged during working hours may be
replaced upon submission to the Division Head.

The Employer agrees to furnish gloves in a reasonable number to employees and to replace
all eyeglasses broken on the job provided that the employee wears straps securing eyeglasses
to the head.

It is the employee’s responsibility to pay for all lost articles of apparel (hooded raincoat,
rubberized pants, boots, and rental items). At the time of termination, it is the employee’s
responsibility to return those articles that the Employer directs to be returned before receiving
his final paycheck.
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6. The Employer agrees to reimburse employees up to $175.00 annually for work boots
purchased for the employee’s job. The employee must provide a receipt to the Department
or Division Head in order to get reimbursed. The Employer further agrees to replace, at the
full replacement value, work boots that are damaged in the course of work. The term
damaged will mean that the boots are unusable.

7. The Employer agrees to reimburse the employees up to $200.00 per contract for either one
Carhartt insulated coverall or one or more of the following: bib overalls and/or winter coat
and/or hooded sweat jacket; however, the Employer will only be responsible up to the cost
of $200.00. The City will pay to have the City logo embroidered on the jacket by a vendor
that is approved by the City. The employee must provide a receipt to the Human Resources
Department in order to get reimbursement. The Employer further agrees to replace, at the
full replacement value, jackets that are damaged in the course of work upon submission of
the proper form to their division head. The term damaged will mean that the jacket is
unusable.

Section B. Tool Allowance.

Technicians, Equipment Service Workers, and Maintenance Mechanics shall be granted tool
allowance as follows:

$1,000.00 annually
Water Production Worker 1l shall be granted annual tool allowances as follows:
$400.00 annually

The above is for the purpose of replacing tools needed in the performance of their jobs for the
Employer, or of purchasing tools newly required due to changes in technology or equipment. An
inventory of the technician and service worker tools shall be made at the beginning of employment
or within thirty (30) days after this Agreement is signed. All personal tools on the premises must
be accounted for on the inventory. Payment of the allowance or any portion thereof shall be made
only upon presentation to Human Resources a receipt showing the purchase and its cost and an
updated inventory list of the employees’ tools. If the replacement is made necessary by theft, a
full report of the circumstances and the time and place of the theft shall be provided to the
supervisor, within twenty-four (24) hours. If the technician's tools are all, or substantially,
destroyed or stolen through fire or burglary on Employer's premises, the tools inventoried will be
replaced by the Employer. Items that are not on the most current inventory list shall not be
reimbursed or replaced in the event of a loss.

Section C. Commercial Driver's License (CDL). The City agrees to pay the cost of the
Commercial Driver's

License on a one-time basis. The City will pay the differential between the current rate for renewal
CDL licenses and

the current rate for a regular driver’s license. The City also agrees to make training materials
available regarding the
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Commercial Driver's License.

Section D Health and Fitness. The City shall pay up to a maximum of $200.00 per calendar year
toward a membership in a health/exercise club. The City shall make payment to the employee
upon presentation of a receipt payment to the Human Resources Department. The Human
Resources Department shall administer this program.

ARTICLE 2018

Union Business - On Employer's Time

Section A. The Employer agrees that during working hours, on the Employer's premises and
without loss of pay, Union representatives so designated in writing by the Union to the Employer
shall be allowed to:

1. Attend negotiating meetings with the Employer.

2. Transmit communications authorized by the local union and/or its officers to the
Employer or its representatives.

3. Consult with the Employer or his representative or other Union Officers concerning the
enforcement of any provisions of this Agreement.

4. Grievant(s), and/or union grievance representative(s) will be permitted reasonable time
without loss of pay during their working hours to investigate and process grievances; the
above parties to notify their appropriate supervisors prior to processing a grievance.

5. The Employer agrees that accredited representatives of the Union who are not employees
of the City shall be granted permission to talk to Union officers and their representatives
during working hours. However, the visitor or visitors must inform the supervisor and/or
Director of the division that he wishes to talk with Union employees. This is not to be
construed to apply to meetings of more than fifteen (15) minutes in duration.

6. Meet with newly hired bargaining unit employees, within the employee’s first two (2)
weeks of employment, at a time mutually agreeable to the parties for an orientation which
shall be provided by the Union. The Union orientation period shall be no more than one
(1) hour and shall take place during the employee’s regular working hours with no loss
of pay to the employees involved.

The City and Union agree the intent of Section A is that employees must notify and receive
permission of their supervisor prior to discussing union business on city time, excepting rest
periods and lunch. Such permission shall not be unreasonably denied. Meetings will be conducted
in a manner as not to impede normal operations. Employees will be directed by the Union to adjust
problems through the designated union stewards and representatives. It is further agreed that the
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Union will advise Human Resources in writing which union representatives are designated to use
paid time, as well as unpaid union time, per Section B below.

Section B.

1. Three (3) representatives of the Union may be granted time off with pay at the written
request of the Union to attend Union activities. The request for time off shall be given
to the Department Director two (2) weeks in advance.

2. The number of representatives selected to attend such Union activities shall not exceed
one (1) employee from any single job classification unless otherwise agreed to by the Director of
the department.

3. The total number of working days allowed for such Union activities shall not exceed
fifteen (15) per year for these representatives taken cumulatively. Three (3) Union
representatives shall be allowed to attend union activities up to a five (5) day maximum,
unpaid. In the year of the international convention, the total number of working days
allowed for such union activities shall not exceed eighteen (18) per year for these
representatives.

4. Union Executive Board Members on the second shift shall be permitted up to six (6)
hours per month paid time off to attend Executive Board meetings and/or General
Membership meetings. Any time beyond six (6) hours in a month must be approved by
the Director of Human Resources.

ARTICLE 210

Group Insurance

Section A. Employees. The Employer presently has in force a complete group life and
hospitalization insurance program including City comprehensive Medical Plan and an HMO
covering all AFSCME Local 1514 employees and their dependents, which coverage provides
benefits that are effective the first day of the month following the commencement of full-time or
permanent part-time employment. With respect thereto, the Employer agrees to pay premiums
thereon, except as provided below. Effective January 1, 2015 bargaining unit employees shall no
longer be eligible to participate in the City’s “Plan B” but instead shall be eligible to participate in
the City’s 2015 “Plan C” or HMO complete Group Hospitalization Program during the term of
this Agreement; provided, however, the City reserves the right to make any changes, reductions,
modifications, deletions, or improvements with respect to employee health insurance (including
but not limited to changes in insurance carriers, insurance plans, benefit levels, deductibles, co-
payment levels, opting for self-insurance, etc.), (“Modifications”) as it deems appropriate,
(“Discretionary Authority”) so long as the Modifications are equally applicable to regular, non-
exempt and exempt full-time unrepresented City employees. The City shall not increase
deductibles, co-payment levels, out of pocket maximums, prescription and office visit co-pays,
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physician services co-pays, and/or facility co-pays by more than fifty (50%) percent of the levels
in place as of the date of implementation of Plan C under this Agreement.

The City’s Discretionary Authority shall expire after the City implements Modifications, if any,
for the 2017 plan year, which the parties’ recognize may be implemented notwithstanding any
contract termination. The group hospitalization coverage implemented for the 2017 plan year shall
be continued for bargaining unit employees during the remainder of the term of the Agreement
then in effect, except as otherwise provided in the Agreement.

Nothing in the Agreement shall prevent the Employer from offering employees an optional
alternative medical insurance plan with varying levels of benefits, deductibles and co-pays so long
as the Employer continues to offer a group medical program substantially similar to that provided
to regular, non-exempt and exempt full-time unrepresented City employees.

Effective January 1, 2015, full time employees (employees scheduled to work at least 35 hours)
and permanent part time employees (employees scheduled to work at least 20 hours, but less than
35 hours) shall pay, toward the premium for City/HMO health insurance coverage in accordance
with their chosen tier of coverage which rate and percentage may be adjusted from time to time.
Such premium amounts will be payable each pay period.

(HMO)
(Full & part time employees)
Employee 2.5% of gross pay

Employee + Child 2.75% of gross pay
Employee + Spouse  3.0% of gross pay
Employee + Family  3.25% of gross pay

(PPO)
(Full & part time employees)
Employee 3.0% of gross pay

Employee + Child 3.25% of gross pay
Employee + Spouse  3.5% of gross pay
Employee + Family  3.75% of gross pay

Effective Julyanuary 1, 2024, eligible employees shall pay the following, prorated by payroll
period, toward the premium for City/HMO health insurance coverage in accordance with their
chosen tier of coverage, which rate and percentage may be adjusted from time to time. Such
premium amounts will be payable each pay period.

HMO, PPO, HDHP or Indemnity

Employee 2018:5% of Prevailing Premium
Employee + Child  2018-5% of Prevailing Premium
Employee + Spouse  2018-5% of Prevailing Premium
Employee + Family 2018-5% of Prevailing Premium
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One Time Payment for Switching from PPO to HMO

1. Upon ratification of this agreement, the City will provide bargaining unit members
currently enrolled in the PPO Plan a one-time incentive payment for switching to the City’s
HMO Plan.

2. The opportunity will remain open for a period of 60 days from ratification.

3. Any employees who switches from PPO to HMO during this 60-day period shall be paid
$1000.00 by the City, subject to withholding.

4. In the event the employee switches back from HMO to PPO at either the fall, 2015 open
enrollment, or the fall, 2016 open enrollment, the employee will re-pay the $1000.00 to the
City.

Section B. Opt Out. The City will permit any or all employees to opt out, during open enrollment
or as a result of a life change, of the City PPO or HMO insurance plan, provided such employee
provides proof of other health insurance at the time of opt out. During each full calendar month an
employee is not covered by a City/HMO insurance plan, the City will pay such an employee the
amount of $250 per month. Any employee who opts out may apply to re-enroll at the next annual
open enrollment period or as a result of a life change, pursuant to the City health insurance plan.

Section C. Section 125 Flex Plan. In consideration for the contributions made by employees
toward health insurance premiums, the Employer shall establish and maintain in effect a plan to
exclude such payments for health benefits from their gross income pursuant to Title 26 USC 125.
Such plan shall be effective January 1, 1994.

Section D. Disabled Employee Continued Health Coverage. Effective January 1, 2000, the
group insurance coverage provided above shall be made available at the current retiree rate,
adjusted from time to time, to any disabled employee who is granted statutory disability pension.
Every six (6) months, eligible disabled employees shall be requested to sign an affidavit stating
that they have not been eligible for medical benefits as a result of any new employment during the
preceding six (6) months.

Section E. Group Life Insurance. The Employer presently has in force a group life insurance
program covering all AFSCME 1514 employees scheduled to work at least 20 hours per week.
The Employer also provides supplemental life insurance, which the employee may purchase for
themselves and their dependents. The full cost of supplemental life insurance shall be paid by the
employee.
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Section F. Continued Health Coverage. The city shall provide continued health coverage under
the provisions of P.L. 99-272, Consolidated Omnibus Budget Reconciliation Act (COBRA),
subject to current federal law and any amendments which may be annexed thereto. Provided,
however, it is the responsibility of the employee to make application for such.

Section G. Compliance with Health Care Legislation

1. Nothing herein shall limit the right of the City to make any and all changes it deems
necessary to insure the insurance it provides pursuant to this Agreement complies with
the Affordable Care Act (ACA) or any other state or federal insurance and/or health care
reform.

2. The parties recognize that if the ACA’s “Cadillac Tax” (the excise tax on high cost
employer sponsored coverage) is implemented, such tax will likely have a very high cost
impact on the City. Accordingly:

a). the parties agree to meet and discuss at the City’s request for purposes of reviewing
the potential impact of the Cadillac Tax as more information becomes available; and

b). the parties further agree that the Cadillac Tax impact will be a priority consideration
at the next round of bargaining.

Section H. Insurance Cost Containment Committee. Upon ratification of this Agreement, the
City and Union will establish an Insurance Cost Containment Committee, comprised of 3
representatives from the Union, and 3 representatives of the City. In the event the City
establishes such a committee including a number of its bargaining units, the Union will be given
equal representation with the other included bargaining units. The purpose of the committee will
be to review health insurance coverage options such as cost saving revisions to existing
coverages, the provision of new coverage options, wellness and the like.

Section I. Notice of Changes Pursuant to Subsection A or G; Meet and Confer. In the event
the City determines to institute changes in accordance with subsections A or G above, the City
shall provide the Union Board with at least forty-five (45) days written advance notice of the
changes. At the Union Board’s request, the City and Union will meet and confer during the next
fifteen (15) days to discuss the reason for the City’s proposed action. If the City determines to
proceed with the change, it will provide employees at least (30) days prior written notice of the
change and if the change is not in conjunction with the annual open enrollment period, the City
will provide for a special open enrollment period. In the event the Union determines to grieve the
City’s determination, the time for filing a grievance will be measured from the effective date of
such a change.

Section J. Retired Employees Eligibility for Health Insurance. Any employee retiring from
the Employer shall be eligible for health insurance under the Employer's group health insurance
program. For purposes of this Section “Retiring” shall mean that time in which the employee
ceases employment with the City of Aurora by giving timely written notice of his/her chosen date
of retirement and the employee is eligible to draw retirement/pension benefits from the Illinois
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Municipal Retirement Fund. The retiring employee will be allowed to elect, at the time of
retirement and on a one-time basis only, single and/or dependent coverage.

Retiree rates for retirees hired on or after January 1, 2010 are as follows:
Those retiring with twenty (20) or more years of City service credit will pay forty percent (40%)
of the prevailing premium in retirement, as adjusted from time to time.

Those retiring with less than twenty (20) years of City service will pay one hundred percent (100%)
of the prevailing premium in retirement, as adjusted from time to time.

Retiree Rates for Retirees Hired Prior To January 1, 2010:

The group insurance coverage shall be made available at twenty-three percent (23%) for retiree;
thirty-one percent (31%) for retiree + 1; and thirty-two percent (32%) for retiree + family of the
prevailing premium, as adjusted from time to time.

A retired employee, who by virtue of new employment becomes eligible for group health benefits
as a result of such employment, may choose to continue coverage with the City of Aurora provided,
however, that such retiree must utilize his/her new employer's health insurance plan as their
primary insurance and the City of Aurora's insurance as secondary and supplemental only.

Supplemental insurance coverage for covered retirees and spouses reaching age sixty-five (65)
shall be as provided for in City of Aurora Health Insurance Plan Document. The group insurance
coverage shall be made available at twenty-three percent (23%) for retiree; thirty-one percent
(31%) for retiree + 1; and thirty-two percent (32%) for retiree + family of the prevailing premium,
as adjusted from time to time.

Any increase in the annual contribution shall be capped at 20% of the previous year’s annual
contribution.

Upon attaining the age of 65, the premium paid by the retiree will be frozen at whatever applicable
premium level being paid at that time.

Once a retiree opts out or is cancelled for non-payment of the Employer's health insurance plan,
that action shall be final and said retiree shall not be allowed to retain coverage through the City
of Aurora again.

Section K. Dental Insurance. The Employer provides to the employees covered herein, the same
dental coverage as it offers to other City employees. For dental insurance only, employees shall
pay the same contribution toward premium costs for such coverage as is paid by other City
employees.
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ARTICLE 221

Physical Examination

Once during the term of this Agreement, each employee shall undergo a general physical
examination with the employee's personal physician. All costs for said examination shall be borne
by the Employer.

The results of the physical examination shall remain confidential and shall be considered
privileged information between the employee and his/her physician. The Employer shall not be
entitled to see, nor have access to, the results or obtain copies thereof. Upon completion of the
physical examination, the employee will deliver to the City Human Resources Department a
simple written statement from his/her physician that he/she has been examined.

The medical information which is contained in an employee's personal medical records as a result
of the physical examination will not be used against the employee in any action seeking his/her
disability, suspension, termination, or discharge from City employment. In addition, the Employer
agrees not to seek the results of same by subpoena.

If appointments are scheduled during the employee's regular work hours, the employee shall
receive his regular compensation.

ARTICLE 232

Savings Provision

If any term or provision of this Agreement is, at any time during the life of this Agreement, in
conflict with any applicable valid federal or state law, including the State Statutes which govern
Employer's form of government, Civil Service and City Ordinances, such term or provision shall
continue in effect only to the extent permitted by such law, provided that such articles or parts of
articles cannot be amended to be applied and valid under federal and/or state laws. If, at any time
thereafter, such term or provision is no longer in conflict with any federal or state law, such term
or provision, as originally embodied in this Agreement, shall be restored in full force and effect.
If any term or provision of this Agreement is or becomes invalid or unenforceable, such invalidity
or unforceability shall not affect or impair any other term or provision of this Agreement.

ARTICLE 243

No Strike - No Lockout

The Union agrees that neither it nor any of its members, officers, or agents will call, institute,
authorize, instigate, promote, sponsor, participate in, sanction or ratify any strikes, work stoppage,
slow-down or withholding of services during the term of this Agreement. Any or all employees
who violate any provisions of this Article may be discharged or otherwise disciplined by the
Employer. The Employer will not lock out any employees during the term of this Agreement as a
result of a labor dispute with the Union.
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ARTICLE 254

Effect of Agreement

The Employer and the Union 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 from the area of collective bargaining.

Accordingly, the Employer and Union hereby understand and agree that:

1.

This Agreement embodies the complete and final understanding reached by the parties as
to the wages, hours, and terms and conditions of employment for employees covered
by this Agreement.

This Agreement may not be supplemented or amended during its term except by the written
mutual agreement of the Employer and the Union.

The Union agrees that the Employer shall not be obligated to bargain collectively with the
Union during the term of this Agreement with respect to any matter pertaining to or having
an impact on wages, hours and terms and conditions of employment. Any bonafide past
practice shall not be unilaterally changed. When past practices conflict with the express
terms of the contract, the contract shall prevail.

The terms and provisions herein contained constitute the entire Agreement between the
parties and supersede all previous communications, representatives, or agreements, either
verbal or written, between the parties hereto.

Whenever the male pronoun or adjective is used in this Agreement, it shall be construed to
include the female unless otherwise specified.

Should there exist a conflict between Civil Service rules and regulations and this collective
bargaining agreement, this collective bargaining agreement shall prevail.

ARTICLE 265

Equal Responsibility

The parties acknowledge that the terms contained in this Agreement are the result of full, frank
and arms-length negotiations between the parties. Accordingly, the parties assume equal
responsibility for the inclusion of each and every provision in this Agreement.
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ARTICLE 276

Seniority Lists/Personnel Transactions

The City and the Union agree to comply with the Illinois Public Labor Relations Act as amended

by Public Act 101-0620. The City and the Union further agree that any alleged violation of Public

Act 101-0620 will be resolved in accordance with Article 15, Grievance and Arbitration.
ARTICLE 287

Inspection of Personnel Files

Upon written request by an employee, the Employer shall permit an employee to inspect his
personnel file pursuant to the Personnel Records Review Act (ILCS 1994 Chapter 820 Act 40).
The personnel file will be available within five working days after the request is presented to the
Human Resources Department. The employee may authorize that a Union Representative have
access to his file and may accompany him in reviewing his file.

ARTICLE 298

Labor Management Meetings

A joint Labor Management Committee shall be established, such Committee to be composed of a
maximum of three (3) representatives each for both the Union and the Employer, with these
representatives to be selected and designated by the Union and the Director of Human Resources
respectively.

The Committee shall meet at such times as may be mutually agreed upon for the purpose of
discussing and attempting to resolve any problems of common interest to the parties; thereby
building a climate of mutual understanding and respect. Whenever the Union or the Employer
desires such a meeting, it shall submit a written request for a meeting to the other party, along with
an agenda setting forth the proposed subject matters to be discussed.

Union Committee members shall be granted time off with pay to attend the labor-management
meetings.

ARTICLE 3029

Term of Agreement

This Agreement shall be effective as of the 1st day of January 2021 and shall remain in full force
and effect until the 31st day of December 2024. It shall be automatically renewed from year to
year thereafter unless either party shall notify the other in writing at least ninety (90) days prior to
the anniversary date that it desires to modify this Agreement.
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In the event that such notice is given, negotiations shall begin no later than sixty (60) days prior to
the anniversary date. This Agreement shall remain in full force and be effective during the period
of negotiations and until notice of termination of this Agreement is provided to the other party in
the manner set forth in the following paragraph. Negotiations shall be considered to continue
during any period while the parties have agreed to submit disputes or new agreements to mediation
by such State or Federal Mediation Agency as may be agreed upon.

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.

The Employer will be represented by no more than five (5) individuals and the Union will be
represented by no more than five (5) individuals in negotiations.

FOR LOCAL 1514, COUNCIL 31, FOR THE CITY OF AURORA:
AMERICAN FEDERATION OF STATE,

COUNTY, AND MUNICIPAL
EMPLOYEES AFL/CIO:

Mayor
City Clerk
AMERICAN FEDERATION OF STATE,
COUNTY, AND MUNICIPAL
EMPLOYEES AFL/CIO:
Staff Representative Date Executed
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PROMOTION/DEMOTION
LABOR SUPERVISOR/AFSCME LOCAL 1514

It is understood and agreed to by and between the City of Aurora, the Aurora Supervisor’s
Association and AFSCME Council 31 for and on behalf of Local Union 1514 as follows:

1. Whenever any future openings occur for the position of Labor Supervisor, such jobs will
be posted for bids, provided the opening has not been filled from within the Aurora
Supervisor’s Association. Such bid will be posted on the employee bulletin board in each
department for a period of five (5) working days, setting forth the required knowledge,
skills, ability, pay grade and job description. Bids for such positions shall be made in
writing with the Department of Human Resources. Bids will be taken from all qualified
AFSCME Local 1514 bargaining unit members. First consideration shall be given to
qualified bidders from within the Division where the opening occurs. An employee will
be returned to his/her former position any time during the first three (3) months after
filling such position due to inability to perform the duties and responsibilities of the new
position.

2. At the time of promotion, the successful candidate’s seniority shall be frozen in his/her
respective classification, upon reentry into the bargaining unit an employee’s seniority
shall include the time frozen in his/her previous AFSCME bargaining unit classification
but exclude time served as a Labor Supervisor.

3. Should there be a valid, necessary reason for the Employer to return a Labor Supervisor
to the AFSCME bargaining unit, be it budgetary, disciplinary or other, Labor Supervisors
shall have the right to return to their former position in the bargaining unit, should an
opening be available. AFSCME Local 1514 and the Aurora Supervisor’s Association
shall be given ten (10) working day’s prior notification of Labor Supervisors who will be
returned to the AFSCME bargaining unit. No vacancy shall be filled in this manner if
there are employees on layoff or subject to layoff who have contractual rights to such
position, nor shall a bargaining unit employee be laid off or displaced as a result of the
above.

Ruben Delgado, President Date
AFSCME L.U. No. 1514

Alisia Lewis, Chief Human Resources Officer Date

Chris Linville Date
Aurora Supervisor’s Association

Staff Representative Date
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APPENDIX A

LABOR AGREEMENT WAGE SCHEDULE- TIER 1 EMPLOYEES (hired on or before

(ratification date))

CITY OF AURORA - LOCAL #1514/COUNCIL 31 A.F.S.C.M.E./AFL/CIO

CITY COUNCIL RESOLUTION NO. __ DATED ___

A. The following schedule of hourly base pay rates shall take effect retroactively to
the first payroll paid on or after January 1, 20251 which represents an approximate
42.5% increase over the previous labor agreement.

Job i : Salary

Code Position Title Grade 2 3 4 5 6 7
700 g/lEARl\IleCEENV?/(N)gEER 713 26.92 28.03 29.18 30.33 31.49 32.66 33.90
701 gég\ll-ll-él-—:“v(\)/gRKER 713 26.92 28.03 29.18 30.33 31.49 32.66 33.90
705 \éVéA‘ATDEERMETER 716 30.33 31.49 32.66 33.90 35.29 36.66 38.08
725 \L/JVEIF‘QEE(RSERVICE 716 30.33 31.49 32.66 33.90 35.29 36.66 38.08
738 'I_IORTICULTURALIST 716 30.33 31.49 32.66 33.90 35.29 36.66 38.08
739 ZOOKEEPER I 716 30.33 31.49 32.66 33.90 35.29 36.66 38.08
710 yvgg\lgggﬁNCE 717 3149 32.66 33.90 35.29 36.66 38.08 39.66
707 LAB TECHNICIAN I 718 32.66 33.90 35.29 36.66 38.08 39.66 41.25
735 E’E‘EKIIRNEGR'\:IETER 718 32.66 33.90 35.29 36.66 38.08 39.66 41.25
736  HORTICULTURIST Il 718 32.66 33.90 35.29 36.66 38.08 39.66 41.25
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737

743

730

740

744

746

734

750

755

745

758

760

780

765

770

WATER
PRODUCTION
WORKER |

EQUIPMENT
SERVICE WORKER

CUSTOMER SERVICE
WORKER

MAINTENANCE
WORKER II

PLANT OPERATOR
TRAINEE

ZOOKEEPER II

LAB TECHNICIAN 11

WATER METER
REPAIRER

PARKING METER
REPAIRER Il

PLANT OPERATOR |

WATER
PRODUCTION
WORKER II

MAINTENANCE
WORKER 1

EQUIPMENT
TECHNICIAN

PLANT OPERATOR II

MAINTENANCE
MECHANIC

718

718

719

719

719

719

720

720

720

721

721

722

722

723

723

32.66

33.90

35.29

36.66

38.08

39.66

41.25

32.66

33.90

35.29

36.66

38.08

39.66

41.25

33.90

35.29

36.66

38.08

39.66

41.25

42.93

33.90

35.29

36.66

38.08

39.66

41.25

42.93

33.90

35.29

36.66

38.08

39.66

41.25

42.93

33.90

35.29

36.66

38.08

39.66

41.25

42.93

35.29

36.66

38.08

39.66

41.25

42.93

44.70

35.29

36.66

38.08

39.66

41.25

42.93

44.70

35.29

36.66

38.08

39.66

41.25

42.93

44.70

36.66

38.08

39.66

41.25

42.93

44.70

46.52

36.66

38.08

39.66

41.25

42.93

44.70

46.52

38.08

39.66

41.25

42.93

44.70

46.52

48.53

38.08

39.66

41.25

42.93

44.70

46.52

48.53

39.66

41.25

42.93

44.70

46.52

48.53

50.33

39.66

41.25

42.93

44.70

46.52

48.53

50.33
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A shift differential, as provided for in Article 13, Section B, is available to the
above listed employees. Employees who work a regular second shift will
receive an additional one dollar ($1.00) per hour in addition to the above rates
and employees assigned to work a regular third shift will receive an additional
one dollar and fifty cents ($1.50) per hour in addition to the above rates.
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APPENDIX A

LABOR AGREEMENT WAGE SCHEDULE TIER 1 EMPLOYEES (hired on or before

(ratification date))

CITY OF AURORA - LOCAL #1514/COUNCIL 31 A.F.S.C.M.E./AFL/CIO

CITY COUNCIL RESOLUTION NO._DATED __

The following schedule of hourly base pay rates shall take effect retroactively to the
first payroll paid on or after January 1, 20262, which represents an approximate
43:5% increase over the previous year’s wage agreement.

Job " : Salary

Code Position Title Grade 1 2 3 4 5 6 7
700 g/IEARI\EIIEEENV?/ggiER 713 28.00 29.15 30.35 31.54 32.75 33.97 35.26
701 géRN\I/Tlél-E”V(\)/(N)RKER 713 28.00 29.15 30.35 31.54 32.75 33.97 35.26
705 \F/QVSA-\FDEERMETER 716 31.54 32.75 33.97 35.26 36.70 38.13 39.60
725 \L/JVTOI;IKTEKRSERVICE 716 31.54 32.75 33.97 35.26 36.70 38.13 39.60
738 II_IORTICULTURALIST 716 31.54 32.75 33.97 35.26 36.70 38.13 39.60
739 ZOOKEEPER I 716 31.54 32.75 33.97 35.26 36.70 38.13 39.60
710 \I)AV,S:?NIIIEESiD\NCE 717 32.75 33.97 35.26 36.70 38.13 39.60 41.25
707 LAB TECHNICIAN I 718 33.97 35.26 36.70 38.13 39.60 41.25 42.90
735 EAE‘EAKIIRNEGR'\:IETER 718 33.97 35.26 36.70 38.13 39.60 41.25 42.90
736 HORTICULTURIST II 718 33.97 35.26 36.70 38.13 39.60 41.25 42.90
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718

718

719

719

719

719

720

720

720

721

721

722

722

723

723

33.97

35.26

36.70

38.13

39.60

41.25

42.90

33.97

35.26

36.70

38.13

39.60

41.25

42.90

35.26

36.70

38.13

39.60

41.25

42.90

44.65

35.26

36.70

38.13

39.60

41.25

42.90

44.65

35.26

36.70

38.13

39.60

41.25

42.90

44.65

35.26

36.70

38.13

39.60

41.25

42.90

44.65

36.70

38.13

39.60

41.25

42.90

44.65

46.49

36.70

38.13

39.60

41.25

42.90

44.65

46.49

36.70

38.13

39.60

41.25

42.90

44.65

46.49

38.13

39.60

41.25

42.90

44.65

46.49

48.38

38.13

39.60

41.25

42.90

44.65

46.49

48.38

39.60

41.25

42.90

44.65

46.49

48.38

50.47

39.60

41.25

42.90

44.65

46.49

48.38

50.47

41.25

42.90

44.65

46.49

48.38

50.47

52.34

41.25

42.90

44.65

46.49

48.38

50.47

52.34
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B. A shift differential, as provided for in Article 13, Section B, is available to the above
listed employees. Employees who work a regular second shift will receive an
additional one dollar ($1.00) per hour in addition to the above rates and employees
assigned to work a regular third shift will receive an additional one dollar and fifty
cents ($1.50) per hour in addition to the above rates.
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APPENDIX A

LABOR AGREEMENT WAGE SCHEDULE TIER 1 EMPLOYEES (hired on or before

(ratification date))

CITY OF AURORA - LOCAL #1514/COUNCIL 31 A.F.S.C.M.E./AFL/CIO

CITY COUNCIL RESOLUTION NO._DATED __

A. The following schedule of hourly base pay rates shall take effect on or after January
1, 20237, which represents an approximate 43-56% increase over the previous year’s

wage agreement.

Job " : Salary

Code Position Title Grade 1 2 3 4 5 6 7
700 g/IEARI\EIIEEENV?/ggiER 713 29.12 30.32 31.56 32.80 34.06 35.33 36.67
701 géRN\I/Tlél-E”V(\)/(N)RKER 713 29.12 30.32 31.56 32.80 34.06 35.33 36.67
705 \F/QVSA-\FDEERMETER 716 32.80 34.06 35.33 36.67 38.17 39.66 41.18
725 \L/JVTOI;IIIQ(RSERVICE 716 32.80 34.06 35.33 36.67 38.17 39.66 41.18
738 II_IORTICULTURALIST 716 32.80 34.06 35.33 36.67 38.17 39.66 41.18
739 ZOOKEEPER I 716 32.80 34.06 35.33 36.67 38.17 39.66 41.18
710 \I)AV,S:?NIIIEESiD\NCE 717 34.06 35.33 36.67 38.17 39.66 41.18 42.90
707 LAB TECHNICIAN | 718 35.33 36.67 38.17 39.66 41.18 42.90 44.62
735 EAE‘EAKIIRNEGR'\:IETER 718 35.33 36.67 38.17 39.66 41.18 42.90 44.62
736 HORTICULTURIST I 718 35.33 36.67 38.17 39.66 41.18 42.90 44.62
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719

719

720

720

720

721

721

722

722

723

723

35.33

36.67

38.17

39.66

41.18

42.90

44.62

35.33

36.67

38.17

39.66

41.18

42.90

44.62

36.67

38.17

39.66

41.18

42.90

44.62

46.44

36.67

38.17

39.66

41.18

42.90

44.62

46.44

36.67

38.17

39.66

41.18

42.90

44.62

46.44

36.67

38.17

39.66

41.18

42.90

44.62

46.44

38.17

39.66

41.18

42.90

44.62

46.44

48.35

38.17

39.66

41.18

42.90

44.62

46.44

48.35

38.17

39.66

41.18

42.90

44.62

46.44

48.35

39.66

41.18

42.90

44.62

46.44

48.35

50.32

39.66

41.18

42.90

44.62

46.44

48.35

50.32

41.18

42.90

44.62

46.44

48.35

50.32

52.49

41.18

42.90

44.62

46.44

48.35

50.32

52.49

42.90

44.62

46.44

48.35

50.32

52.49

54.43

42.90

44.62

46.44

48.35

50.32

52.49

54.43
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B. A shift differential, as provided for in Article 13, Section B, is available to the above
listed employees. Employees who work a regular second shift will receive an
additional one dollar ($1.00) per hour in addition to the above rates and employees
assigned to work a regular third shift will receive an additional one dollar and fifty
cents ($1.50) per hour in addition to the above rates.
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APPENDIX A

LABOR AGREEMENT WAGE SCHEDULE TIER 1 EMPLOYEES (hired on or before

(ratification date))

CITY OF AURORA - LOCAL #1514/COUNCIL 31 A.F.S.C.M.E./AFL/CIO

CITY COUNCIL RESOLUTION NO._DATED __

The following schedule of hourly base pay rates shall take effect retroactively to the
first payroll paid on or after January 1, 20284, which represents an approximate
43:5% increase over the previous year’s wage agreement.

Job " : Salary

Code Position Title Grade 1 2 3 4 5 6 7
700 g/IEARI\EIIEEENV?/ggiER 713 30.28 31.53 32.82 34.11 35.42 36.74 38.14
701 géRN\I/Tlél-E”V(\)/(N)RKER 713 30.28 31.53 32.82 34.11 35.42 36.74 38.14
705 \F/QVSA-\FDEERMETER 716 34.11 35.42 36.74 38.14 39.70 41.25 42.83
725 \L/JVTOI;IKTEKRSERVICE 716 34.11 35.42 36.74 38.14 39.70 41.25 42.83
738 II_IORTICULTURALIST 716 34.11 35.42 36.74 38.14 39.70 41.25 42.83
739 ZOOKEEPER I 716 34.11 35.42 36.74 38.14 39.70 41.25 42.83
710 \I)AV,S:?NIIIEESiD\NCE 717 35.42 36.74 38.14 39.70 41.25 42.83 44.62
707 LAB TECHNICIAN I 718 36.74 38.14 39.70 41.25 42.83 44.62 46.40
735 EAE‘EAKIIRNEGR'\:IETER 718 36.74 38.14 39.70 41.25 42.83 44.62 46.40
736 HORTICULTURIST Il 718 36.74 38.14 39.70 41.25 42.83 44.62 46.40
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44.62
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39.70

41.25

42.83

44.62

46.40

48.30

38.14

39.70

41.25

42.83

44.62

46.40

48.30

38.14

39.70

41.25

42.83

44.62

46.40

48.30

39.70

41.25

42.83

44.62

46.40

48.30
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39.70

41.25

42.83

44.62

46.40

48.30

50.28

39.70

41.25

42.83

44.62

46.40

48.30

50.28

41.25

42.83

44.62

46.40

48.30

50.28
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41.25

42.83

44.62

46.40

48.30

50.28

52.33

42.83

44.62

46.40

48.30

50.28

52.33
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44.62

46.40

48.30

50.28

52.33

54.59

44.62

46.40

48.30

50.28

52.33

54.59

56.61

44.62

46.40

48.30

50.28

52.33

54.59

56.61
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B. A shift differential, as provided for in Article 13, Section B, is available to the above
listed employees. Employees who work a regular second shift will receive an
additional one dollar ($1.00) per hour in addition to the above rates and employees
assigned to work a regular third shift will receive an additional one dollar and fifty
cents ($1.50) per hour in addition to the above rates.
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APPENDIX A
LABOR AGREEMENT WAGE SCHEDULE TIER 2 EMPLOYEES (hired after (ratification date))
CITY OF AURORA - LOCAL #1514/COUNCIL 31 A.F.S.C.M.E./AFL/CIO
CITY COUNCIL RESOLUTION NO. _DATED __

l. A The following schedule of hourly base pay rates shall take effect retroactively to the first payroll paid on or after
January 20252, which represents an approximate 42.5% increase over the previous years’ wage.

Pay

Pos Title Grade 1 2 3 4 5 6 7 8 9 10 11 12 13
MAINTENANCE

700 | SERVICE Al3 26.92 | 27.49 | 28.10 | 28.74 29.39 30.07 30.75 31.42 32.15 32.86 33.61 34.36 35.13
WORKER 2333 | 23.85| 2438 | 2493 | 2549 26-08 2667 | 2425 | 27487 2850 2015 | 2980 3047
SANITATION

701 | SERVICE Al3 26.92 | 27.49 | 28.10 | 28.74 29.39 30.07 30.75 31.42 32.15 32.86 33.61 34.36 35.13
WORKER 2333 | 2385 | 2438 | 2493 | 2549 26.08 2667 | 2425 | 2787 2850 2045 | 2980 3047

705 \éVg\I'EI)ESRMETER Alb6 30.33 (31.01 | 31.69 | 32.42 33.13 33.88 34.63 35.42 36.24 37.01 37.87 38.75 39.60

725 \l/Jv'gll:_zlleYRSERVICE Al6 30.33 | 31.01 | 31.69 | 3242 | 33.13 33.88 34.63 | 35.42 | 36.24 37.01 37.87 | 38.75 39.60

738 HORTICULTURIST Al6 30.33 [ 31.01| 31.69 | 3242 | 33.13 33.88 3463 | 3542 | 36.24 37.01 37.87 | 38.75 39.60

739 | ZOOKEEPER I Al6 30.33 [ 31.01 | 31.69 | 3242 | 33.13 33.88 3463 | 3542 | 36.24 37.01 37.87 | 38.75 39.60




MAINTENANCE

710 | o N A17 | 31.49 |32.19 | 3201 | 3365 | 34.40 | 35.19 | 3597 | 36.81 | 37.63 | 3845 | 3933 | 4021 | 4112

707 :_ABTECHNICIAN Al8 32.66 |33.40 | 34.14 | 3491 35.70 36.50 37.30 38.18 39.02 39.89 40.79 41.72 42.64

735 ;é?KIIRNSRMETER Al8 32.66 | 33.40 | 34.14 | 34.91 35.70 36.50 37.30 38.18 39.02 39.89 40.79 41.72 42.64

736 | 1ORTCULTURIST ) a1g | 3266 | 3340 | 3414 | 3091 | 3570 | 3650 | 37.30 | 38.18 | 39.02 | 3989 | 4079 | 4172 | 4264
WATER

737 | PRODUCTION Al8 32.66 |33.40 | 34.14 | 34.91 35.70 36.50 37.30 38.18 39.02 39.89 40.79 41.72 42.64
WORKER | 2832 | 2807 | 2061 | 3027 | 30.07 | 3165 | 3236 | 3311 | 3384 | 3460 | 3537 | 3618 | 36.98
EQUIPMENT

743 | SERVICE Al8 32.66 |33.40 | 34.14 | 3491 35.70 36.50 37.30 38.18 39.02 39.89 40.79 41.72 42.64
WORKER 28.32 | 2807 | 2061 | 3027 | 30.07 | 3165 | 3236 | 3311 | 3384 | 3460 | 3537 | 3618 | 36.98
CUSTOMER

730 | SERVICE A19 | 33.90 |34.65 | 3543 | 3625 | 37.03 | 37.88 | 3876 | 39.61 | 4051 | 4141 | 4235 | 4331 | 44.26
WORKER 2040 | 3005 | 3073 | 3144 | 3213 | 3285 | 3361 | 34.36 | 3513 | 3501 | 3672 | 3756 | 38.39

740 \l\/\A/g:Qng—EEFL\IﬁNCE Al9 33.90 | 34.65| 3543 | 36.25 37.03 37.88 38.76 39.61 40.51 41.41 42.35 43.31 44.26

., | SIGN SHOP 16

— - | WORKER — 33.90 | 34.65| 3543 | 36.25 37.03 37.88 38.76 39.61 40.51 41.41 42.35 43.31 44.26
PLANT

744 | OPERATOR Al9 33.90 | 34.65| 3543 | 36.25 37.03 37.88 38.76 39.61 40.51 41.41 42.35 43.31 44.26
TRAINEE 2940 | 3005|3073 | 3144 | 3213 | 3285 | 3361 | 3436 | 3543 | 3501 | 3672 | 3756 | 38.39

746 | ZOOKEEPER Il A19 | 33.90 |34.65 | 3543 | 3625 | 37.03 | 37.88 | 3876 | 39.61 | 4051 | 4141 | 4235 | 4331 | 44.26

734 :_IABTECHNICIAN A20 35.29 | 36.06 | 36.88 | 37.71 38.53 39.42 40.30 41.23 42.16 43.09 44.06 45.06 46.06




WATER METER

Ml A20 | 3529 |36.06 | 36.88 | 3771 | 38.53 | 3942 | 4030 | 41.23 | 4216 | 43.09 | 44.06 | 4506 | 46.06
750 30.60 | 3128 | 3198 | 3271 | 3342 | 3418 | 3495 | 3575 | 3657 | 3737 | 38.22 | 3907 | 39.94

E'E\EL\(PF;ISR'\:IFTER A20 35.29 | 36.06 | 36.88 | 37.71 38.53 39.42 40.30 41.23 42.16 43.09 44.06 45.06 46.06
755 30.60 | 3128|3198 | 3271 | 3342 | 3418 | 3495 | 3575 | 3657 | 37.37 | 3822 | 39.07 | 39.94

PLANT

OPERATOR | A2l 36.66 | 37.47 | 38.31 | 39.19 40.05 40.97 41.88 42.85 43.78 44.78 45.79 46.82 47.85
745 3180 | 3249 | 33.23 | 3309 | 3473 | 3553 | 3632 | 37.16 | 37.07 | 3883 | 3071 | 4061 | 4150

WATER

PRODUCTION A21 | 36.66 |37.47 | 3831 | 3019 | 40.05 | 40.97 | 4188 | 42.85 | 4378 | 4478 | 4579 | 4682 | 47.85
758 | WORKER Il 31.80 | 3249 | 3323 | 3399 | 3473 | 3553 | 3632 | 3716 | 37.07 | 3883 | 39.71 | 4061 | 4150

\l\//lvg::leg-EEFg\lﬁll\ICE A22 38.08 | 38.92 | 39.79 | 40.70 41.62 42.52 43.48 44.49 45.47 46.49 47.55 48.63 49.71
760 33.02 |33.75| 3451 | 3520 | 3610 | 3687 | 37.71 | 3858 | 3943 | 4032 | 4124 | 4217 | 431

Eggﬁpl\wg:i}\l A22 38.08 | 38.92 | 39.79 | 40.70 41.62 42.52 43.48 44.49 45.47 46.49 47.55 48.63 49.71
780 33.02 |33.75| 3451 | 3520 | 3610 | 3687 | 37.71 | 3858 | 3943 | 4032 | 4124 | 4217 | 431

PLANT

CPERATOR I A23 | 39.66 | 4054 | 4145 | 4239 | 4336 | 4431 | 4531 | 46.35 | 4738 | 48.46 | 4954 | 50.65 | 5179
765 3439 | 3516 | 3595 | 3676 | 37.60 | 3843 | 3030 | 4019 | 4109 | 4208 | 4296 | 4392 | 44.92

mlé(I:lTI—IAE[\l?:éNCE A23 39.66 |40.54 | 41.45 | 42.39 43.36 44.31 45.31 46.35 47.38 48.46 49.54 50.65 51.79
770 3439 | 3516 | 3595 | 3676 | 37.60 | 3843 | 3930 | 4010 | 4109 | 4203 | 4206 | 4392 | 4492

B. A shift differential, as provided for in Article 13, Section B, is available to the above listed employees.
Employees who work a regular second shift will receive an additional one dollar ($1.00) per hour in addition to the above
rates and employees assigned to work a regular third shift will receive an additional one dollar and fifty cents ($1.50) per

hour in addition to the above rates




LABOR AGREEMENT WAGE SCHEDULE TIER 2 EMPLOYEES (hired after (ratification date))

APPENDIX A

CITY OF AURORA - LOCAL #1514/COUNCIL 31 A.F.S.C.M.E./AFL/CIO

CITY COUNCIL RESOLUTION NO. _DATED __

I A. The following schedule of hourly base pay rates shall take effect retroactively to the first payroll paid on or after January
| 20226, which represents an approximate 43.5% increase over the previous wage agreement.
Pay

Pos Title Grade 1 2 3 4 5 6 7 8 9 10 11 12 13
700 QAQSI:EENVC(N)EEER Al3 | 28.00 |28.59 |29.22 | 29.89 | 30.57 31.27 | 31.98 | 32.68 |33.44| 34.17 | 34.95 | 35.73 | 36.54
Fo1 gé‘g\qéglv?/gRKER Al3 | 28.00 |28.59|29.22 | 29.89 | 30.57 31.27 | 31.98 | 32.68 |33.44 | 34.17 | 34.95 | 35.73 | 36.54
705 \évEAATDEgRMETER Al6 | 31.54 |32.25|32.96| 33.72 | 34.46 35.24 | 36.02 36.84 |37.69 | 38.49 | 39.38 | 40.30 | 41.18
[25 \L/JVTO”F‘{E;{RSERWCE A16 | 31.54 |32.25|32.96 | 33.72 | 34.46 35.24 | 36.02 36.84 |37.69 | 38.49 | 39.38 | 40.30 | 41.18
38 | HORTICULTURIST | A16 | 31.54 |32.25|32.96| 33.72 | 34.46 35.24 | 36.02 36.84 |37.69 | 38.49 | 39.38 | 40.30 | 41.18
39 | ZOOKEEPER I Al16 | 31.54 |32.25|32.96 | 33.72 | 34.46 35.24 | 36.02 36.84 |37.69 | 38.49 | 39.38 | 40.30 | 41.18




MAINTENANCE

y10 WORKER | Al7 32.75 | 33.48 | 34.23 | 35.00 35.78 36.60 37.41 38.28 |39.14 | 39.99 | 40.90 | 41.82 | 42.76
y07 | LAB TECHNICIAN I Al8 33.97 | 34.74 | 35.51 | 36.31 37.13 37.96 38.79 39.71 | 40.58 | 41.49 | 42.42 | 43.39 | 44.35
35 | PARKING METER AlS8 33.97 | 34.74 | 35.51 | 36.31 37.13 37.96 38.79 39.71 |40.58 | 4149 | 42.42 | 43.39 | 44.35
REPAIRER 2031 | 2998 | 3665 | 3133 | 32b5 3246 | 3349 A2 | 3502 | 358F | 366F | 3445 | 3824
36 | HORTICULTURIST Il Al8 33.97 | 34.74 | 35.51 | 36.31 37.13 37.96 38.79 39.71 |40.58 | 4149 | 4242 | 43.39 | 44.35
WATER
37 | PRODUCTION Al8 33.97 | 34.74 | 35.51 | 36.31 37.13 37.96 38.79 39.71 |40.58 | 41.49 | 42.42 | 43.39 | 44.35
WORKER | 2031 | 2998 | 3665 | 3133 | 32b5 32+ | 3349 A2 | 3502 | 358F | 366F | 3445 | 3824
43 | EQUIPMENT AlS8 33.97 | 34.74 | 35.51 | 36.31 37.13 37.96 38.79 39.71 |40.58 | 41.49 | 4242 | 43.39 | 44.35
SERVICE WORKER 2031 | 2998 | 3665 | 3133 | 32b5 3246 | 3349 A2 | 3502 | 358F | 366F | 3445 | 3824
30 | CUSTOMER Al9 35.26 | 36.04 | 36.85 | 37.70 38.51 39.40 | 40.31 41.19 | 42.13 | 43.07 | 44.04 | 45.04 | 46.03
SERVICE WORKER 3043 | 3110 | 3181 | 3254 | 3325 3460 | 3449 3556 | 3636 | 3417 | 3801 | 3887 | 3943
MAINTENANCE Al9 35.26 | 36.04 | 36.85 | 37.70 38.51 39.40 | 40.31 41.19 | 42.13 | 43.07 | 44.04 | 45.04 | 46.03
/40 | WORKERIII 3043 | 33430 | 381 | 3254 | 3325 3480 | 344 3556 | 3686 | 3 | 388 | 3884 | 3543
SIGN SHOP A19
¥31 | WORKER 7 35.26 | 36.04 | 36.85 | 37.70 38.51 39.40 | 40.31 41.19 |42.13 | 43.07 | 44.04 | 45.04 | 46.03
PLANT OPERATOR Al9 35.26 | 36.04 | 36.85 | 37.70 38.51 39.40 | 40.31 41.19 | 42.13 | 43.07 | 44.04 | 45.04 | 46.03
(44 | TRAINEE 3043 | 33430 | 3E8F | 3254 | 3325 3480 | 344 3556 | 3686 | 3 | 388 | 3884 | 3543
46 | ZOOKEEPER Il Al9 35.26 | 36.04 | 36.85 | 37.70 38.51 39.40 | 40.31 41.19 | 42.13 | 43.07 | 44.04 | 45.04 | 46.03
LAB TECHNICIAN Il A20 36.70 | 37.50 | 38.36 | 39.22 40.07 41.00 | 41.91 42.88 |43.85| 44.81 | 45.82 | 46.86 | 47.90
/34 364 | 3234 | 3340 | 3385 | 3459 3538 | 3&H 300 | 385 | 3868 | 3556 | 4644 | 4534




WATER METER A20 36.70 | 37.50 | 38.36 | 39.22 40.07 41.00 | 41.91 42.88 |43.85| 44.81 | 45.82 | 46.86 | 47.90
/50 | REPAIRER 3164 | 3237 | 3330 | 3385 | 3459 3538 | 364 3400 | 3485 | 3868 | 3956 | 4044 | 4134
PARKING METER A20 36.70 | 37.50 | 38.36 | 39.22 40.07 41.00 | 41.91 42.88 |43.85| 44.81 | 45.82 | 46.86 | 47.90
/55 | REPAIRERII 364 | 3234 | 3340 | 3385 | 3459 3538 | 3&H 300 | 385 | 3868 | 3556 | 4644 | 434
PLANT OPERATOR | A21 38.13 | 38.97 | 39.84 | 40.76 41.65 42.61 43.56 44.56 | 45.53 | 46.57 | 47.62 | 48.69 | 49.76
/45 3291 | 3363 | 3439 | 3548 | 3585 36+ | 359 3646 | 3530 | 4649 | 4430 | 42083 | 42585
WATER
PRODUCTION A21 38.13 | 38.97 | 39.84 | 40.76 41.65 42.61 43.56 44.56 | 45.53 | 46.57 | 47.62 | 48.69 | 49.76
/58 | WORKER I 3291 | 3363|3439 | 3518 | 35085 3644 | 359 3846 | 3930 | 4619 | 4310 | 4203 | 4295
MAINTENANCE A22 39.60 |40.48 | 41.38 | 42.33 43.28 44.22 45.22 46.27 | 47.29 | 48.35 | 49.45 | 50.58 | 51.70
/60 | WORKER III 341E8 | 3493 | 3542 | 36563 | 3436 3846 | 3583 3903 | 4681 | 4443 | 4268 | 4365 | 4462
EQUIPMENT A22 39.60 | 40.48 | 41.38 | 42.33 43.28 44.22 45.22 46.27 | 47.29 | 48.35 | 49.45 | 50.58 | 51.70
/80 | TECHNICIAN 341E8 | 3493 | 3542 | 3653 | 3436 3846 | 3583 3903 4681 | 4443 | 4268 | 4365 | 4462
PLANT OPERATOR A23 41.25 | 42.16 | 43.11 | 44.09 45.09 46.08 47.12 48.20 |49.28 | 50.40 | 51.52 | 52.68 | 53.86
65 | Il 3559 | 3639 | 3421 | 3805 | 3892 3948 | 4068 4160 | 4253 | 4350 | 4446 | 4546 | 4649
MAINTENANCE A23 41.25 | 42.16 | 43.11 | 44.09 45.09 46.08 47.12 48.20 |49.28 | 50.40 | 51.52 | 52.68 | 53.86
(70 | MECHANIC 3559 | 3639 | 321 | 38085 | 3882 3948 | 4668 4160 | 4253 | 4350 | 4446 | 4546 | 4649

B. A shift differential, as provided for in Article 13, Section B, is available to the above listed employees. Employees who

work a regular second shift will receive an additional one dollar ($1.00) per hour in addition to the above rates and

employees assigned to work a regular third shift will receive an additional one dollar and fifty cents ($1.50) per hour in
addition to the above rates




LABOR AGREEMENT WAGE SCHEDULE TIER 2 EMPLOYEES (hired after (ratification date))

APPENDIX A

CITY OF AURORA - LOCAL #1514/COUNCIL 31 A.F.S.C.M.E./AFL/CIO

CITY COUNCIL RESOLUTION NO. _DATED __

20237, which represents an approximate 43-5% increase over the previous wage agreement.

The following schedule of hourly base pay rates shall take effect retroactively to the first payroll paid on or after January

Pay
bos Title Grade 1 2 3 4 5 6 7 8 9 10 11 12 13
MAINTENANCE 29.12 | 29.73 | 30.39 | 31.09 | 31.79 | 32.52 | 33.26 | 33.99 | 34.78 | 35.54 | 36.35 | 37.16 | 38.00
700 | SERVICE WORKER Al3 | 2500|2554 | 2643 | 2670 | 27.30 | 27.93 | 2857 | 2949 | 20.86 | 3053 | 3123 | 3192 | 3264
ro1 SANITATION SERVICE Al3 29.12 | 29.73 | 30.39 31.09 31.79 | 32.52 | 33.26 | 33.99 | 34.78 | 35.54 36.35 37.16 38.00
WORKER 2500 | 2554 | 2641 | 2670 | 27.30 | 27.93 | 2857 | 20.49 | 29.86 | 30.53 | 3123 | 3192 | 3264
y05 WATER METER Al6 32.80 | 33.54 | 34.28 35.07 35.84 | 36.65 | 37.46 | 38.31 | 39.20 | 40.03 40.96 41.91 42.83
READER 2817 | 28.81 | 29.44 | 3042 | 30.78 | 3148 | 3247 | 32.91 | 33.67 | 3439 | 3548 | 3600 | 36.79
725 | UTILITY SERVICE A16 | 32.80|33.54 | 34.28 | 35.07 | 35.84 | 36.65 | 37.46 | 38.31 | 39.20 | 2003 | 4096 | 41.91 | 42.83
WORKER 2817 | 28.81 | 29.44 | 3042 | 30.78 | 3148 | 3247 | 32.91 | 33.67 | 34.39 | 3518 | 36.00 | 3679
r38 Al6 32.80 | 33.54 | 34.28 35.07 35.84 | 36.65 | 37.46 | 38.31 | 39.20 | 40.03 40.96 41.91 42.83
HORTICULTURIST | 2817 | 28.81 | 29.44 | 3042 | 30.78 | 3148 | 3247 | 32.91 | 33.67 | 3439 | 3548 | 3600 | 3679
¥39 Al6 32.80 | 33.54 | 34.28 35.07 35.84 | 36.65 | 37.46 | 38.31 | 39.20 | 40.03 40.96 41.91 42.83
ZOOKEEPER | 2817 | 28.81 | 29.44 | 3042 | 30.78 | 3148 | 3247 | 32.91 | 33.67 | 3439 | 3548 | 3600 | 3679




10 | MAINTENANCE Al7 34.06 | 34.82 | 35.60 | 36.40 | 37.21 | 38.06 | 38.91 | 39.81 | 40.71 |41.59 | 42.54 43.49 44.47
WORKER | 2926 | 2900 | 30574 | 3127 | 3196 | 32740 | 3342 | 3419 | 3496 | 3542 | 3654 | 3435 | 3820
yo7 Al8 35.33 | 36.13 | 36.93 | 37.76 | 38.62 | 39.48 | 40.34 | 41.30 | 42.20 | 43.15 | 44.12 45.13 46.12
LAB TECHNICIAN I 3034 | 3E03 |32 | 3243 | 3 | 339% | 3466 | 3544 | 3625 | 34B6 | 389 | 3846 | 356E
35 | PARKING METER AlS8 35.33 | 36.13 | 36.93 | 37.76 | 38.62 | 39.48 | 40.34 | 41.30 | 42.20 | 43.15 | 44.12 45.13 46.12
REPAIRER 3034 | 3E03 |32 | 3243 | 3 | 339% | 3466 | 3544 | 3625 | 34B6 | 389 | 3846 | 356E
[36 Al8 35.33 | 36.13 | 36.93 | 37.76 | 38.62 | 39.48 | 40.34 | 41.30 | 42.20 | 43.15 | 44.12 45.13 46.12
HORTICULTURIST II 3034 | 3103 | 3172 | 3243 | 3317 | 3391 | 3466 | 3547 | 3625 | 3406 | 37489 | 3846 | 3961
37 | WATER PRODUCTION Al8 35.33 | 36.13 | 36.93 | 37.76 | 38.62 |39.48 | 40.34 | 41.30 | 42.20 | 43.15 | 44.12 45.13 46.12
WORKER | 3034 | 303 |32 | 3243 | 3 | 339% | 3466 | 3544 | 3625 | 34B6 | 389 | 3846 | 356
43 | EQUIPMENT SERVICE AlS8 35.33 | 36.13 | 36.93 | 37.76 | 38.62 | 39.48 | 40.34 | 41.30 | 42.20 | 43.15 | 44.12 45.13 46.12
WORKER 3034 | 3E03 |32 | 3243 | 3 | 339% | 3466 | 3544 | 3625 | 34B6 | 389 | 3846 | 356
30 | CUSTOMER SERVICE Al9 36.67 | 37.48 | 38.32 | 39.21 | 40.05 | 40.98 | 41.92 | 42.84 | 43.82 | 44.79 | 45.80 46.84 | 47.87
WORKER 3150 | 3219 | 3292 | 3368 | 3441 | 35190 | 3601 | 3680 | 3463 | 3844 | 3934 | 4623 | 4112
40 | MAINTENANCE Al9 36.67 | 37.48 | 38.32 | 39.21 | 40.05 |40.98 | 41.92 | 42.84 | 43.82 | 44.79 | 45.80 46.84 | 47.87
WORKER I 3450 | 3249 | 3292 | 3368 | 344F | 3510 | 3601 | 3680 | 3463 | 3844 | 3934 | 4623 | 442
[31 | SIGN SHOP WORKER Al9 36.67 | 37.48 | 38.32 | 39.21 | 40.05 | 40.98 | 41.92 | 42.84 | 43.82 | 44.79 | 45.80 46.84 | 47.87
44 | PLANT OPERATOR Al9 36.67 | 37.48 | 38.32 | 39.21 | 40.05 | 40.98 | 41.92 | 42.84 | 43.82 | 44.79 | 45.80 46.84 | 47.87
TRAINEE 3450 | 3249 | 3292 | 3368 | 344F | 35140 | 3601 | 3680 | 3463 | 3844 | 3934 | 4623 | 442
(46 Al9 36.67 | 37.48 | 38.32 | 39.21 | 40.05 | 40.98 | 41.92 | 42.84 | 43.82 | 44.79 | 45.80 46.84 | 47.87
ZOOKEEPERIII 3150 | 3219 | 3292 | 3368 | 3441 | 3510 | 3601 | 3680 | 3463 | 3844 | 3934 | 40623 | 4112
[34 A20 38.17 | 39.00 | 39.89 | 40.79 | 41.67 | 42.64 | 43.59 | 44.60 | 45.60 | 46.60 | 47.65 48.73 49.82
LAB TECHNICIAN II 3248 | 3350 | 3426 | 3503 | 3580 | 3662 | 3444 | 3830 | 3947 | 4003 | 46584 | 41386 | 4249




(50 | WATER METER A20 38.17 | 39.00 | 39.89 | 40.79 | 41.67 | 42.64 | 43.59 | 44.60 | 45.60 | 46.60 | 47.65 48.73 49.82
REPAIRER 3248 | 3350 | 3426 | 3503 | 3580 | 3662 | 3744 | 3630 | 39174 | 4003 | 4084 | 4186 | 4249
(55 | PARKING METER A20 38.17 | 39.00 | 39.89 | 40.79 | 41.67 | 42.64 | 43.59 | 44.60 | 45.60 | 46.60 | 47.65 48.73 49.82
REPAIRER lI 3248 | 3350 | 3426 | 3503 | 3580 | 3662 | 3444 | 3830 | 3947 | 4003 | 46584 | 486 | 4249
[45 A21 39.66 | 40.53 | 41.43 | 42.39 | 43.32 | 44.31 | 45.30 | 46.34 | 47.35 | 48.43 | 49.52 50.64 51.75
PLANT OPERATOR | 3406 | 3481 | 3559 | 3641 | 3/2% | 3606 | 3801 | 3981 | 4068 | 4160 | 4254 | 4350 | 4445
58 | WATER PRODUCTION A21 39.66 | 40.53 | 41.43 | 42.39 | 43.32 | 44.31 | 45.30 | 46.34 | 47.35 | 48.43 | 49.52 50.64 51.75
WORKER I 3406 | 3481 | 3559 | 3641 | 37421 | 3806 | 3801 | 39:81 | 4068 | 4160 | 4254 | 4350 | 4445
(60 | MAINTENANCE A22 41.18 | 42.10 | 43.04 | 44.02 | 45.01 | 45.99 | 47.03 | 48.12 | 49.18 | 50.28 | 51.43 52.60 53.77
WORKER Il 3538 | 3635 | 3694 | 3481 | 356+ | 3950 | 4040 | 4533 | 4224 | 4339 | 44 | 4538 | 4648
(80 | EQUIPMENT A22 41.18 | 42.10 | 43.04 | 44.02 | 45.01 | 45.99 | 47.03 | 48.12 | 49.18 | 50.28 | 51.43 52.60 53.77
TECHNICIAN 3538 | 3635 | 3694 | 37481 | 356+ | 3950 | 4040 | 4533 | 4224 | 4339 | 44 | 4538 | 4648
[65 A23 42.90 | 43.85 | 44.83 | 45.85 | 46.89 | 47.92 | 49.00 | 50.13 | 51.25 | 52.42 | 53.58 54.79 56.01
PLANT OPERATORI I 3684 | 3766 | 36851 | 3938 | 4028 | 4117 | 4210 | 43:06 | 4402 | 4502 | 4602 | 4465 | 4812
(70 | MAINTENANCE A23 42.90 | 43.85 | 44.83 | 45.85 | 46.89 | 47.92 | 49.00 | 50.13 | 51.25 | 52.42 | 53.58 54.79 56.01
MECHANIC 3684 | 3466 | 3851 | 3838 | 4828 | 4317 | 4210 | 4306 | 4402 | 4502 | 46082 | 4485 | 48R2

B. A shift differential, as provided for in Article 13, Section B, is available to the above listed employees. Employees who

work a regular second shift will receive an additional one dollar ($1.00) per hour in addition to the above rates and

employees assigned to work a regular third shift will receive an additional one dollar and fifty cents ($1.50) per hour in

addition to the above rates




APPENDIX A

LABOR AGREEMENT WAGE SCHEDULE TIER 2 EMPLOYEES (hired after (ratification date))

CITY OF AURORA - LOCAL #1514/COUNCIL 31 A.F.S.C.M.E./AFL/CIO

CITY COUNCIL RESOLUTION NO. _DATED __

A. The following schedule of hourly base pay rates shall take effect retroactively to the first payroll paid on or after January
20284, which represents an approximate 43.5% increase over the previous wage agreement.

Pay
Pos Title Grade 1 2 3 4 5 6 7 8 9 10 11 12 13
MAINTENANCE
700 | SERVICE Al3 | 30.28 | 30.92 | 31.61 | 32.33 | 33.06 | 33.82 | 34.59 35.35 36.17 36.96 37.80 | 38.65 | 39.52
WORKER 25:88 | 2643 | 2402 | 2763 | 2826 | 2891 | 2057 | 3621 | 30:9F | 31690 3232 | 3304 | 3348
SANITATION
701 | SERVICE Al13 | 30.28 | 30.92 | 31.61 | 32.33 | 33.06 | 33.82 | 34.59 35.35 36.17 36.96 37.80 38.65 | 39.52
WORKER 25:88 | 2643 | 2402 | 2763 | 2826 | 2891 | 2057 | 3621 | 36891 | 3160 32.32 | 33.04 | 33.78
705 \éVgI'DEII;RMETER Al6 | 34.11 | 34.88 | 35.65 | 36.47 | 37.27 | 38.12 | 38.96 39.84 40.77 41.63 42.60 43.59 | 44.54
725 \l}JVTOIEI}IgRSERVICE Al6 | 34.11 | 34.88 | 35.65 | 36.47 | 37.27 | 38.12 | 38.96 39.84 | 40.77 41.63 42.60 | 43.59 | 44.54
738 :—IORTICULTURIST Al6 | 34.11 | 34.88 | 35.65 | 36.47 | 37.27 | 38.12 | 38.96 39.84 40.77 41.63 42.60 43.59 | 44.54
739 | ZOOKEEPER I Al6 | 34.11 | 34.88 | 35.65 | 36.47 | 37.27 | 38.12 | 38.96 39.84 40.77 41.63 42.60 43.59 | 44.54

10




MAINTENANCE

710 | A AL7 |35.42 | 36.21|37.02|37.86 | 3870 |39.58 | 40.47 | 4140 | 4234 | 4325 | 4424 | 4523 | 4625

707 :_ABTECHNICIAN Al8 36.74 | 37.58 | 38.41 | 39.27 | 40.16 | 41.06 | 41.95 42.95 43.89 44.88 45.88 46.94 | 47.96

735 EAE\EAKIISSRMETER Al8 36.74 | 37.58 | 38.41 | 39.27 | 40.16 | 41.06 | 41.95 42.95 43.89 44.88 45.88 46.94 | 47.96

736 | HORTICULTURIST a1g | 3674 | 3758 | 38.41 | 3007 | 40.16 | 41.06 | 4195 | 4295 | 4389 | 4488 | 45.88 | 4694 | 47.96
WATER

737 PRODUCTION Al8 36.74 | 37.58 | 38.41 | 39.27 | 40.16 |41.06 | 41.95 42.95 43.89 44.88 45.88 46.94 | 47.96
WORKER | 3140 | 3212 | 32.83 | 33.57 | 34.33 | 3510 | 3587 | 3674 | 37.52 | 3836 | 39.22 | 4012 | 41.00
EQUIPMENT

743 SERVICE Al8 36.74 | 37.58 | 38.41 | 39.27 | 40.16 |41.06 | 41.95 42.95 43.89 44.88 45.88 46.94 | 47.96
WORKER 3140 | 3212 | 32.83 | 33.57 | 34.33 | 3510 | 3587 | 36.74 | 37.52 | 3836 | 39.22 | 4012 | 41.00
CUSTOMER

730 | SERVICE A19 | 3814|3898 |39.85|4078 | 4165 | 4262 | 43.60 | 4455 | 4557 | 4658 | 47.63 | 48.71 | 49.78
WORKER 3260 | 33.32 | 34.07 | 34.86 | 3561 |36.42 | 37.07 | 38.00 | 3805 | 39.82 | 4072 | 4164 | 4256

740 \EAVQ:QNI;FEEFL\LIAI\NCE Al19 38.14 | 38.98 | 39.85 | 40.78 | 41.65 | 42.62 | 43.60 44.55 45.57 46.58 47.63 48.71 | 49.78

2. | SIGN SHOP 1o

— | WORKER — | 38.14 | 38.98 | 39.85 | 40.78 | 41.65 | 42.62 | 43.60 44.55 45.57 46.58 47.63 48.71 | 49.78
PLANT

744 | OPERATOR Al9 38.14 | 38.98 | 39.85 | 40.78 | 41.65 |42.62 | 43.60 44.55 45.57 46.58 47.63 48.71 | 49.78
TRAINEE 32.60 | 33.32 | 3407 | 34.86 | 3561 |36.42 | 37.27 | 38.00 | 3805 | 39.82 | 4072 | 4164 | 4256

746 | ZOOKEEPER II A19 | 3814|3898 |39.85|4078 | 4165 | 4262 | 43.60 | 4455 | 4557 | 4658 | 47.63 | 48.71 | 49.78

734 :_IABTECHNICIAN A20 39.70 | 40.56 | 41.49 | 42.42 | 43.34 | 4435 | 45.33 46.38 47.42 48.46 49.56 50.68 | 51.81
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WATER METER

750 | VR A20 | 3970 | 40.56 | 4149 | 42.42 | 4334 | 4435 | 4533 | 4638 | 47.42 | 4846 | 49.56 | 5068 | 5181

755 E'EEAKII[R\ISRI\:IIETER A20 39.70 | 40.56 | 41.49 | 42.42 | 43.34 | 4435 | 45.33 46.38 47.42 48.46 49.56 50.68 | 51.81
PLANT

745 OPERATOR | A21 | 41.25|42.15 | 43.09 | 44.09 | 45.05 | 46.08 | 47.11 48.19 49.24 50.37 51.50 52.67 | 53.82
WATER

758 | PRODUCTION A21 | 4125 | 42.15 | 43.00|44.09 | 45.05 |46.08 | 47.11 | 4819 | 4924 | 5037 | 5150 | 5267 | 53.82
WORKER Ii 35.25 | 36.03 | 36.84 | 37.68 | 38.51 |39.39 | 4027 | 4120 | 4210 | 4306 | 4403 | 4502 | 46.01

760 yvg:QNI;rEEFL\Iﬁ\:\ICE A22 |42.83|43.78 | 44.76 | 45.78 | 46.81 | 47.83 | 48.91 50.04 51.15 52.29 53.49 54.70 | 55.92

780 E(Eg(lijll-lpl\ll\fgll\;i\-ll-\l A22 |42.83|43.78 | 44.76 | 45.78 | 46.81 | 47.83 | 48.91 50.04 51.15 52.29 53.49 54.70 | 55.92
PLANT

765 | oA ToR 1l A23 | 4462 | 4560 | 46.62 | 47.68 | 48.77 |49.84 | 50.96 | 5214 | 5330 | 5452 | 5572 | 56.98 | 58.25

770 MQCI:’?I{-I:D\EI\’]\:@NCE A23 | 44.62 | 45.60 | 46.62 | 47.68 | 48.77 | 49.84 | 50.96 52.14 53.30 54.52 55.72 56.98 | 58.25

B. A shift differential, as provided for in Article 13, Section B, is available to the above listed employees. Employees who

work a regular second shift will receive an additional one dollar ($1.00) per hour in addition to the above rates and

employees assigned to work a regular third shift will receive an additional one dollar and fifty cents ($1.50) per hour in
addition to the above rates
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APPENDIX B

Pay Steps and Promotion

1. Pay Steps
A. Existing employees grandfathered on current seven step (7) schedule so long as they

remain in the position they held as of ratification of the contract.

The step increases from 1 through 7 in the preceding schedules of Appendix A shall be applied in
accordance with Article 13, Section D, hereof, and shall be based upon the following periods of
service:

Step 1: Beginning rate at date of hire. +**

Step 2: After six (6) months of service in the position.

Step 3: After twelve (12) months of service in the position.

Step 4 After each additional twelve (12) months of service in the position.
Through 7:

+  Unless promoted to Step 2 in which case the employee moves to Step 4 after one (1) year in
promoted position.

**  The Employer may hire an individual, in accordance with the normal bidding practices in
one of the following positions at a rate higher than Step 1 if the individual has the
certifications required by the position and the required years of experience. The Employer,
however, will not hire an individual at a rate any higher than one step below the lowest
current employee in the same position.

Positions

Plant Operator |
Plant Operator 11
Lab Technician |
Lab Technician Il

The new rates determined by said step increases shall take effect at the beginning of the payroll
period during which the required period of creditable service is completed.

B. New Hire 13 Pay Steps- New pay schedule of 13 steps (steps at 2.25%) for new hires
after contract ratification.

Step 1: Beginning rate at date of hire. + **

Step 2: After six (6) months of service in the position

Step 3: After twelve (12) months of service in the position

Step 4: After each additional twelve (12) months of service in the position.
Through 13:

+  Unless promoted to Step 2 in which case the employee moves to Step 4 after one (1) year in
promoted position.



**  The Employer may hire an individual, in accordance with the normal bidding practices in
one of the following positions at a rate higher than Step 1 if the individual has the
certifications required by the position and the required years of experience. The Employer,
however, will not hire an individual at a rate any higher than one step below the lowest
current employee in the same position.

Positions

Plant Operator |
Plant Operator Il
Lab Technician |
Lab Technician Il

The new rates determined by said step increases shall take effect at the beginning of the payroll
period during which the required period of creditable service is completed.

2. Promotion
For employees hired prior to a contract ratification, on a one-time basis at their next promotion,
employees will receive a two-step increase in salary on the 13 step pay schedule.

The parties hereto mutually acknowledge that when an employee is promoted to a position in a
higher pay grade, the employee's salary shall be increased to the minimum rate for the higher grade.
In the case of overlapping pay steps and the employee to be promoted is at or above the minimum
step of the pay grade to which promoted, the promoted employee's salary shall be increased to the
dollar step in the new salary grade which represents at least a full step increase in salary. Provided
further, movement through the steps shall be in accordance with Section | above and new job date
shall be used for incremental purposes.

FOR LOCAL 1514, COUNCIL 31, FOR THE CITY OF AURORA:

AMERICAN FEDERATION OF STATE,
COUNTY, AND MUNICIPAL
EMPLOYEES AFL/CIO:

Mayor

City Clerk

AMERICAN FEDERATION OF STATE,
COUNTY, AND MUNICIPAL
EMPLOYEES AFL/CIO:



Staff Representative Date Executed



Appendix C

DRUG AND ALCOHOL TESTING POLICY

Section A. Policy Statement. In the interests of employing persons who are fully fit and capable

of performing their jobs, and for the safety and well-being of employees and residents, the
Employer establishes this drug and alcohol testing program that will allow the Employer to take
the necessary steps, including drug and/or alcohol testing, and which establishes when, where, how
and why an individual employee or applicant for employment may be tested, in order that the
Employer may maintain a drug/alcohol free workplace and comply with applicable state, and
federal law(s).

Section B. Definitions

1.

2.

“Drug(s)” shall mean any controlled substance listed in Chapter 56 1/2 of the Illinois
Revised Statutes, known as the Controlled Substances Act, or substances submitted in any
federal controlled substances laws, (such as those identified in Schedules I through V of
Section 202 of the Controlled Substances Act (21 U.S.C 8§812) and as further defined and
revised in federal regulations at 21 C.F.R Part 1308, in particular §81308.11-1308.15, and
21 CFR Parts 1300.01 and 1310), for which the person tested does not submit a valid
predated prescription. Thus, the term “drug(s)” includes both abused prescription
medications and illegal drugs. In addition, it includes “designer drugs” which may not be
listed in the Controlled Substances Act, but which have adverse effects on perception,
judgment, memory or coordination. Drugs covered by this Policy, include, but are not
necessarily limited to the following:

Opium Methaqualone Psilocybin-Psilocyn
Morphine Tranquilizers MDA
Codeine Cocaine PCP

Heroin Amphetamines Chloral Hydrate

Meperidine Phenmetrazine Methylphenidate
Cannabis/THC LSD Hash
Barbiturates Mescaline Hash Oil
Glutethimide Crack Steroids
Synthetlc/s_emlsynthetlc Hydrocodone Oxycodone
opiates
Fentanyl Oxymorphone Methadone
Phencyclidine Benzodiazepines Methamphetamine
MDMA

“Impairment” due to drugs and/or alcohol shall mean a condition in which the employee is
unable to properly perform his/her duties due to the effects of a drug and/or alcohol in
his/her body. Where impairment exists, or, in the case of alcohol is presumed pursuant to
Section G hereof, incapacity for duty shall be presumed.



The term “drug abuse” includes the use of any controlled substance which has not been
legally prescribed and/or dispensed, or the use of a legally prescribed drug for which a
valid, predated prescription has not been submitted as provided in this Policy, along with
a listing of known side effects.

The term “designer drug” is a term coined to describe psychoactive drugs which are
created to get around existing drug laws, usually by modifying the molecular structure of
existing drugs to varying degrees or less commonly by finding drugs with entirely
different chemical structures that produce similar subjective effects to illegal recreational
drugs.

The term “alcohol abuse” means the use of alcohol on or prior to duty, such that at any
time during working hours, the level of alcohol indicated in Section G can be detected via
breath, or urine sample testing and thus the employee will be presumed to be impaired
due to the use of alcohol.

“Positive Test Results” shall mean a positive result on both a confirming test and initial
screening test. If the initial test is positive, but the confirming test is negative, the test
results will be deemed negative and no action will be taken. A positive confirming test
result is one where the specimen tested contained alcohol, breath alcohol drug or drug
metabolite concentrations at or above the concentration levels specified in Sections F and
G.

“On Duty”/”Workday” shall mean during normal working hours and includes “on call”
and “standby” duty times, as well as overtime duty hours.

Section C. Prohibitions. Employees shall be prohibited from:

1.

Consuming or possessing illegal drugs or cannabis/THC at any time during or prior to the
work day, on any of the Employer’s premises or job sites, including all of the Employer’s
buildings, properties, vehicles and the employee’s personal vehicle while engaged in the
business of the Employer or other location at which the Employee is to perform work.

Possessing, using, selling, purchasing or delivering any illegal drug or cannabis/THC
during the workday. (The employer and the union agree that neither party condones the
off duty possession, use, sale, purchase or delivery of any illegal drug by an employee
and further agree that the employer may discipline any employee who engages in such
conduct, in accordance with the provisions of Articles 14 and 15 of the Labor Agreement.)

Consuming or possessing alcohol at any time during the workday, on any of the
employer’s job sites, including all of the Employer’s buildings, properties, vehicles and
the employee’s personal vehicle while engaged in the business of the Employer and/or at
any time prior to the work day such that at any time during working hours, the level of
alcohol indicated in Section G can be detected as provided in Section B (5) or as otherwise
prohibited pursuant to applicable state and federal law(s).



4.  Operating a commercial motor vehicle within four (4) hours after using alcohol or, when
the Employee’s motor senses, sight, hearing, balance, reaction, reflexes, or judgment are
or may be presumed affected by drugs or alcohol.

5. Failing to produce a valid pre-dated prescription for any medication that produces any
known adverse side effect should the employee become impaired while on duty.
Employees are required to provide such notice to their Department Head if such
prescription drug might cause impairment while on duty.

6. Employees will not be disciplined until determined guilty if accused or charged with
possession, use or sale of an illegal substance off duty only.

Violation of these prohibitions will result in progressive disciplinary action, as hereinafter
set forth.

Section D. The Administration of Tests

1. Informing Applicants and Employees Regarding Drug and Alcohol Testing

All employees and applicants for employment will be fully informed, in writing, of the
Employer’s drug and alcohol testing policy. Applicants for employment may undergo drug
testing as part of the pre-hiring process. A clean drug test may be required before an offer of
employment is extended. Employees will be provided with information concerning the impact
of the use of drugs/alcohol on job performance. In addition, the Employer will inform the
employees of how the test is conducted, when the test will be conducted, what the test can
determine, and the consequences of testing positive for drug/alcohol use. All newly hired
employees will be provided this information on their initial date of hire. No employee shall be
tested unless this information has been provided to him/her.

2. When a Test May be Compelled

Random drug/alcohol testing of employees who hold a commercial driver’s license shall be
accomplished only in compliance with applicable state and federal law(s). Where a Supervisor
has reasonable suspicion as defined herein, an employee may be required to report for drug
/alcohol testing. An employee also may be required to report for testing when the employee has
suffered a workplace injury or has been involved in an accident resulting in damage to persons,
property, or vehicles. A drug test may be required when an employee has been arrested or
indicted for conduct involving illegal drug related activity, on- or off-duty.

When an employee is ordered to submit to testing, the employee may produce a valid, pre-dated
prescription, at which time the determination shall be made whether the test shall continue.
Such production must occur at the time the testing order is given. The Human Resources
Director or designee must confirm the reasonable suspicion of drug or alcohol abuse. The
Union shall be notified, and the Employer shall inform the employee of his/her right to consult
with a Union representative before submitting to the test. The Employer shall arrange for a
drug/alcohol test. Refusal of an Employee to comply with the order for a drug/alcohol screening
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will be cause for discipline up to and including discharge. The Union shall designate a list of
alternative Union officers or members to be notified.

3. Reasonable Suspicion Standard

Reasonable suspicion exists if specified objective facts and circumstances warrant rational
inferences that a person is abusing, in possession of, and/or is impaired due to alcohol and/or
drug abuse. Reasonable suspicion will be based upon the following:

a) Observable phenomenon, such as direct observation of use, possession, and/or the
evidence of individual symptoms of impairment resulting from drug or alcohol
abuse; and/or

b) Information provided by an identifiable, reliable, and credible source which can be
independently corroborated.

4.  Order to Submit to Testing

When an employee is ordered to submit to testing, the Employer shall provide the employee
and the Union with a written notice of the order as soon as reasonably possible. Such written
notice shall be given not later than twenty-four (24) hours following the order for a random
test, and not later than eight (8) hours for all other testing. The written notice shall set forth all
of the objective facts and reasons for the order to test. The employee shall be allowed to
consult with a representative of the Union at the time the order is given. Every employee
subject to post-accident testing shall remain readily available for such testing or be deemed to
have refused the test. A refusal to submit to such testing may subject the employee to
discipline, up to and including discharge. Any employee who takes or does not take the test
shall not be construed to have waived any objection or rights that he/she may have. When
testing is ordered, the employee will be immediately removed from duty and placed on paid
leave pending the receipt of results. Employees shall provide a sufficient sample of the
pertinent material for testing purposes, or unless medically unable, shall be deemed to have
refused to test and therefore be subject to discipline up to and including discharge.

Section E. Conduct of Tests. In conducting the testing herein specified, the Employer shall:

1. Use only a clinical laboratory or hospital facility that is licensed pursuant to the Illinois
Clinical Laboratory Act, that is accredited DHHS OR SAMHSA.

2. Establish a chain of custody procedure consistent with DOT regulations for both the sample
collection and testing that will ensure the integrity of the identity of each sample and test
result.

3. Provide the employee tested with an opportunity to have the additional sample tested by a
SAMHSA-accredited clinical laboratory or hospital facility of the employee’s own
choosing, at the employee’s own expense; provided the employee notifies the City of the
desire to do so within four (4) business days of receiving notification of positive test results.
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Require that the laboratory or hospital facility report to the Employer when a breath or urine
sample is positive only if both the initial screening and confirmation tests are positive
including for a particular drug, and the Medical Review Officer verifies the result (in a drug
test situation). The parties agree that should any information concerning such testing or the
results thereof be obtained inconsistent with the understanding expressed herein, the
Employer and the Union shall not use such information in any manner or forum adverse to
the employee's interest, except as otherwise required in compliance with applicable State
and Federal law.

Require that with regard to alcohol testing, for the purpose of determining whether the
employee is under the influence of alcohol, test results showing an alcohol concentration
of .02 or more based upon the grams of alcohol per 100 millimeters of blood be considered
positive, and results showing an alcohol concentration of .0199 or less shall be considered
negative.

Provide each employee tested with a copy of all information and reports received by the
Employer in connection with the testing and the results;

Ensure that no employee is subject to any adverse employment action except temporary
reassignment or leave with pay during the pendency of any testing procedure. Any such re-
assignment or leave shall be immediately discontinued in the event of a negative test result,
and all records of the testing procedure will be expunged from the employee’s personnel
files except as otherwise required to be maintained and/or disclosed in compliance with
applicable state and federal law(s);

The testing, results and circumstances requiring the testing are confidential and will be held
in the highest degree of confidence, to be disclosed only in compliance with applicable state
and federal laws.

Section F. Drug Testing Standards

1.

Initial Screening Test Standards
A. The following initial immunoassay test cutoff levels shall be used
when screening specimens to determine whether they are positive
for the following ten (10) drugs/classes of drugs:

Initial Test Level

Amphetamines 500 ng/ml
Barbiturates 300 ng/ml
Benzodiazepines 300 ng/ml
Cocaine metabolites 150 ng/ml
Marijuana metabolites/THC 50 ng/ml
Methadone 300 ng/ml



Methaqualone 300 ng/ml

Opiate metabolites 2000 ng/ml
Phencyclidine 25 ng/ml
Propoxyphene 300 ng/ml

B. The following initial immunoassay test cutoff levels shall be used
when screening specimens for random drug testing for CDL
holders to determine whether they are positive for the following
five (5) drug/classes of drugs:

Initial Test Level

Amphetamines 500 ng/ml
Cocaine 150  ng/ml
Marijuana/THC 50 ng/ml
Opiate 2000 ng/ml
Phencyclidine 25 ng/ml

Confirmatory Test Standard
A. All specimens identified as positive on the initial screening test
shall be confirmed using GC/MS techniques at the cutoff levels
listed below. All confirmations shall be by quantitative analysis.

Confirmatory Test Level

Amphetamine 250 ng/ml
Barbiturates 200 ng/ml
Benzodiazepines 200 ng/ml
Cocaine metabolites 100 ng/ml
Marijuana metabolites/THC 15 ng/ml
Methadone 200 ng/ml
Methaqualone 200 ng/ml
Opiates 2000 ng/ml
Phencyclidine 25 ng/ml
Propoxyphene 200 ng/ml

B. All specimens identified as positive on the initial screening test
shall be confirmed using GC/MS techniques at the cut off levels
listed below for random drug testing of CDL holders. All
confirmations shall be made by quantitative analysis.



Confirmatory Test Level

Amphetamines 250 ng/ml
Cocaine 100 ng/ml
Marijuana/THC 15 ng/ml
Opiates 2000 ng/ml
Phencyclidine 25 ng/ml

3. Changes in Test Standards

The cutoff levels may be amended during the term of this agreement,
based on newly adopted-DHHS/SAMSHA screening and confirmatory
standards. The City agrees to notify the Union President in writing of
any changes to cutoff levels.

Section G. Alcohol Test Standards. Impairment due to alcohol use/abuse shall be presumed
upon a breath alcohol

content of .02 or more. No employee shall be allowed to drive a city vehicle upon a breath alcohol
concentration of

0.02 or greater.

Section H. Voluntary Request for Assistance. The Employer shall take no adverse
employment action against an employee who voluntarily seeks treatment, through the
Employer’s EAP Program, or through one of the Employer’s health care providers
and/or referrals, for an alcohol or drug related problem, other than that the Employer
may place the employee on leave during treatment or otherwise re-assign job duties as
necessary and as available. However, the protection afforded by this Section shall not
be available if the request follows an order to submit to testing, the pendency of an
automatic order to submit to testing (i.e. post-accident), violation of Section C3 or if the
employee acted in violation of rules of conduct which otherwise provide an independent
basis for disciplinary action. The Employer shall make available through its Employee
Assistance Program a means by which the employee may obtain referrals and treatment.
All such requests shall be confidential. When undergoing treatment, employees shall
be allowed to: 1) use accumulated sick leave; and/or 2) paid leave; and/or 3) be placed
on unpaid leave; and/or 4) be transferred to a position for which he/she is fit, if available.
Employees who hold a commercial driver’s license shall be subject, however, to a
Substance Abuse Professional evaluation and return-to-duty drug/alcohol testing prior
to any such return-to-work in compliance with state and federal law(s).
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Section I._Discipline. All discipline in situations involving a positive test shall be administered
as specified herein:

1. First Positive
In the first instance that an employee tests positive for drugs or if found to meet or exceed
the breath alcohol level specified in Section G, the employee may be subject to a suspension
not to exceed twenty (20) calendar days. The foregoing limit on suspension is conditioned
upon the employee agreeing to:

a.  Undergo appropriate treatment as determined by the physician(s)
involved;

b.  Discontinue use of drugs or abuse of alcohol;

c.  Complete the course of treatment prescribed, possibly including
an “after-care” group, for a period of up to twelve months;

d. Employees who hold a commercial driver’s license shall submit
to random testing during working hours for a period of at least
twelve (12) months. Such testing shall occur a minimum of six
(6) times during such time period. Non-commercial driver’s
license holders shall submit to random testing during working
hours for a period of up to twelve (12) months. Such testing shall
not occur more than six (6) times during such time period,;

e.  On a one time basis, in the event an employee is subjected to a
random test, and there is a confirmed breath alcohol level between
.02 and .0399, there shall be no discipline imposed for the first
such result, provided the employee agrees to a counseling
program as determined by the City. If the employee does not have
a confirmed drug or alcohol result for a period of two (2) years
from the date the employee has completed the counseling
program, the violation shall be expunged.

Employees who do not agree to the foregoing, shall be subject to discipline, up to and
including discharge. The Employer may use the positive test as evidence in any
disciplinary proceeding. Such evidence shall not be deemed to be conclusive, nor shall
it preclude the introduction of other evidence.

2. Second or Subsequent Positive
Employees who test positive for the presence of drugs or alcohol a second or
subsequent time during the course of their employ with the Employer shall be
subject to discipline up to and including discharge.

3. Expungement of Record
An employee shall have his/her record expunged of any record of positive tests if after a
period of five (5) years from a positive test, no subsequent positive test occurs, except as
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such records may be otherwise required to be maintained pursuant to state and federal
law(s).

Section J. Insurance Coverage. The Employer shall provide health insurance, which may cover
all or a portion of the cost of the EAP program. The insurance should provide for both outpatient
and in-patient treatment depending on the appropriate course of action in each employee’s case.

Section K. Duty Assignment. If the nature of the EAP or treatment program allows the employee
to continue to work during treatment, the Employer may reassign the Employee to other duties as
available or place the Employee on leave of absence. If an employee participates in an in-patient
program, which precludes continued employment, the employee shall be granted leave to do so.
At the end of such leave, the employee shall be returned to his former position with no loss of
seniority and accumulated benefits. An employee may use accumulated sick leave or disability
benefits, or other accrued paid leave during the period of his/her treatment leave.

Employees who voluntarily report to their Department Head that they are taking prescribed or
over-the-counter medication that has adverse side effects which interfere with the employee’s
ability to perform his/her normal duties, may be temporarily reassigned with full pay to other
duties, or be placed on sick leave, paid leave of absence, or unpaid leave of absence.

Section L. Confidentiality of Test Results. The results of drug and alcohol tests will be disclosed
to the person tested, the Department Head, Chief Administrative Service Officer, the Human
Resources Director, the Mayor and such other officials who are required to be notified by law.
Test results will not be disclosed externally except where required for disciplinary purposes or to
defend against any grievances, unemployment or workers compensation claims, or other litigations
or to comply with applicable state and federal law(s). All records in this regard will be kept and
maintained in the office of the Human Resources Director or designee. If the employee consents
in writing, test results will be disclosed to the employee’s Union President or designee.

Section M. Right to Contest. The Union and/or the employee, with or without the Union, shall
have the right to file a grievance concerning any discipline or testing permitted by this Agreement.

Section N. Indemnification. The employer agrees to hold the Union harmless and to bear
reasonable expenses incurred by the Union in defending litigation arising solely out of the
employer’s activities in carrying out the drug/alcohol-testing program.
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Letter of Understanding

THE CITY OF AURORA
(a.k.a: The Employer)
&

AFSCME LOCAL 1514

RE:
Parks Operations and Maintenance Only

Between June 1% and August 31%, a minimum of one qualified bargaining unit employee
in Parks Operations and Maintenance will be on call during week-end hours on a rotating
basis for purposes of assisting MSW’s or seasonal employees. In all other instances, the
overtime call-in list and procedure will be utilized. In addition, per past practice, MSW’s
will not operate tractors, end loaders, forklifts, skidsters, bucket trucks or garbage trucks

that are normally operated by higher classification bargaining unit employees. (This does
not apply to Zoo and Golf Course divisions.)

For the City of Aurora

For AFSCME Council 31 Local 1514

DATE
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