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AGREEMENT

This agreement, entered into this November 23, 2@t@een the City of Peoria, lllinois (the Employtiye City)
and the American Federation of State, County anditjpal Employees, Local 3464 (AFSCME, the Union):

PREAMBLE
WHEREAS, the City and Union have endorsed the mestand procedures of collective bargaining asraahd
orderly way of conducting their relations with caother; and
WHEREAS, it is the intent and purpose of the part@éset forth herein their agreement coveringsrafepay,
wages, hours of work, and other conditions of eymlent; and to provide a procedure for the equitahnled

peaceful resolution of differences;

NOW, THEREFORE, in consideration of the mutual piserand agreements herein contained, the parties do
mutually promise and agree as follows:

Vi



ARTICLE 1
RECOGNITION

SECTION 1.1 — UNION RECOGNITION: The City recognizes the Union as the sole antlsike bargaining
agent for the purpose of bargaining the wages,shand terms and conditions of employment, forwdlitime
employees (those employees who are scheduled to4@adnours each week on a year round basis) andarggart
time employees (those employees who are schedubdrk more than 20 hours each week on a year rbasis)
assigned to the job classification attached in AgipeA.

Excluded employees would include managerial, supery, confidential, short-term employees, andéler
excluded employees as defined by the lllinois Stateor Relations Act.

Any employee hired on a temporary basis up to Eénclar days to perform bargaining unit work shatibe
covered by this Agreement. If that employee is leygd in excess of 180 days, the temporary emplsha# then
be represented by the Union and covered by thieégent. Such employees shall only be utilizedippement
the work force and not to permanently fill budgebadgaining unit positions.

This Agreement shall not affect the hiring of agepersonnel by the City per current practice.

SECTION 1.2 — NEW CLASSIFICATION: The employer shall promptly notify the Union tf decision to
create any and all new class specifications. dfftarties agree that the proposed new class spifi is a
successor title to a class specification coverethisyAgreement, with no substantial change inefytihe Union
and employer shall alter Appendix A to insure tkeevrtlass specification becomes a part of this Agerd.
Similarly, if the proposed class specification isugcessor title to a class specification not jasly included in
Appendix A, with no substantial change in dutiéshall continue to be excluded from recognition.

Disputes regarding inclusion/exclusion of new clscification within the bargaining unit are sulbje the
grievance procedure, with such grievances beingigtédl at the Human Resources level of the griesanc
procedure. Should the issue proceed to the atibitratep, the arbitrator shall be instructed thatcurrent unit was
agreed to on the basis of an historical relatignghiat the current unit contains a mixture ofickdr professional
and technical job titles, but that the historicadagnition is not to be an indication nor a guiolethe purpose of
inclusion of new class specifications under dispute

The arbitrator is to exclude: (1) all seasonal gthbired to work for a fixed period of time), cdsiuraegular part-
time (those scheduled to work 20 hours per wed&ss); (2) managerial, supervisory, confidentilcted officials
and their direct reports, and all officers of théyCand (3) all employees who do not share a suttisi community
of interest with the existing bargaining unit.

SECTION 1.3 — MERGER OF JOB CLASSIFICATIONS: The employer’s determination to merge existing
class specifications shall be subject to Secti@m%.though it were a new class specification.

SECTION 1.4 — UNION EXCLUSIVITY: The Employer shall not discuss, confer, subsidizeegotiate with
any other employee organization or its represemstbn matters pertaining to hours, wages, andingrk
conditions of employees in the bargaining unit.r Sleall the Employer negotiate with employees dkeir hours,
wages, and working conditions, except as providadih.

SECTION 1.5 - EMERGENCY CALL-OUT: In case of a declared emergency by the City Manadbe City
will be allowed to assign, direct, and conduct agiens of employees in positions that may not admevith their
regular duties or responsibilities.

ARTICLE 2
UNION RIGHTS

SECTION 2.1 — DUES DEDUCTION: The City agrees to continue to deduct, accortbripe current practice of
the parties, the dues, and assessments for the Wpian the receipt of a written and signed autladion form from
any employee. Such money deducted shall be rehitéhe official designated by the Union for rgdeif such
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funds in accordance with the current practice. Whon shall advise the City in writing of any clggnin the
amount to be deducted at least fifteen (15) daigs o the effective date of the change. Employeadhe
bargaining unit who do not currently belong to thaon shall be given the opportunity to join. &l fail to join,
they will be required to pay a fair share of thets®f collective bargaining as required by Secidhbelow.

SECTION 2.2 — PAYMENT OF FAIR SHARE: Any employee who is not a member of the Uniorldiea
required to pay, as a condition of employment,irasiaare of the costs of the collective bargairpngcess and
contract administration in pursuing matters affegtivages, hours, terms and other conditions of eynpént, but
such amount shall not in any event exceed the anwiwlues and assessments required of members afrtion.

All employees hired on or after the effective daft¢his Agreement who have not made applicatiomiembership
in the Union and authorized deduction of dues, oibedore the thirtieth (36 day of employment, shall be required
to pay a fair share as defined above.

SECTION 2.3 — LIMITATIONS ON FAIR SHARE : With respect to any employee on whose behalite has
not received a written authorization for dues déiducas provided above, the City shall deduct ftomwages of
the employee the fair share financial obligatiow)uding any retroactive amount due and owing anavdird the
same to the Union in the same manner and time es dkeducted, subject only to the following:

(a) Delinquency: The Union has certified to the Chagttthe affected employee has been delinquensin hi
obligations set forth above for at least thirty)Y8ays;

(b) Notice to Employees: The Union has certified & @ity that the employee has been notified in
writing of his obligations and the requirementsgho$ Agreement, and that the employee has been
advised by the Union of the manner in which the $aare fee was calculated;

(c) Opportunity to Object: The Union has certifiedtie City that each affected employee has been given
a reasonable opportunity to prepare and submibhjsctions to the fair share payment and been
afforded an opportunity to have said objectionsl(iding but not limited to those based upon the
tenets of a bona fide religion) adjudicated byBleard through its procedures established under the
lllinois Public Labor Relations Act and the Rulexl&Regulations of lllinois State Labor Relations
Board.

(d) Adjudication of Objections: With regard to the opfunity to have objections adjudicated, all such
objections shall be annually consolidated for pagsoof hearing by the Board. The Union shall gotif
all affected employees of this forum for resolvotgjections, providing the affected employees with
the address and telephone number of the Boarcesffic

(e) Escrow of Fair Share Payments: Fair share dedwectioncerning which objections are filed shall be
deposited in an interest bearing escrow accouatd@ordance with applicable law and court decisions.
Employees whose objections are sustained shall thevappropriate amount of disputed deductions
returned to them, together with a pro rata shatbefnterest earned. Those fair share deductions
found to have been appropriate shall be givenadhion at the conclusion of the objection
procedure, together with a pro rata share of ttexést earned.

SECTION 2.4 — UNION INDEMNIFICATION: The Union shall indemnify, defend, and save thg Rarmless
against all claims, demands, suits, or other fasfgbility and for all reasonable legal coststthhall rise out of or
by reason of action taken or not taken by the ifyroperly complying with the provisions of thidiale. The City
will promptly notify the Union of all such chargesceived by the City. The parties shall mutuatiyee upon legal
representation.

Should the City make an error in the Union’s fagbany deductions, the Union agrees to refund oty within
fifteen (15) days.

SECTION 2.5 — UNION ACCESS: Council 31, or the AFSCME International Union megentatives shall have
access to the premises of the City in order to hedplve a serious dispute or problem. In ordeeteive access,
the representatives must provide notice to thegpiate City representative and make arrangementordisrupt
the work of employees on duty.

SECTION 2.6 — BULLETIN BOARDS: The Employer shall provide enclosed bulletin losaat each work
location. The Union agrees to equally share buollevard space with other labor organizations. Bb&rds shall be



for the sole and exclusive use of said labor ozgiuns. The items posted shall not be politipaftisan or
defamatory in nature. The locations shall be:

(1) Animal Shelter

(2) City Hall, 1* Floor

(3) Dries Lane Public Works Facility

(4) Workforce Office

(5) Police Department Building,*Floor

SECTION 2.7 — OUTSIDE EMPLOYMENT: Bargaining unit employees may not carry on arnyape business
or employment which affects the time or qualitytiedir work, which would seem to a reasonable petsdie a
conflict of interest with their position held a&tiCity, or which casts discredit upon the City goveent.

SECTION 2.8 — INFORMATION PROVIDED TO THE UNION: The Employer shall promptly notify the
Union secretary in writing of hires and terminaaf bargaining unit employees. In addition, thgotoyer shall
report to the Union by the 1'%f the following month the listed personnel trastemns which occurred in the month;
new hires, promotions, reallocations, lay-offsmpéoyment, suspensions, discharges, transfersfabe anit,
terminations and the hiring of temporary employelesall transactions listed above, bargaining eniiployee’s
social security numbers shall be provided.

SECTION 2.9 — TIME OFF FOR UNION ACTIVITY: Local Union representatives shall be allowedorable
time off without pay for legitimate Union businessch as Union meetings, State or area wide Uniomuttee
meetings, State or international conventions, gledisuch representatives shall give notice to éisghpervisor of
such absence and shall be allowed such time @ffides not substantially interfere with the opgneeds of the
Employer. Such time off shall not be detrimentahny way to the employee’s record. The number of
representatives selected to attend such actialieh not exceed one (1) employee from within #ee division
unless otherwise agreed to by the Director of #pgadment.

For the Union’s monthly meeting, one elected giffiter shall be released from duty to attend theseting, with
pay, up to a total of three hours. The City magksa volunteer to fill this vacancy. If a voluntég not available,
the City may refuse the employee to attend thistimgelue to an emergency, or staffing needs withén
department.

Effective 4/24/05 the practice of payment of Unadficials for Union business for employers otheairitthe City of
Peoria will be discontinued. Any further paymenttbhg City after that date will require the Unionredmburse the
City for such wage expenditures.

SECTION 2.10 — UNION ORIENTATION: Within the first two weeks after the Union hagbeotified that a
new employee has started employment with the @itylUnion may schedule a 30 minute orientation with
employee, with prior notification and approval bétemployee’s supervisor.

SECTION 2.11 — DISTRIBUTION OF UNION MATERIALS: The Employer agrees that the Union shall have
the right to use the inter-office mail system faridth correspondence. During employee’s non-workiogrs, he
shall be permitted to distribute Union literatuoeother non-working employees in non-work areasiamndork

areas during non-work hours.

SECTION 2.12 — UNION MEETINGS ON PREMISES: The Employer agrees to make available conferande
meeting rooms for Union meetings upon prior nadificn by the designated Union representative, sriteslo so
would seriously interfere with the operating neefithe Employer, or cause undue inconvenienceddtnployer.
Union stewards/representatives and employeesratalid all Union business events during their reghburs of
employment on their time sheets.

SECTION 2.13 — RATE OF PAY: Any time off with pay provided for under this fate shall be at the
employee’s applicable rate of pay as though thel@yap were working.

SECTION 2.14 — PERSONNEL RECORDS: The Employer and the Union agree to abide by thel&yee
Access to Personnel Records Act during the terthisfAgreement.



SECTION 2.15 — UNION REPRESENTATIVES LIST: The Union, upon request by the City, shall prevédich
year, an updated list of all local stewards, officand official representatives of the bargaining, along with
their department/division location. Any changeshia list during the year shall be immediately mépd to the
Human Resourcdsirector.

ARTICLE 3
MANAGEMENT RIGHTS

SECTION 3.1 — RIGHTS RESIDING WITH MANAGEMENT: Except as amended, changed or modified by
the Agreement, the Employer retains the exclusitet to manage its operations, determine its pedicbudget and
operations, the manner of exercise of its statuiemgtions and the direction of its working forcaw;luding, but

not limited: the right to hire, promote, demotanisfer, evaluate, allocate and assign employeekstpline,
suspend and discharge for just cause; to relieyg#oymes from duty because of lack of work or ofkegitimate
reasons; to determine the size and compositioneofvork force, to make and enforce reasonable aflesnduct
and regulations; to determine the departmentssidivs and sections and work to be performed theteitetermine
the number of hours of work and shifts per work kyee establish and change work schedules andrassigts; to
introduce new methods of operations; to eliminatatract, and relocate or transfer work and mairgéficiency.

SECTION 3.2 — STATUTORY OBLIGATIONS: Nothing in this Agreement shall be construed tlify,
eliminate or detract from the statutory respongibfi and obligations of the Employer except thatéxercise of its
rights in the furtherance of such statutory obliyad shall not be in conflict with the provisionistis Agreement.

ARTICLE 4
NON-DISCRIMINATION

SECTION 4.1 — PROHIBITION AGAINST DISCRIMINATION:  Both the Employer and the Union agree not
to discriminate against any employee based onnbiegted class status of race, sex, creed, religmor, age,
national origin, mental and/or physical disabilggxual preferencer any other form of discrimination prohibited
by applicable federal, state and local law.

SECTION 4.2 — EQUAL EMPLOYMENT/AFFIRMATIVE ACTION:  The parties recognize the Employer’s
obligation to comply with applicable federal, staad local fair employment practice laws.

SECTION 4.3 — UNION ACTIVITY: The Employer and the Union agree that no emplspedl be discriminated
against, intimidated, restrained or coerced inetxgrcise of any rights granted by the lIllinois Faibbbor Relations
Act, or on account of membership or non-membershipr lawful activities on behalf of the Union.

SECTION 4.4 — GENDER CLAUSE: The use of the masculine pronoun throughoutagieement has been
adopted by the parties for clerical conveniencesrall in all instances include the feminine geraewell as the
masculine.

ARTICLE 5
GRIEVANCE

SECTION 5.1A — DEFINITION: A grievance is defined as a complaint or disfng®veen the parties, including
the application or interpretation of this agreement

SECTION 5.1B — COMPLAINTS ON MATTERS NOT SUBJECT TO ARBITRATION: An employee or a
group of employees may file a complaint concerr@ing matter in Article 22 (Health and Safety) okthgreement
and such a complaint shall be processed in accoedaith Section 5.2 below. Such complaints shat] however,
be subject to arbitration (Section 5.3).



SECTION 5.2 — GRIEVANCE PROCEDURE: The Union and/or any employee may file a grieeank is the
intention of both parties to promptly address guigses and to settle disputes at the lowest podsiaé

Step One: Division Head (when appropriate)

An employee and his steward shall first attempesolve the grievance withe employee’s Division Head who is
outside the bargaining unit. All grievances muspbesented not later than ten (10) working dayk@bccurrence
upon which the grievance is based or when the gnieknew or should have known of the evéifite Division

Head shall meet with the grievant and his Unionespntative within ten (10) work days from receipthe appeal
to resolve the dispute whenever possible and iEatited, stating reasons why settlement was rsgiple The
Division Head shall render a written response &gtievance within ten (10) working days after gnevance has
been presented.

Step Two: Department Head

If the Uniondesires to further process the grievance, it $fmfiresented in writing by the Union to the Deparit
Head within ten (10) working days from the recaipthe answer from Step 1 of the grievance procadi¥ithin
ten (10) working days after the grievance is preesto Step 2, the Department Head shall holdevgrice hearing
with the Grievant and the Union. The DepartmerddHghall render a written answer to the grievaritieimten
(10) working days after such hearing is held araligie a copy of such answer to the Union.

Step Three: Human Resources Director

If the Uniondesires to further process the grievance, it $fmfiresented by the Union to the Human Resources
Director in writing within ten (10) working daystef receipt of Step 2 answer. Within ten (10) vimgkdays after
receipt of the written grievance, the parties shiet in an attempt to resolve the grievance unlesparties
mutually agree otherwise. The Human Resourcexireshall give his written response within ten)(d@rking
days following the meeting.

Step Four: Arbitration

If the Union desires to further advance the grievéineay seek arbitration. Decision by the Union tekse
arbitration shall be made within ten (10) workirayd from receipt of the Step 3 response througtiesri
notification to the Human Resources Director. e Thion shall notify the FMC8nd shall request that the Federal
Mediation and Conciliation Services (FMCS) submjitamel list of seven (7) arbitrators, preferablpenenced in
municipal matters. The cost of this initial paligl of arbitrators shall be split evenly by thetps. The
representatives of the parties shall meet within(1®) workingdays of their receipt of this list from FMCS and
engage in a mutual striking process to select bitrator. Each party shall have the right to refeee entire list,
provided such rejection occurs within five (5) wimdkdays of the receipt of the list. The party rejegthe list
shall be required to pay the full cost of the reptaent panel. The parties shall alternately saikame from the
list until there is one name remaining, with thetpaequesting the arbitration striking the firstme. The
remaining name shall be the arbitrator.

SECTION 5.3 — ARBITRATION PROCEDURES: Both parties agree to attempt to arrive at atjstipulation of
the facts and issues as outlined to be submittéktarbitrator.

The Employer or Union shall have the right to resiube arbitrator to require the presence of wiassnd/or
reasonable documents. Each party shall bear fhense of its own witnesses who are not employe#seof
employer.

The arbitrator shall have no authority to amenddifiyp nullify, ignore, add to or subtract from tpeovisions of this
Agreement. The arbitrator shall consider and dethé issue(s) presented and fashion an appropeiaedy. The
decision and award of the arbitrator shall be farad binding on the Employer, the Union and theleyge or
employees involved.

The fees and expenses of the arbitrator, the ¢asedearing room, and the cost of a court repaot@rovide a
written transcript for the arbitrator shall be sithequally by the parties. If either party desaegrbatim record of
the proceedings, it shall pay for the cost of dpyc



SECTION 5.4 — TIME LIMITS: The time limits at any step or for any hearingyrha extended by mutual
agreement of the parties involved at that particslep. The Employer’s failure to respond withie time limits
shall constitute a denial, and the grievance maiyineediately appealed to the next step. Grievanoésppealed
within the designated time limits will be treateslaithdrawn grievances. The term “days”, as ukeaughout this
Article, refers to work days.

SECTION 5.5 — INVESTIGATION AND DISCUSSION: When investigating and making a grievance, an
employee shall (subject to the limitations below)rbleased from work without loss of pay for notrenthan two
(2) hours to investigate and present the caseciottal step. If the employee requests Union remtesion during
the investigatory, oral, or writing phase, one Uniepresentative shall (subject to the limitatibetow) be released
from work without loss of pay, for the same tinmaitias the employee. In formal grievance meet{step one and
above), the employee and the first Union represi@stanay be joined by a second Union representativgevants
and witnesses, who are called back on a diffefafttand/or on his day off as a result of the Enypeloscheduling a
grievance meeting shall be compensated for attgrelinh meetings. Meetings scheduled by an arbitsdiall not
be compensated unless it falls on the employeeimalowork shift. The employer and the Union slsaledule
such meetings at the most convenient hour foraatigs. When such meetings are held on the grisvan
witnesses work shift, they will be permitted reasule time without loss of pay to attend grievanesetings and/or
respond to the Union’s investigation.

No employee or Union representative shall leavenoisk to investigate, file or process a grievandgheut first
notifying and making mutual arrangements with higesvisor or designee as well as the supervisangfunit to be
visited, and such arrangements shall not be unnea$pdenied.

Upon request, the employee and Union representsitiak be allowed privacy or the use of an appeiprioom
while discussing a grievance; and shall be perthitte reasonable use of telephone facilities ferphrpose of
investigating or processing grievances. “Reasaiablephone use does not include long distandellocalls at
the employer’s expense.

SECTION 5.6 — ADVANCED GRIEVANCE STEP FILING: Certain issues which by nature are not capable of
being settled at a preliminary step of the grieeamocedure, may be filed at the appropriate acddstep where
the action giving rise to the grievance was ingtiat

SECTION 5.7 - EFFECT OF SETTLEMENTS: A grievance may be withdrawn or settled at aep stithout
creating a precedent.

SECTION 5.8— PERTINENT WITNESSES AND INFORMATION: In the interest of early settlement of
disputes, both parties agree to provide directpliapble documents and witnesses pertinent to tiezance under
consideration which are reasonably available tothed to the other party.

SECTION 5.9—- EXCLUSIVITY OF GRIEVANCE PROCEDURE: The procedure set forth in this Article shall
be the sole and exclusive procedure for resolvinggrievance, as defined in Section 5.1, which erasould have
been raised by an employee covered by this Agreemen

ARTICLE 6
NO STRIKE AND NO LOCKOUT

SECTION 6.1 — NO STRIKE AND NO LOCKOUT: The Union and the employees covered by this Agess
recognize and agree that the rendering of sertict®® community cannot, under any circumstancesoditions,
be withheld, interrupted, or discontinued, in sackay that to do so would endanger the healthtysafed welfare
of the inhabitants of the City. Therefore, durthg term of this Agreement, neither the Union m®@agents nor any
employee, for any reason, will authorize, institatiel, condone, or engage in any slow-down (a avedeffort to
systematically delay or diminish services to thg/Ciwork stoppage, or strike, by bargaining umiipdoyees.
During the term of this Agreement, neither the Emgpt nor its agents for any reason shall authonetitute, aid,
engage in or promote any lockout of employees @by this Agreement.

SECTION 6.2 — UNION RESPONSIBILITY: In the event of a violation of Section 6.1 ofstlirticle, the Union
agrees to notify all bargaining unit members amqtesentatives of their obligation and responsipftitr
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maintaining compliance with this Article, includitigeir responsibility to remain at work during anterruption
which may be caused or initiated by others, anehttburage employees violating Section 6.1 to retumork.

SECTION 6.3 — PENALTY: The Employer may move to discharge or discipéing employee who violates
Section 6.1. The Union agrees that the City hasitiht to deal with any such strike activity by thbove measures,
including suspension without pay on any, some laofdhe employees participating therein, dependindghe
individual facts of each alleged violation. Sud$cibline may be grieved.

SECTION 6.4 —- MANAGEMENT RESPONSIBILITY: Nothing contained herein shall preclude the eygio
from obtaining judicial restraint and damages im ¢ivent of a violation of this Article.

ARTICLE 7
LABOR MANAGEMENT RELATIONS

SECTION 7.1 — AGREEMENTS: All formal negotiations or bargaining with resp&zthe terms and conditions
of this Agreement shall be conducted by authorizpdesentatives of the Union and authorized reptatees of
the City. If an Agreement is reached as a regidtioh negotiations, it shall become effective omhen signed by
the authorized representative of the parties.

SECTION 7.2 — COMMITTEE: There shall be labor management meetings foarhas of discussion set forth
below. Such meetings shall be held once eachayartless mutually agreed otherwise.

Each party shall prepare and submit an agendatother, one (1) week prior to the scheduled mgetMinutes
shall be taken and forwarded to the parties. Thesstings will generally be attended by five (5)din
representatives, but the Union may request additiattendees which may be required as a resulpafticular
agenda item. Adequate staff representatives toeaddhe items on the agenda will also attend tetings.

The purpose of the committee is to deal with mattdérgeneral concerns to members of the organizascopposed
to individual complaints of employees. Accordinglye committee will not discuss grievances whigh@operly
the subject of the procedure outlined in ArticleAreas of discussion shall include:
1. The administration of this Agreement.
2. Disseminate general information of interest tofheies.
3. Give representatives an opportunity to express theiws, or to make suggestions on subjects of
interest to employee of the bargaining units.
4. Notify the Union of changes in non-bargainable dbods of employment contemplated by the
Employer, which may affect employees in the barigaiminit.

The Union representatives shall be released fronk with pay to attend Labor Management Committeetings
that are scheduled during their normal hours ofkwor

ARTICLE 8
EMPLOYEE TESTING AND FITNESS FOR DUTY

SECTION 8.1 — EMPLOYEE TESTING: All employee testing shall be conducted in acaom with the
following:

A. Psychological, Psychiatric and Physiological Testin No employee shall be requested or required
to undergo psychological, psychiatric or physiobaditesting unless the employer has just cause to
believe the employee is then unfit for duty. Thgpboyer shall set forth the basis for such justseau
in writing to the employee at the time the emploigeerdered to undergo such testing, including all
objective facts and subjective reasoning that fattrashasis for the Employer’s belief that the
employee is then unfit for duty. Employees shalldthe right to Union representation when being
informed of the need for testing, and shall hawertght to secure similar testing at their own exqee
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from psychiatrists, psychologists or physicianshefir own choosing. The City and the employees
shall only utilize the services of qualified, céetil medical doctors, psychiatrists or psycholagist
The employee shall be given a copy of any anch&dkmation, reports and opinions that is provided
the City as a result of such testing. Employeteeéis for duty shall be measured and determined by
the employee’s ability to perform the essentiaktions of the job.

SECTION 8.2 — DRUG AND ALCOHOL FREE WORKPLACE

l. POLICY: Itis the policy and commitment of the City aihe tJnion to provide an environment within the
workplace which is free from prohibited drugs afmbhol in order to protect the employees as wethas
health and safety of the public. The City recogsithat alcohol and drug abuse is considered by tean
be an iliness and encourages its employees whchaag substance abuse problems to voluntarily etiliz
an effective treatment and rehabilitation prograsfobe such abuse affects the employee’s job
performance. The City’'s Employee Assistance Prmogaad the Union Counselor Program will provide
coordination and referral services in such cases.

A. Consistent to the requirements of the Federal Drugree Workplace Act:

1. Any employee who consumes, possesses or distridieigal controlled substance while in the workmgac
or while conducting City business shall be termedarom the employ of the City.

2. Any employee who consumes, possesses, distributesinder the influence of alcohol while in the
workplace or while conducting City business shalldisciplined by the City; provided, that this maph
shall not apply to the consumption of alcohol byeamployee at an event such as a business reception
conference, where such consumption has been azghidry the employee’s division or department head.

3. Any employee who fails to notify the City withinvé (5) days after they are convicted of a crimiivaig
offense for a violation taking place in the worlqaeor while conducting City business, will be temated
from the employ of the City.

4. Any employee convicted of the manufacture, salalistribution of prohibited drugs, regardless ofentor
where that act takes place, will be terminated fthenemploy of the City.

5. The City shall provide employees and supervisoth wipositive program of drug and alcohol education
and make everyone aware of help that is availaledch a problem.

B. Recall: The parties recognize that employees may be glizca conflict arising from the fact that emplogee
are not prohibited from consuming alcohol or ledjalgs while off duty but may be subject to emergemcall
from off duty, the following procedure shall apply.

1. The recalled employee shall advise the departnegmesentative notifying him if he has consumedtadto
or legal drugs during the day of the emergencylreca the extent of such activity.

2. The individual in charge of the recall shall assis® employee’s condition and fitness for duty aitider
assign him to duty or, if the employee is deterditeebe unfit for duty will not allow him to sigm ifor
duty.

3. Any employee who reports for the recall withoubimmhing the department of his consumption of alcohol
or legal drugs as required in paragraph 1 abowa|, sbt be allowed to work if he appears to be imgzh
and shall not be paid for reporting.

4. Itis specifically agreed that no employee shaltitseiplined or the subject of any adverse emplayme
action for being under the influence of alcoholemal drugs in any instance where the employediesti
the employer that he has consumed alcohol or gajs off duty and is ordered into work by a sups

C. Voluntary Referral: It is specifically agreed that no employee shaltilseiplined or the subject of adverse
employment action because of alcohol or drug akmere the employee notifies the Employer that reaha
problem with drug or alcohol use, and voluntari¥ks assistance prior to initiation of an invesigyaof
suspected drug or alcohol abuse by the employperating discipline. If the employee questionsgher
initiation of the investigation or discipline prahee, the City shall, on request, provide docuntertashowing
the date such action was commenced. Such emplsiiedide referred by the managerial employee who i
notified to the City’'s employee assistance progeoarthe Union counselor program for confidential ieseling
and treatment or referral to a recognized treatmppeogram. Such voluntary participation shall notier
immunity from discipline, for any misconduct attemd to the substance abuse but the substance pimidem
shall not be considered against the employee idig@plinary procedure. The managerial employed! :i0t
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divulge any information regarding the nature of pheblem received from the employee who voluntaségks
the help of the employee assistance program exceatstrict need-to-know basis to any other pemantity
except upon proper court order or written authadigreof the affected employee. Such voluntarynrefle to
the employee assistance program, however, doegli®te the employee from the responsibility toqely
perform their job. In addition, voluntary submittines not eliminate the employee from the requéneis to
take required drug or alcohol tests as describéhisnArticle.

Disciplinary Action for Confirmed Positive:

1. First Positive. The first confirmed positive test result will bause for a disciplinary suspension of 5 days.
Effective 1/01/06, the first confirmed positivettessult will because for a disciplinary suspension of 10
days The employee must agree to the following condgiqf) the employee will be mandatorily referred
to the City’'s Employee Assistance Program or th@biCounselor Program for referral for evaluation,
diagnosis and development of a treatment plan stardiwith generally accepted standards; and €) th
employee will be required to cooperate in and cetepthe treatment plan, undergo unannounced periodi
drug and/or alcohol screening for a period of up2anonths, remain free of drug and alcohol usd, an
sign an agreement consenting to said conditiomdure to comply with these conditions of continued
employment shall be cause for discharge.

2. Second Positive If an employee has a first confirmed positive tender the previous paragraph 1 and
enters a treatment program, and thereafter thaloge has a subsequent confirmed positive test as a
result of periodic unannounced random or reasorsldpicion drug and/or alcohol screening, the
employee shall receive a 30 day disciplinary susipenand shall be required to continue in treatragiait
comply with the other conditions of treatment setH in the preceding paragraph. The length of3the
day disciplinary suspension shall be final and lsigdbn the Union and the employee, and the level of
discipline shall not be subject to the grievanaecpdure Effective 1/01/06, a second confirmed positive
test shall result in the employee's discharge, lwbischarge shall bimal and binding on the Union and
the employee and the penalty shall not be subjeittet grievance procedure in the collective baiggin
agreement.

3. Subsequent Positive.An employee whgprior to 1/01/06has a confirmed positive test subsequent to the
second confirmed positive under Paragraph 2 of3bidtion D or onafter 1/01/0éhas a second confirmed
positive test at any time either periodic unann@ancandom or reasonable suspicion, shall restiftan
employee’s discharge, which discharge shall bd &nd binding on the Union and the employee and the
penalty shall not be subject to the grievance ploeein the collective bargaining agreement.

4. Employment Status. There is no requirement on the part of the Gitikggep an employee on active
employment status who is receiving treatment utiderSection if it is appropriately determined (i.e
determination by an independent physician and/prapiately certified medical and/or psychological
professional) that the employee’s current use adtadl or drugs prevents such individual from perfiorg
his duties or whose continuance on active statugdvonstitute a direct threat to the property aafity
of others. Such employee shall be afforded thedppity to use accumulated paid leave or takergaia
leave pending treatment.

5. An employee who has been disciplined in accordaritteSection 8.2 (D.1), and who does not have a
subsequent positive test result for a period dfite(8) years after the initial positive test ressliall be
subject to a ten (10) day suspension for the nesitige test result.

OTHER RELATED DISCIPLINE . This section shall in no way limit disciplinerfother offenses arising out
of, related to or aggravated by alcohol or drugsabincluding but not limited to discipline or disecge
because the employee’s condition is such that haable to properly perform his duties due to tfeces of
drugs or alcohol, nor shall it limit the discipliteebe imposed for selling, purchasing or deliveramy illegal
drug during the work day or while off duty or fosing any illegal drug while on duty. In cases a$eonduct
arising out of, related to, or aggravated by al¢@narug abuse, the discipline imposed shall keeaipon the
extent, severity, and/or consequences of the mikarir(including whether such misconduct is a violabf
public law) or inability to perform (including thésk of damage to public or City of Peoria lifenth or

property).

COSTS OF TESTING AND REHABILITATION : The City agrees to bear the costs of all testirtered by
the City, and of rehabilitation programs orderedHtsy City to the extent they are not covered byetimployee’s
health care provisions or insurance. The employag be required to assist the City in coordinabegefits of
insurance coverage.



G.

I.
(1)

REMUNERATION: In the event that it is determined at Step defdrievance procedure that any employee
was ordered to submit to multiple drug and/or attdésts for the purpose of harassing that emplayee
employee shall be compensated One Hundred ($10Dd@I@)rs. In the event that it is found by an &dior

that any employee was ordered to submit to multipley and/or alcohol tests for the purpose of tsngsthat
employee, the arbitrator shall have discretionrtieocompensation for that employee of up to Twadiad
($200.00) Dollars as a part of the arbitration alvatwhen drug and alcohol tests are taken condilyrenshall

be considered one test.

PROCEDURE
Reasonable Suspicion:The City shall require any employee to submiiitiag or alcohol testing when there is
reasonable suspicion to believe that an employerdsr the influence of drugs or alcohol on dufhe
existence of reasonable suspicion shall be detedraccording to the standard defined below. Where
reasonable suspicion has been determined to bBrigity may order individual employees to submiblwmod,
breath, or urine tests to determine the presena&cohol and/or drugs in accordance with the pracesiset
forth in this section.

A) Reasonable Suspicion StandardReasonable suspicion exists if the facts andigistances warrant a
rational inference that a person is impaired bpladt or controlled substances. Reasonable suspigib
be based upon the following:
1) observable phenomena, such as direct observatioseofind/or the physical symptoms of impairment
by alcohol or controlled substances.
2) Information relating directly to use of alcoholantrolled substances provided by an identifiabiedt
party which is independently corroborated.

The foregoing does not limit the City from orderitegting in the absence of reasonable suspicitimeifiollowing
circumstances:

()

©)

1) Preemployment screening of applicants for employrtebargaining unit positions;

2) Any employee who was driving a city vehicle invalvi@ an accident where injury occurred or a
citation for a moving violation was issued;

3) Employees who have voluntarily requested refemalen Paragraph | C above before they return to
work.

In addition, the City shall have the right to ordendom test for the presence of alcohol or illelyals of
Emergency Communications Telecommunicators, Pro@eEvidence Technicians and his/her relief person
and employees in the followirdassifications where regular use of a vehicleguired in the performance of
City business: Civil Engineer | & II, Public Worlanner, Neighborhood Development Specialist, Wardd
Development Team Leader, Business Services Repatisen Career Counselor, Permit Engineer, Fagdliti
Engineer, Parking Meter TechnicidRehabilitation Specialist, Shelter Services Cauathr, Zoning
Enforcement Inspector, Building Inspectors I, 111& Code Enforcement Inspector, Senior Code Erdorent
Inspector, Plumbing Inspector, Senior Plumbing éuspr, Electrical Inspector, Senior Electrical lestor,
Engineering Technician I, Il & Ill, Engineering Ryam Administrator, Forestry/Grounds Planner, Parts
Technician, Animal Control Officer, Parking Enforsent Officer and Electronics Repair Techniciarhe
parties agree that there shall be no random, geradnass testing of employees for alcohol or drotper
than as provided in this Article. It is understdhdt the supervisors and managers in the Emergency
Communications Center shall be included in the oamtest pogland that effective 1/01/06, the immediate
supervisors of the affected employees in the jabsifications additionally listed in this paragragbiall be
included in the random test pool.

Employees ordered to submit to drug and alcohts t&sall promptly comply with the order, whethemot
they believe reasonable suspicion or other grofordhe order exists. Refusal to submit to and glete such
tests as provided for under this Article, shalljsabthe employee to immediate discharge. Empleyde
submit to such tests shall not be deemed to haieediar otherwise impaired their rights to grieve o
otherwise contest any aspect of the testing asheayovided by law or this Agreement. The Citylshgesent
each employee, prior to issuing the order to te&,Agreement, the policy of the City concernimggiand
alcohol abuse and a written statement that retassiibmit to the test is grounds for immediate fisge.
Employees shall have the right to union represemtathen being ordered to submit to drug or alcdbsts.
Tests shall not be unreasonably delayed becaube absence of the union representative. In teerate of
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(4)

the union representative, the employee may chaaser bargaining unit employee who is availableao
present when being ordered to submit to the test(s)

It being the desire of the parties to protect #ifety of the public and other employees, yet sadedjthe rights
of individual employees, the parties agree thagy@nd alcohol testing shall be conducted as follows

(i)

(ii)

(i)

(iv)

(v)

(vi)
(Vi)

(viii)

(ix)
)

(xi)

(xii)

(xiii)
(xiv)

(xv)

Use only a SAMHSA certified or licensed clinicabtaatory to test body fluids or materials for
alcohol or drugs, and only a breath testing deaiwe operator currently certified by the United Ssat
Department of Transportation (DOT). All breatht¢eshall be done on a DOT certified breath analysis
machine;

Establish a chain of custody procedures for botipda collection and testing that will insure the
integrity of and identity of each sample and tesuit;

Collect a sufficient sample of the same body floidnaterial to permit for an initial screening, a
confirmatory test and a sufficient amount to beasate and reserved for later testing if requelsted
the employee. In the case of urine testing, itl ffeaa split sample;

Collect all samples in such a manner as to presbevandividual employee’s right to privacy, insure
high degree of security for the sample and itsdoee from adulteration. Proper testing may be
conducted to prevent the submission of a falselolterated sample;

Confirm any body fluid sample that tests positiweghe initial screening for alcohol or drugs by o$e
gas chromatography, with mass spectrometry or aivalgnt scientifically accurate and accepted
method that provides quantitative data about theotied alcohol or drug metabolites;

Provide the employee tested with an opportunityaee an additional portion of the same sample
tested by a licensed testing facility of his owiwasing and at the employee’s expense;

Require that the clinical laboratory report to tlesignated Medical Review Officer for the City
positive results only in the case where both tlhitealrand confirmatory test results are positivdas

the same sample;

Provide each employee with a report of the confitmesitive results of each drug or alcohol test tha
includes the types of tests conducted, the restiksch test, the detection level used by the ktboy,
and any other information provided to the City bg taboratory.

Where a positive result is confirmed, specimend bleamaintained in secured, refrigerated storage f
at least a period of 120 days to permit additiadesiing at the election and expense of the empjoyee
If an alcohol test reveals that there is a conegiotm of 0.04% of alcohol or more in the employee’s
blood stream (blood alcohol concentration shallmeigher grams of alcohol per 100 milliliters of
blood or grains of alcohol per 210 liters of brdathe employee will automatically be deemed “under
the influence” of alcohol within the meaning ofghgolicy, and therefore, shall be subject to diswip
under this policy;

The testing or processing phase for body fluiddl sleasist of a two-step procedure:

a. Initial screening test

b. Confirmation test

The body fluid sample is first tested using théiahidrug screening procedure. An initial posittest
result will not be considered conclusive; rathewill be classified as “confirmation pending”.
Notification of test results to the City shall beldhuntil the confirmation test results are obtdine

A body fluid specimen testing positive will undergo additional confirmatory test. The confirmation
procedure shall be technologically different andergensitive than the initial screening test;
Personnel utilized for testing will be certified @salified to collect samples or adequately traimed
collection procedures;

Concentration of a drug at or above the levelshdisteed by SAMHSA for screening tests shall be
considered a positive test result when using thieilmmunoassay drug screening test. At the gmes
time, these levels are:

INITIAL TEST

Level — Nanogram/Milliliter (hereafter referreddas ng/ml)
Marijuana metabolite....................... 50
Cocaine metabolite......................... 300
Opiate metabolite........................... 2000
Phencyclidine..............ccooi i, 25
Amphetamines............c.ccooiiiie e, 1000
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Concentration of a drug at or above the levelstisteed by SAMHSA for confirmatory test shall be
considered a positive test result when performiogrdirmatory Gas Chromatography/Mass
Spectrophotomotry test on a urine specimen thetdgsositive using a technologically different it
screening method. At the present time, these dee:

CONFIRMATORY TEST Level (ng/ml)
Marijuana metabolite.......................... 15*
Cocaine metabolite.........................e. 150%**
Opiates:
Morphine..........ccocoivv i 2000
Codeine......ccooveviiiiiiiie, 2000
6-Acetylmorphine 10***
Phencyclidine............ccooeoiii i, 25
Amphetamines:
Amphetamines....................... 500
Methamphetamine.................. 500%***

*  Delta-9-tetrahydrocannabinol-9-carboxyligcac

**  Benzoylecgonine

*** Test for 60AM when morphine concentration erds 2000 nanograms/milliliter

**** Specimen must also contain amphetamine at mcemtration >= 200
nanograms/milliliter

(xvi)  Employees having a negative drug test result shytin request, receive a memorandum stating that
no illegal drugs were found. If the employee resisisuch, a copy of the letter will be placed i th
employee’s personnel file;

(xvii)  Each step in the collecting and processing of thg testing shall be documented to establish
procedural integrity and the chain of custody;

(xviii)  For random drug tests, the following additional ditions shall apply:

(a) The City will contract with an independent thirdfyeto provide random selection services
through use of a computerized random number gesrguadgram. The City shall specify the
percentage of positions that are to be tested dgnaad the number of dates on which the testing
is to occur. The random number generator will thelect the dates for testing and the individuals
to be tested that day.

(b) To maintain the security of the selection systdma,dontractor shall deal exclusively with the
designated City Representative, for purposes dfyimag the City of testing dates and individuals
selected, verifying and updating the pool and seipeintal selection of individuals, if necessary.

(c) Any employee selected who is on authorized timendiich was applied for and approved prior to
notice to the department of the date of the tesll le required to report to the collection site on
his/her first day back from preapproved leave. Amployee who requests leave of any type after
the department has been notified of the testing slaall be required to report to the collection sit
of the shift he would otherwise have been requioeport unless he is excused by the Human
Resources Director for good cause shown. Any eyeglao excused shall be required to report to
the collection site on his first day back to work.

(d) When an employee is selected in the random probesshe shall promptly report to the
appropriate collection site upon the direction isflrer supervisor. He/she shall provide a urine
specimen sufficient to allow for “split sample” tasdtion and processing of the specimens or a
breath sample sufficient for a breath alcohol degtending upon whether the random test is for
drugs or alcohol respectively.

(xiv) If an employee is required to leave work to taldrag/alcohol test, the City will pay the employee ime
lost from scheduled work for that day. When an leiyge is required to report for a drug and/or atdoh
test other than while at work, the employee shalpaid for such time at their regular rate.

(5) The City agrees to maintain all records concerding problems of its employees, including all reksor
pertaining to City required drug tests, in the usteonfidence, subject to legal discovery. If @ity receives a
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discovery request for any records regarding dragplems of an employee and it decides to comply thitt
request, it shall notify the employee prior to esieg any of the records.

Except when required pursuant to legal discovenyratords concerning the drug problems of any eyags
shall be released to other employers or agencigm®uti written permission of the person whose resaire
sought.

(6) Employees shall have the right to grieve the bfasithe order to test, accuracy of the tests, tresequences of
the test (except as specified herein), or any etlagolation of this Agreement. Should a grievaosecerning
such testing be sustained, the arbitrator shak la& authority to fashion an appropriate remeuiuding but
not limited to expungement of records, a prohibitagainst using information concerning the tesesults
thereof in any future employment decision, andgbsting of appropriate notices. It is understduat t
employees’ legal rights that may exist outside #gseement concerning drug and/or alcohol testiegnat
limited or in any manner abridged herein and they pursue the same as provided by law, this Agreeme
notwithstanding. The City agrees to indemnify &ottl harmless the Union for and against any claims,
demands or any liability that may arise, reasonabsts and attorneys fees included, as a resaltyftesting
conducted by the City.

SECTION 8.3 — PHYSICAL & MENTAL FITNESS: It shall be the responsibility of each employeenaintain
the standards of physical and mental fithess reduior performing his job. Whenever the Employas just cause
to suspect that the physical or mental conditioaroémployee is endangering his own health orafetysof fellow
workers, the employee may be requested to subrait #xamination by a physician without expensédo t
employee which shall only be for the purpose oéduatning his physical and/or mental condition riekato City
employment.

SECTION 8.4 — POLYGRAPH TEST: Except for the Property & Evidence Techniciarg ais/her relief person,
no employee shall be required to take a polygra@ménation as a condition of retaining employmeithwhe
Employer nor shall they be subject to disciplinetfe refusal to take such. A Union representatiag
accompany a bargaining unit employee to a polygeamination. The representative may review tHggoaph
guestions but may not be present during the adtratiisn of the polygraph examination. Should aygodph
examination be agreed to, or used, only licenseteépsionals will be used.

SECTION 8.5 — UNION COUNSELOR PROGRAM: The employer and the Union recognize the value of
counseling and assistance programs to those engdayieo have personal problems which interfere thiglir
efficient and productive performance of job dutksl responsibilities.

The City recognized the value of the Union CounsBlmgram and agrees to allow reasonable timeoofthibse
counselors participating in this program, withasd of pay.

SECTION 8.6 — EMPLOYEE ASSISTANCE PROGRAM: The City agrees to provide an Employee Assistance
Program to assist employees who are experiencirgppal problems which the employee believes magftaeting

his job performance. This program is availablalt@mployeesnd their immediate family. Except as provided
otherwise in this Agreement, employee participatiothe Employee Assistance Program shall be valynt
confidential, and not used for or considered intematrelating to performance evaluation, disciptinggromotions.
Participation in the program shall not be usedrasx@use for poor job performance. The EAP wilirbaddition to
the Union Counselor Program.

ARTICLE 9
SENIORITY

SECTION 9.1 — DEFINITION OF SENIORITY: Seniority as used in this Agreement, shall méarfull time
employment with the Employer beginning with theekdtdate of hire in a position covered by thisedlive
bargaining agreement and shall include other psridéibsence authorized by and consistent withAbieement.
Employees employed as of the effective date ofAlgieement shall retain seniority as presently held

SECTION 9.2 — TERMINATION OF SENIORITY: Seniority and the employment relationship shall b
terminated when an employee:
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(a) Quits, resigns or retires;

(b) Is discharged (unless reversed by grievance proegdu

(c) Is absent without leave for three (3) consecutiegkimg days without notifying the City except where
the failure to notify is due to circumstances bejytire control of the employee;

(d) Is laid off for a period of time which exceeds Z¥hsecutive months if the employee has four (4)s/ear
or less seniority on the date of layoff, or forigt® (48) consecutive months if the employee hagemo
than four (4) years of seniority at the time ofd#yor is laid off and fails to report to work within
fourteen (14) working days after having been rechlexcept where the failure to return to workus d
to circumstances beyond the control of the empl@ayekthe employer has been so notified,;

(e) Is promoted out of the bargaining unit.

SECTION 9.3. — SENIORITY LIST: The City shall maintain and keep current a rostéhe employees showing
the applicable employment seniority for each empéoyThis roster shall be made available by requfest
authorized Union representative at reasonable tduesg regular City business hours.

SECTION 9.4 — POSTING: The City shall post at each work location an uedand current seniority list every
year during the month of November, and shall delaveopy to the Union.

ARTICLE 10
PROBATIONARY PERIODS

SECTION 10.1 — PROBATIONARY PERIOD — NEW HIRES: New hires will serve an original probationary
period of 3, 6, or 12 months, depending upon thgedevel of the position in which they have beppainted;
except that Emergency Communications Telecommumisahall serve an original probation of 9 months.
Employees must successfully complete the probdtiothe specific position to which they seek appmient.
Partial probationary periods served in one posisioall not be credited towards the probationaryoplefor another
period. Temporary and/or part-time employees dasaove, nor ever complete, probation.
Probation length for class specifications are:

Pay range 214 — 216 3 months

Pay range 217 — 220 6 months

Pay range 221 — 224 12 months

The City may adjust probationary period by the tergf time equal to the length of any authorizeal/te of absence
or other approved breaks in service taken by thel@yee during the probationary period. If brealpibation is
more than two (2) months, the City may requireehtire probationary period be restarted.

The City reserves the right to withhold grantingedular employees status beyond the limits s¢h togrein for
those employees who are required to have speci#ficaions as a condition of employment.

SECTION 10.2 — ORIGINAL PROBATION: At least twice during the probationary periodderfor 3 month
probationary positions), the supervisor shall giaeh probationary employee a written and oral exalo of his
work. Should a new employee’s performance be jddgesatisfactory, the employee may be terminated.
Dismissals of original probationary employees mayppealed to the City Manager. The decision @ity
Manager to retain or dismiss the employee shafina and binding on all parties.

SECTION 10.3 — PROBATIONARY PERIOD — TRANSFERS: Except as otherwise provided for Emergency
Communications Telecommunicators, employees tramesfe¢o a bargaining unit position within their j&mily
shall successfully complete a three (3) month piobary period. Employees transferred to a baigginnit
position outside of their job family other thanEmergency Communications Telecommunicators shadessfully
complete a probationary period depending upon #yergnge of the position to which they have beandferred.
Except that employees who transfer to a new paositido have not yet completed the probationaryogesis a new
hire, shall be required to serve the entire praolatiy period for the new position as if they werges hire.

Probation length for class specifications are:

Pay range 214 — 220 3 months
Pay range 221 — 224 6 months
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Transfers due to exercise of bumping rights resgifiom a layoff shall not require a probationaeyipd.

Employees transferred from an Emergency Communieafl elecommunicator Trainee position or a positioiine
Dispatcher Job Family to a position of Emergencyn@wnications Telecommunicator shall successfulipgiete
a six (6) month probation period. All other empey transferred to the position of Emergency Conications
Telecommunicator shall successfully complete a (@enonth probation period.

Section 10.1 shall apply regarding breaks in pliobaand certification requirements.

An employee who has voluntarily transferred hasounree (3) months to decide whether he or shbegiso return
to their previous position. Thereafter, the empynay not have the option of returning to theisimecent
position for whatever reason.

Should an employee, who was voluntarily transfefreth another classification, not complete the ptamnary
period, he or she shall be reinstated to their &rposition. The decision of the employer to netaiperson to their
former position is final and binding.

ARTICLE 11
LAYOFF AND RECALL

SECTION 11.1 — NOTICE: The Employer shall notify the Union thirty (30 prior to the intended effective
date of a planned layoff. The Employer and theodmwill promptly meet to discuss alternatives te kayoff. If
alternatives cannot be found, employees to bedfiigill be notified ten (10) working days prior the effective
date. Employees who are later impacted by the imgnights of more senior employees will be givelvance
notice when possible. Employees not being givar(1@) working days notice shall be given ten (d&ys pay.

SECTION 11.2 - PROCEDURE FOR LAYOFF: When employees are removed from a classificdtiothe
purpose of reducing the work force in that clasatfion, the following rules in part A and B shadldy:

A (1)
(2)
3)
©

(6)
(7)

(8)

(9)

The employee with the least seniority in tepartment in the affected classification shall

be removed first.

Any employee who, as a result of a layoff losegheisposition may accept the layoff or may exercise
bumping rights.

Prior to bumping, the employee being laid off sfiiadit be placed in a vacancy in the same clasditia.

If more than one vacancy exists, the employee $iaa# his/her choice by seniority.

The employee being laid off may bump the employék the least seniority within the same classifmat
If the employee being laid off or bumped has thedst seniority within the job classification, thitrat
employee may bump the employee with the least sgnin the next lowest job classification withihe
same job family series, provided the employee bumpibes have greater seniority. (Appendix F)
Bumping rights must be exercised within descendimtgr within the job family series.

If an employee being laid off or bumped cannot biampther employee within his job family series, he
may exercise bumping rights to another classificaiin another job family series if he has previgusid
that position in said job family series within tlast five (5) years and has completed the probation
period for the position.

Any employee not placed in a vacancy in his classibn or not placed by bumping shall be transféitio
a vacancy, subject to the appropriate requirenritsat position listed in part B, and conditioniglon
ability to learn the work within a reasonable pdrio

The employee’s wage rate shall not change if hissferred within the same pay range. Whenever an
employee bumps into a lower classification, helstati be paid less than he was making in the previo
position except when his previous wage rate is altbat of the highest wage rate in the pay rargs the
employee shall be paid the highest wage rate ipaéyeange.

(10) All employees in temporary and part-tinositions within an affected job family within the

department will be laid off/eliminated prior to ttay-off of a full time employee within the depadnt.
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B. Requirements for Professional, Technical, or Clerial Positions: During a reduction in force, if it becomes
necessary to assign an employee to a professiotattinical job classification in Pay range 21&bove,
efforts will be made to place such employee inabeve listed order (part A) provided the employessesses
the required education, skill, and experience dieated by City records). If the employee bumps &
position which requires specific skills in typirdjictaphone, and/or shorthand, the employee msstfass the
appropriate exam(s) before bumping into that pmrsiti

SECTION 11.3 - PROCEDURE FOR RECALL: Employees affected by layoff, either removedysfarred, or
demoted, shall be recalled to a vacancy in théirfganily series in order of their seniority for arjind of time
consistent with Section 9.2(d) of the Agreemdfthere is a recall, employees who are still lo@ tecall list shall be
recalled, in the inverse order of their layoff, yidied they meet the requirement as in Section B).2(

If an employee accepts a position exempt from #rgdining unit, he will not be eligible to bump kasto his
previously held position if he has completed pradvafor the exempt position.

All new bargaining unit positions shall be negathtnto the job family series of Appendix F priorthe beginning
of any layoff or recall procedures.

SECTION 11.4 — LIMITATIONS TO LAYOFF AND RECALL: Approval to bump into, or be recalled to, a
position within the Police Department is subjecatstandard background investigation as requireStaie and
Federal criminal history records confidentialitwkand regulations.

ARTICLE 12
EMPLOYEE DISCIPLINE

SECTION 12.1 — EMPLOYEE DISCIPLINE: The City shall use the principles of progressligeipline to
improve employee behavior and/or performance. Hewelepending upon the severity of the infractatiamissal
may be considered an appropriate remedy. It shalatilbe recognized that when using the principferegressive
discipline, all aspects of performance are takém @onsideration. Individual infractions standaigne, may not
warrant action beyond the first level, but whenméd cumulatively with other warnings, more extreagéon may
be appropriate.

Disciplinary action may be taken in any of thedeling forms:
(1) Verbal warning may be taken for future reference
(2) Written reprimand
(3) Suspension
(4) Dismissal

(a) Disciplinary Action: No post-probationary employee shall be dischargesbended, reprimanded, relieved
from duty or otherwise disciplined in any mannethwut just cause. If the City has reason to reanidhan
employee, it will be conducted in a manner which mot embarrass the employee before other emptogee
the public.

Discipline shall be administered in a timely mandepending on the circumstances of such discipline.
However, only in cases involving suspension withpay of more than ten (10) work days, that pathef
suspension in excess of ten (10) work days shdikletin abeyance until the grievance is resolved.
Subsequent suspensions in excess of ten (10) veysdkfdr a like offense shall not be eligible foeghnce
unless the discipline is impacted by understaffing.

(b) Right to Representation: Employees shall have the right to Union repres@m at all meetings with the City
where the employee reasonably understands thaplifiscy action may result. If an employee askes @ity
representative if the meeting may result in discgoly action, the City representative will respamdvriting to
the employee before the meeting can continue. udpension or dismissal will occur without a pridieoto
the employee to provide a meeting at which the eyg# has the opportunity to present his or hertinpu
regarding the circumstances leading to the posdiblaplinary action at which meeting the emplogeall be
entitled to Union representation.
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(c) Notification: In the event that any disciplinary action is irepd the employer shall furnish the employee and
the Union with a copy of all disciplinary reports.

(d) Human Resources Department RecordsRecords of oral and written warnings imposedidi@lemoved
from an employee’s record if from the date of tiecighline one (1) year has passed for oral warnihgs (2)
years has passed for the written warnings, ane tf®eyears has passed for disciplinary suspensibless
than five (5) working dayswithout the employee receiving discipline for likfense.

SECTION 12.2 — ORAL REPRIMANDS: In cases of oral reprimands, the supervisor nmfistm the employee
that he is receiving an oral reprimand and of thgint to Union representation, which shall be pded if so
requested. The employee shall, upon requestpalgiven reasons for such discipline, which majuithe, any
names of withesses and copies of pertinent dociament

ARTICLE 13
RESIDENCY REQUIREMENT

SECTION 13.1 — RESIDENCY: Employees hired on or prior to June 21, 1988l &shblish and maintain their
principal place of residence within Peoria Countyvithin a twenty (20) mile radiusf Peoria City HallEmployees
hired after June 21, 1988 shall establish and miaiheir principal place of domicile in the Citythin 30 days of
the end of their probationary period or one (1)ryehichever is greater. At the conclusion of fi& {ull years of
active service and of Peoria city limits residertbey may establish and maintain their principakpl of domicile
within the City of Peoria or outside the City witha twenty (20) mile radius of Peoria City Hall.

Employees hired on before June 21, 1988 who abeestablish and maintain their principal place afitile
outside of Peoria County and employees hired aftae 21, 1988 who meet the requirements to edtedoid
maintain their principal place of domicile outsitie City within a twenty (20) mile radius of Peo@ity Hall, and
who elect to establish and maintain such pringitete of domicile, shall forfeit any further inceeain the amount
and percentage of longevity pay they would othesviis entitled to under Section 28.6 of the Agreémen

An employee, who after completing the five yeary©if Peoria residency requirement elected forfeifrthe
increase and percentage of longevity pay duringptbeious Agreement to move beyond the Peoria Groamd/or
Peoria City Limits, whichever was applicable, stwVe the percentage and increase in longevitygiagtated on
the effective date of this Agreement. There shalhb retroactivity payment for any forfeiture ohéevity pay
under the previous contract.

On the effective date of this Agreement a currempleyee hired on or after January 1, 2004 with thas five full

years of Peoria city limits residence or a new ey@é hired on or after January 1, 2010 may eleetdive the

Peoria city limits residence requirement by agrgemforfeit 2% of his annual base salary for fingetthat remains
on such Peoria city limits residence requirememt.eMployee who makes such election must compl&taiser of

Residency form at Human Resources prior to establisthe principal place of domicile outside theoR# city

limits. A probationary employee who elects to nstablish Peoria city limits residency shall bedia five full year

salary reduction period upon completion of the \éainf Residency form.

An employee hired on or before June 21, 1988 wilistate the increase in the amount and percenfdye
longevity pay by reestablishing and maintaininggriscipal place of domicile within Peoria Counn employee
hired after June 21, 1988 with at least five (3l yaars of active service and Peoria city limisidence will
reinstate the increase in the amount and percenfdge longevity pay by reestablishing and maimitag his
principal place of domicile within the Peoria ciiyits. Such reinstatement will only include thégortime that the
employee was eligible for an increase in the amandtpercentage of longevity pay.

An employee’s unauthorized residency outside ttyearicounty or twenty (20) mile radius frofeoria City Hall in
violation of the_applicableesidency requirements established alshadl be grounds for immediate dismissal. For
the purpose of this Article, an employee’s placeesfdency shall be considered to be his pringjsde of

domicile.
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The need to establish residency within the probatip period may cause an extreme hardship on ihats. In
such cases, the Human Resources Diraoty grant extensions of the time limit, not exdegane year.

ARTICLE 14
HOLIDAYS

SECTION 14.1 — HOLIDAYS: The following are holidays for employees: Newa¥YeDay, Martin Luther King,
Jr. Day, Good Friday, Memorial Day, Independencg,Dabor Day, Veterans Day, Thanksgiving Day, Dégra
Thanksgiving, and Christmas Day. Employees skakive holiday benefits according to Sections 14r2 14.5
based on work assignments.

Employees assigned to the job positions of Emerg@umnmunications Telecommunicator, Computer Operato
Police Information Technician, Police Records Técian |, Police Records Technician I, and Admirasive
Specialists assigned to Clipnstitute a group of employees termed “shift workers”. Swibrkers shall observe
holidays on the actual day of the holiday. Allatliemployees will observe holidays on the natioeabgnized day.
If a holiday falls on Saturday, it will be observiedday, and if the holiday falls on Sunday, itiié observed on
Monday.

SECTION 14.2 — HOLIDAY BENEFITS ELIGIBILITY:  To be eligible for holiday benefits, an employeest
work his last regularly scheduled day before asdfirst regularly scheduled day after the holidayless he is on
vacation, sick leave or other approved leave wéh p

SECTION 14.3 — TIME-OFF/COMPENSATION — SHIFT WORKER S: Shift workers are scheduled on a 365
day basis and are therefore required to work mafigdys. The Employer, wherever practical, willluee its
staffing requirements in an attempt to scheduletiaa@l persons off work on the actual holiday.

(&) A shift worker whose regularly scheduled day ofifhcades with the holiday shall either, at the
employer’s option:
- select a different day off work, without loss ofypar
- be given one day of extra compensation;

(b) A shift worker who is scheduled to work on the Halj:
- may be offered time off without loss of pay, or
- will be paid time and one half for all actual hoursrked, and
- will be paid double time for all hours in exces8dfours, and
- will receive an additional day of pay.

(c) During each year, instead of additional days of, pagh shift worker may, at their own option,
request that up to two holidays be observed asafifnwork on some other day in the year. In such
cases, the employee working on that holiday wikiree holiday overtime rates but will reserve the
“holiday pay” to cover the other day off work witlhidloss of pay. If the option to have time off is
selected but not scheduled by the end of the itestrall be compensated through the payroll system,
and not carried forward to the next year.

SECTION 14.4 — TIME OFF/COMPENSATION — REGULAR FULL TIME EMPLOYEES: All regular full
time employees shall be allowed off work, withaegd of pay, for each holiday. If an employee ggineed to work
on the holiday, they will either receive an addiibday of extra compensation or scheduled foffarént day off
work without loss of pay. All work on a holidaypsid at a rate of time and one half.

SECTION 14.5 — TIME OFF/COMPENSATION — REGULAR PART TIME EMPLOYEES: All regular part
time employees shall have time off work with préechwage for the day based on their regular nurabscheduled
hours per week divided by 40.

SECTION 14.6 - SCHEDULING: The current practice of determining department aeadl the scheduling of
holidays shall remain in effect during the terntlaé agreement.

ARTICLE 15
PERSONAL DAYS
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SECTION 15.1 — ACCRUAL: Employees with less than five (5) years of senghall accrue 2.67 hours per
month to be used for personal reasons. Employéhdivwe (5) or more years of service shall accBu&3 hours per
month to be used for personal reasons.

SECTION 15.2 — USE: The use of time off in observance of a persoaglid subject to the reasonable scheduling
needs of the employee’s department. Employeesr&ttpiest the use of personal time off in advarideeday to

be observed. The employer shall not require an@rap to give a reason as a condition for approthieguse, nor
will approval be arbitrarily withheld. If personine off is approved, then later the employer’edgchange, the
employee may be asked to reschedule their periomalbut may not be required, coerced or compétied
reschedule time off.

Personal time, if not used in the year accrued, beagarried over to the next year only if the ergposchedules
and uses it in January or February of the next,yaat if not used, then it will be lost and no extompensation
paid.

SECTION 15.3 — PART-TIME EMPLOYEES: All regular part-time employees shall be allowie off work
with pro-rated accrual based on the following folanu

Number of hours scheduled 2.67 (1-4 years) or
40 3.33 (5+ years)

ARTICLE 16
VACATIONS

SECTION 16.1 — ACCRUALS: Full time employees shall accrue vacation leavau$e in the following calendar
year by applying the accrual rate listed oppositeytears of service completed by the employee duhie current
year as shown in the following schedule:

Completed Years of Service *Accrual Rate (Hrs/Mo)
0 thru 4 years 6.67
5 7.34
6 8.00
7 8.67
8 9.34
9 10.00
10 10.67
11 11.34
12 12.00
13 12.67
14 or more 13.34

* Accrual rates will be increased on Januatyol the year in which the employee attains the yedservice
necessary for a change in accrual benefits.

If an employee begins service prior to th& b5the month, he will be given vacation credit foe full month.
Those new employees who have not earned vacatienentitling them to two weeks vacation may bevedid two
weeks, but they will be compensated only for theatian credit earned in accordance with the prowisiof this
Atrticle.

Employees shall accrue vacation leave on a mobtdys. They shall not accrue vacation leave, heweén any
month in which they are absent for the entire addemonth without leave, on a leave of absenceowttpay.
Vacation will continue to accrue for the first $ months when an employee is off the job duentomthe job
injury, and will begin again when the employee mesuto work.

All regular part-time employees shall be allowaddioff from work with pro-rated accrual based om fillowing
formula:
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Number of hours scheduledX Current year accrual rate
40

SECTION 16.2 — VACATION SCHEDULING: Current practice pertaining to scheduling of viaee shall
remain in effect during the term of this Agreement.

SECTION 16.3 — SEPARATION: Employees who resign, retire, or are otherwisenpeently separated from the
service of the City, shall receive payment foradiltheir accumulated vacation leave hours upormr gegaration
from employment with the City. In the event ofemployee’s death, this payment shall go to the eyad’s

estate.

The amount of this payment for these accumulatedti@n leave hours shall be calculated based upon t
employee’s rate of pay in effect for his regulasifion on the last day of his employment.

SECTION 16.4 — CARRY OVER: Vacation must ordinarily be taken the year follogvits accrual. If vacation
time has been scheduled and approved, but isdatéed, the employee shall be entitled to add &meedl vacation
time to the carry over accumulation for that yearto be paid for the amount of time denied, atahgon of the
employee.

The carry over of accruals of five (5) days or lesthe following year shall be automatic. Thenalsbe no carry
over of vacation time in excess of five (5) days.

SECTION 16.5 — ADVANCE CHECK: Requests to receive advance paychecks for vacatigposes must be
approved by the employee’s Department Head and beustibmitted to the City thirty (30) days priotthe
scheduledpayday on which the checktis be issuedA request for advance paycheck must be for a mininm
of one (1) week of vacation.

ARTICLE 17
SICK LEAVE

SECTION 17.1 — ACCRUAL: Full time employees shall accrue sick leave basis of 6.67 hours per month.
They shall not accrue sick leave, however, for fattynonth of absence due to a leave without paguspension.
They shall accrue sick leave, however, during ifst $ix (6) months when an employee is off the jlole to an on
the job injury, and will begin again when the enyge returns to work.

Employees shall be allowed to accumulate sick leaithout limit, for use as sick leave.

SECTION 17.2 — USE: Employees shall be allowed sick leave when thmeysaffering from a non-work related
illness, injury, disability, or appointments witlbators, dentists or other medical practitioners eiployee may
also use sick leave for absences necessitatethbgdl injury, or exposure to contagious diseasa tmgmber of his
immediate family.

Immediate family is defined as parents, spousddin (including step children and current fosteildren),
grandchildren, grandparents, brothers and sisteitee employeeand the parents of themployee's spouse.
Presence of the employee must be actually and inatedgl required for bona fide serious circumstarmes
emergencies as reasonably determined by the Gitypbsence from duty shall not exceed the periathfal need.
Sick leave, disability leave, and injury leave aot to be taken concurrently; only one of the thyges may be
taken at any one time.

SECTION 17.3 — ELIGIBILITY FOR PAY: In order to get sick leave with pay, each empdogevered by this
agreement agrees to (1) report promptly to the diey@at or division head or his designee the re&sothe
absence; (2) to keep the department or division irfarmed of the condition; (3) to use sick leardy for
sickness, injury or disability of the employee @ family as stated above.

SECTION 17.4 — CERTIFICATION: If the City has reasonable grounds to belieat $itk leave is being
abused, it may at its discretion, require any eggxarequesting paid sick leave to furnish substting evidence or
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a statement from their attending physician centiyihat absence from work was required due to raédé@asons.
Any employee who is sick three (3) consecutive waaigs, shall be required to secure and submit aiplan’s
release certifying that he is fit to return to wirkequested. This release must be submitteHa@®mployee’s
department head upon return to work.

The City shall have the right, at its discretianyerify the report of employees or the attendihggician
concerning the illness or disability of an employaed to require the employee to be examined ea€ity’s
expense, by a physician selected by the City terdene the nature and extent of the illness ortilisa

SECTION 17.5 — ABUSE OR EXCESSIVE USE OF SICK LEAVE It is understood that the abuse of sick

leave shall constitute just cause for progressiseiglinary action, up to and including discharde.this regard, it
is both the responsibility as well as the intenthaf City to take such corrective action.

Sick leave will not be granted to an employee figr purpose of being compensated for employmenivhkse.
Employees who engage in employment elsewhere dstioly leaves will be terminated by the City.

SECTION 17.6 - ELIGIBILITY FOR ANNUAL GOOD ATTEND ANCE INCENTIVE

A. Effective January 1, 2011 a non-probationary eng@dyired after December 31, 2000 shall be eligible
for good attendance incentive payments based uppnumber of sick leave hours that the employee
used during the previous calendar year. In additimnemployee hired before January 1, 2001 shall be
eligible to opt into the annual incentive plan asatibed in paragraph B of this Section.

An employee whose sick leave usage gualifies theail seeceive attendance incentive payments into RES
Account based upon the number of sick leave hoses during the previous calendar year. Paymentklsha
made according to the following schedule:

Sick leave hours used in previous Good Attendanceritive calendar year:

0 - 8 hours used 40 hours paid
8.01 - 16 hours used 32 hours paid
16.01 - 24 hours used 24 hours paid
24.01 - 32 hours used 16 hours paid
32.01 or more hours used 0 hours paid

In addition to the above payments made into thel@eyep’s RHS account, any sick leave hours accrugihgl

the calendar year which are unused or not paid tiéoemployee’s RHS Account shall be added to the
employee’s accrued sick leave bank up to the limitscribed in Section 17.8 (Good Attendance CaBegr
Back Plan).

Sick Leave donated in accordance with Section $fA28l not be considered as "sick leave hours ubgdhe
employee donating such leave in the determinatfaie employee’s appropriate Good Attendance Ingent
The hours in the donating employee’s sick leavarzd must equal or exceed the Good Attendancetlaeen
in order for payment to be made.

B. An employee hired before January 1, 2001 shalehthe option to remain under the existing Career
Buyout Plan in Section 17.7, or to opt into the AahGood Attendance Incentive Plan. Such employee
who opts into the Annual Good Attendance Plan siakive the annual incentive payments for which he
is eligible and shall be eligible for the Good Affience Career incentive described in Section I5u8h
option into the Annual Good Attendance IncentivarPbr determination to remain in the existing Caree
Buyout Plan shall be irrevocable. An employee whesdnot opt into the Annual Good Attendance
Incentive Plan shall receive the Career incentawnents described in Section 17.7.

SECTION 17.7—- PAYMENT FOR UNUSED SICK LEAVE: Employees who complete probation and

are separated for any reason will be compensatathftsed sick leave upon separation on the follgwiasis:
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1. For employees who retire, retire on disabiligngion or resign after vesting in the pension aror
before December 31, 2010, seventy-five percent J7&%heir sick leave pay out accumulation may dfewith the
City, to the extent permitted by law, in a non-taleafund to be used for the payment of their retifealth
insurance premiums or taken in cash at the optidhevemployee. The remaining twenty-five percé¥f%) shall
be left with the City, to the extent permitted lawl in a non-taxable fund to be used for the paymémetiree
insurance premiums should the employee choosertince coverage.f the employee irrevocably elects to drop
out of the plan, they may take their sick leaverpagt upon separation as provided for in paragragin®mployee
may choose to set aside more than twenty-five (25843ent for the health insurance premiums at #leition.In
the event of the death of a retired employee, poeise shall be given the same options.

Effective January 1, 2011 the option to leaidk leave pay with the City in a non-taxable fidodthe
payment of retiree health insurance premiums ghalldiscontinued. Unused sick leave pay shall beemad
accordance with paragraph 3 of this Section.

2. For employees who are not retiring, retiringdisability or who have not vested in a pension @athe
time of separation, and who did not elect t theiyment for unused sick leave shall be as providedhfparagraph
3.

3. Payments as provided for below will be made ughenactual sick leave balance up to the employee's
maximum pay out accumulation and shall be paicherfdllowing basis:

1-25 days - 20% 51-75 days - 60%
26-50 days - 40% 76 and up - 80%

The amount of payment for unused sick leave forleyges hired prior to 4/1/80 will be computed at th
above percentage at their final salary. Paymenefoployees hired after 4/1/80 will be computedhas
percentage of average career salary.

Maximum payout accumulations shall be made forhalirs over 960 hours shall be compensated at sixty
(60%) and paid by the Employer to the employee’SSRidcount.

The employer will continue to make employees avedithe employees right to apply to the Illinois Meipal
Retirement Fund (IMRF) for the granting of retirarheervice credits for all sick leave for which #maployee was
not compensated for at the time of retirements linderstood that the rules for granting suchitsede
administered by IMRF and not the City.

SECTION 17.8 — GOOD ATTENDANCE CAREER BUYBACK PLAN

Employees covered by or participating in this Plaay accumulate up to 607 hours for buy back pumpose
Payment for unused sick leave hours up to the maximllowed shall be made on the following schedule:

1-125 hours 20%
126-255 hours 40%
256-380 hours 60%
381-607 hours 80%

All hours accumulated by an employee over 607 hahal be compensated at sixty (60%) and paid ley th
Employer into the employee’s RHS account.

An employee hired before January 1, 2001 who ha=® riimn 607 hours unused sick leave on Januar@l, 2
and who opts for the Annual Good Attendance Insenfilan shall have the option to select the CdBegrBack
Plan in Section 17.7 or the Good Attendance CaBegback Plan. Such option shall be irrevocable.
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SECTION 17.9- SICK LEAVE DONATION: An employee in the bargaig unit may donate sick leave to
another employee in the bargaining unit who hasested all paid vacation, personal and sick leadeisin
documented need of sick leave due to a seriouthheahdition as defined by the Family and Medicahie Act
(FMLA) of 1993. The paid leave time will be valuatithe donating employee's current rate of pay,vélidhen be
converted to the appropriate amount of time basetthe donee's current hourly rate of pay (i.e. loma for one
hour).

An employee who has exhausted all paid leave mgyerst donated sick leave at any time for a docusdemériod
of sick leave. However, donated sick leave will betretroactive and will only be applicable froma tate of the
request or the date that paid leave was exhaustedhever occurs later, and must be made pridnéamployee's
return to work from sick leave. In the event thateanployee is medically unable to request donatddeave, such
request may be made in the employee's behalf byvar&er or a member of the employee's immediatelyam

Donated sick leave for an employee will be apptiad deducted on a rotating basis from the accrisgdeave
balances of donors. A donor may rescind his donsitddleave authorization at any time prior todésluction from
his accrued sick leave balance.

Donated Sick Leave Time shall be permitted up tehtes(12) months after the employee has exhaudted s
paid leave.

Sick Leave shall not donated to another employee ig/loff work due to work-related injury or illness

ARTICLE 18
OTHER PAID LEAVE

SECTION 18.1 — JURY DUTY: City employees who have been called for jury dutybe paid their regular
wages during the term of their service on the jufy. be eligible for pay, the employee must give @ity advance
notice of their intended absence. If a personesisgork as a result of jury service, they must turer to the City
Treasurer all monies received from the court (ediclg travel pay).

SECTION 18.2. — VOTING TIME: An employee who is eligible to vote in primarydageneral elections and
who is also scheduled to work during all the hdbespolls are open, shall be granted time to vatie pay. Time
off shall be reasonable considering travel timéipb&ength, etc., but not to exceed two hours.

SECTION 18.3 — PUBLIC SERVICE ORGANIZATIONS AND CHA RITABLE WORK: Employees who
belong to organizations that have as their purp@geomote public service to the benefit of the cwumity of
Peoria as a whole, will be allowed reasonable tiffiéo attend their regular monthly meetings. sTsihall also
include time spent in donating blood to the RedsSr&mployees wanting time off to participate iaith
organizations fund raising or charitable activitiegst do so on their own time.

SECTION 18.4 — DUTY INJURY LEAVE: Duty injury Leav e With Pay: Employees who are off work due to
a work related illness, injury or disability shia# allowed a paid duty injury leave at full payupfto 3 calendar
days per year. At the conclusion of this 3-dayéeperiod, they shall be eligible to receive woskeompensation
pay, in the manner and to the extent such is peavahd required by applicable law.

It is the responsibility of all employee requestpajd duty injury leave to properly notify or causgtification to be
made to their supervisor as soon as is reasonallilpe, and to complete or cause to be completedemuired
duty injury and/or accident report forms.

If is understood and agreed by the City and theobithat the duty injury leave period shall not cosmee until the
start of the next regularly scheduled work day irdiately following the work day during which the gubjury
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occurred. Furthermore, and in this same regarénveémployees who suffer duty-related injuries atbarized to
leave work because of such injuries, they shalktiwgiess, receive their regular pay and benefitthe full work
day.

Duty Injury Leave Certification and Approval: All employees requesting a paid duty injury leahall be
required to obtain and submit a statement fromragual physician confirming the nature and extérheir work
connected illness, injury, or disability, certifgithat their absence from work is required becafiske illness,
injury, or disability, and indicating whether ortramd to what extent they could return to work bleast a limited
duty basis.

The City shall have the right, at its discretianyerify the report of the attending physician cenming the work
connected illness, injury or disability of an emyde, and to require the employee to be examindgteatity’s
expense, by a physician selected by the City terdehe the nature and extent of the illness, inpurdisability.

The decision of the City and benefits concerningkeos compensation may be appealed by the employee
accordance with applicable law.

Furthermore, if either this physician or the emples physician certifies that the employee is cipabworking
on at least a limited duty basis, then the Citylldtave the right to require that the employeeneto work on a
limited duty basis. Regular employees shall nodigplaced due to light duty assignments.

Duty Injury Release: The City shall have the right, at its discretitmrequire any employee on duty injury leave
to obtain and submit a physician’s release cenfithat he is fit to return to work and performtatk duties of his
position. This release, when required by the Gityst be submitted to and approved by the HumaonuRess
Director or his designee before the employee vélplrmitted to return to work.

Furthermore, the City may require, at is discreiod at its cost, that an employee take a medioaipal in
conjunction with the above duty injury leave reke@socedure. Depending upon the results of thidicae
physical, the City may approve or deny the empltsyssgjuest to return to work.

SECTION 18.5 — MILITARY LEAVE: Military leave shall be granted in accordance with
applicable law. An employee who is a member agfserve unit will be granted leave with pay, notxceed two
weeks in any one calendar year, for annual traisggsgions, provided that reasonable notice is given

Military earnings for the two week period must lbmitted and assigned to the Employer. If militaay exceeds
the employee’s earnings for the period, the Empishall return the difference to the employee.

SECTION 18.6 —- BEREAVEMENT LEAVE: All permanent full time regular employees shallddigible for up
to three days paid bereavement leave in the e¥entleath of a member of the employee’s immedaateilf.
Immediate family is defined as being the spousid cparent, grandparent (including great grandp@re
grandchild, brother (including half-brother andpsteother) and sister (including half-sister arepssister) of the
employee; and the child, parent, grandparent, gfaltj brother and sister of the spouse.

For the purpose of bereavement, child is furthéindd to include a legally adopted child, step-¢hdurrent foster
child, or child for whom the employee is the legahardian.

Should the employee have a legal guardian andriipdogee's parents are not living, an employee ragyest
replacement of the parents by the legal guardialedthose circumstances, the legal guardian wiltdnsidered
immediate family for bereavement leave purposes.

If additional time off is needed, the employee’'pBe#ment Head may approve the employee’s use ofiedc
vacation and/or personal leave. Upon requesgii@oyee will provide substantiating documentatibthe need
for the leave.

SECTION 18.7 — BENEFITS WHILE ON PAID LEAVE: All benefits will accrue while an employee is@n
leave with pay.
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ARTICLE 19
UNPAID LEAVE

SECTION 19.1 — LEAVE OF ABSENCE: The City Manager may, at his discretion, gralgzave of absence, not
to exceed six (6) months, to any bargaining unipleyee for good and sufficient reason. Such Ieamay be
extended for good cause by the Employer for antiaddil six (6) month period. Seniority shall necamulate
beyond the initial six (6) month leave. No bersfiill accrue for any month the employee is off kval month on
an unpaid leave and the employee must pay the ppat® health plan contribution rate for each mahtdy

perform no work.

SECTION 19.2 — ILLNESS OR INJURY LEAVE: Employees who have utilized all their accumulatiett leave
days and are unable to report to or back to wodabse of the start of or continuance of their séslsnor injury,
including pregnancy related disability, shall apfy an unpaid disability leave using the Unpalddss or Injury
Leave Form provided by the Employer. The Emplaydirnot arbitrarily deny such leave request.

The Unpaid lliness or Injury Leave Form shall st thhe nature of the illness or injury and the appnate length

of time needed for leave. The employee shall gi®wiritten verification by a person licensed urttherlllinois
Medical Practice Act or under similar laws of Itis for all leaves requested or continuing afterémployee has at
any time during employment with the City used t@pdays as sick without pay, consecutive or natchS
verification shall be provided by the attending gibian and shall show the diagnosis, prognosisexpéected
duration of the disability. Such verification sHa¢ made no less often than every thirty (30) dhying a period

of disability unless the nature of the ililness fudes the need for such frequency.

If an employee fails to request an unpaid illneswjory leave and provide the medical certificatibrequired,
unless the condition of the employee makes it ifzal to do so, the time off will be charged aset without
leave (AX) and the employee may be subject to plise for such absence. No leave will be apprawetil
requested and the appropriate documentation praviéer unforeseen absences of three days orthess,
information will be provided upon return to workor absences longer than three days, the emploggeaquest
that the form be mailed to them for completion.

For the purposes of granting, denying, or contigulimess or injury leaves, if the Employer hass@ato believe
the employee is able or unable to perform his l@tphssigned duties and the employee’s physicatifies him as
being able or unable to report back to work, thepryer may require the employee to be examinedbydity
Physician. If the two physicians disagree as ¢oathility or inability of the employee to returnwark or the nature
or extent of any restrictions, the two physicianalisselect an impartial third physician whose diexi shall be
conclusive. Such examination shall be paid fothgyEmployer.

Seniority shall not accumulate beyond the initial(§) month leave. The Employer must pay the appate health
plan contribution rate for each of the first siy (@onths the employee performs no work, but nordbeaefits will
accrue for any month the employee is off work atinth on illness or injury leave.

SECTION 19.3 —- WORKERS COMPENSATION PAY: Upon the expiration of the maximum duty injurgve
period, employees shall be eligible to receive weslcompensation pay, in the manner and to theesteh is
provided and required by applicable law. The termosditions, procedures and requirements set fanticerning
“Duty Injury Leave Certification and Approval” arfduty Injury Leave Release”, shall also apply widspect to
requests and claims for workers compensation Banefits while on workers compensation leave siadtue for
the first six (6) months only.

SECTION 19.4 — EMPLOYEE RIGHTS AFTER LEAVE: When an employee returns from any leave of
absence permitted by this Agreement within twoyggrs, the employer shall return the employeedasttme or
similar position in the same or similar classifioatin which the employee was incumbent prior &® th
commencement of such leave, seniority permittitfighe employee does not have enough senioritggain his
former position, the layoff provision of this Agmaent shall apply.

Persons returning from workers compensation leaith,or without pay, will be returned to their foemposition.
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SECTION 19.5 — FAMILY MEDICAL LEAVE ACT: The City and the Union agree to work togethezamply
with all Federal regulations governing Family anddtal Leave. Eligible employees will be entittedwelve
weeks of Family and Medical Leave per twelve magrghiod for covered reasons. All aspects of thedeaill be
governed by the Federal Regulations unless mutagliged otherwise.

For purposes of administration, the year periodl $lgaa rolling twelve month period. All time dfiken by an
employee shall be counted towards the requiredsenebeks of Family and Medical Leave if it is fareoof the
covered areas. Employees shall be required taluapplicable accrued leave time prior to goinguopaid status
(i.e. — all sick leave must be exhausted prioatong FMLA unpaid leave for serious illness andatamn and
personal time must be exhausted prior to taking AMhbpaid leave for other allowable purposed). Tasagraph
shall not be interpreted to prohibit the City Maeam his discretion from granting leaves of absemeder Section
19.1 with or without requiring the use of accruedve time. Benefits shall not accrue for any mdémn¢hemployee
is on unpaid status the entire month.

ARTICLE 20
HOURS OF WORK

SECTION 20.1 — GENERAL PROVISIONS: The normal work week for full time employees $hal forty (40)
hours. A normal work day for full time employed®sml consist of eight (8) hours within a 24 houesipd for
employees normally scheduled to work five (5) dagsweek; and ten (10) consecutive hours withid &dur
period for employees normally scheduled to work f@) days per week. Work days shall be scheduled
consecutively. Work schedules shall normally pdevior the work day to be broken by an unpaid meaibd of
not less than thirty (30) minutes and no more thae (1) hour. Employees shall have the right awdethe work
site during such unpaid lunch periods.

Work schedules for persons assigned to positionshndre staffed on a 24 hour basis shall providetfe work day
to be broken by a paid meal period of not less thamty (20) minutes. Employees who are providedid lunch
break, must secure the supervisors permissiorate lthe work site.

Each employee may have a rest break in each h#ieafork shift. The employer will continue thepdetmental
practices regarding break/rest periods. The eneplslyall also make reasonable efforts to providalsie break
and lunch areas at each job location.

SECTION 20.2 — EXTRA HOURS: Employees shall work extra hours when authoreedi directed, and extra
hours shall be allocated as evenly as possible gitienemployees qualified to do the work. All eaydes
required to work overtime shall receive either pagompensatory time, at the applicable rate.

SECTION 20.3 — CALL BACK PAY: Any employee called back to work outside his/Hgft,sshall be
compensated (pay or compensatory time) at thecgipé rate for a minimum of two hours. This pravisshall
not include time which is consecutive with theigu&ar work shift.

SECTION 20.4 — REPORTING PAY: Any employee who is scheduled to work overtime does report to
work, but whose work is not required or availaloéntm/her, shall be excused from duty and paithaisipplicable
rate for (2) hours work, or the number of hoursialty worked, whichever is greater.

SECTION 20.5 — OVERTIME RATES: All bargaining unit employees will be compensai@dextra work at
base rate (straight hour for hour pay or comp tioregt overtime rate (time and one half of competion pay) based
on the following rules and definitions.

(a) Time and one half rate shall be paid to all empdsyeegardless of classification, required to work
extra hours in a declared emergency by the Cityddan

(b) Time and one half rate shall be paid to all empésyeequired to work on a holiday.

(c) Emergency Communications Telecommunicators, P&®eords Technicians, Police Information
Technicians, Computer Operators and Administrafigecialists assigned to CID in the Police
Department who are ordered into work by the mangtaigertime rules, shall be compensated at the
time and one half rate, regardless of total howrsked in a week. Overtime rates shall be
discontinued at the beginning of the individuaBgular work day.
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(d) When regular and extra hours actually worked totate than 40 hours in any one week, the hours
over 40 will be compensated for at the time andlwiérate. Paid vacation, personal, and holiday
hours count as time worked in calculating 40 haandard.

(e) Excluding shift workers, as in (c) above, overtimay be in the form of compensatory time. After
accumulating 60 hours of compensatory time, theleyee who is asked to work additional overtime
may elect to be compensated by additional comp ¢ini®y cash. The City reserves the right to pay
off accumulated compensation at any time.

() The time and one half rate is 1.5 multiplied by ¢émeployee’s hourly rate.

SECTION 20.6 — STANDBY: Any employee who is required to standby for a onekweeriod, will receive $140
per week for the 7-day period they are requirede@n standby. When called to work from standigy twill
receive 2 hours minimum call-in pay at the applieahte. Standby duties and pay shall be rotatsekly among
bargaining unit employees qualified to do the work.

Emergency Communications Telecommunicators wikkhez $20 per day when required to be on standlwo T
Emergency Communications Telecommunicators (oimegpy and one backup) will be on standby each day.
When called to work from standby, they will receR/@&ours minimum call-in pay at the applicable raBperating
procedures for Emergency Communications Telecomeatmis standby have been agreed between the pamtes
will be incorporated into the standard operatingcedures of the Emergency Communications Center.

SECTION 20.7 — COMPENSATORY TIME: Compensatory time will be earned at the applieaate each hour
worked in excess of 40 in a week and banked toxarmam of 240 hours. If the banked balance shoukt exceed
the 240 hour maximum, the employee shall receiyefgathe excess until the balance is restoreddtw i®ours.
Compensatory time shall be authorized by the sugp@rand recorded on City time sheets. City resovill be the
official document to determine employee’s actuahpensatory time balance.

SECTION 20.8 — PYRAMIDING OF HOURS: There shall be no pyramiding or duplicating oédime
provisions. Hours compensated under one overtimgigion shall be excluded from any other overtpnevision.
When two or more provisions requiring the compeaogsatf overtime rates are applicable, the singtevigion most
favorable to the employee shall apply.

SECTION 20.9 — TIME TRADING: Emergency Communications Telecommunicators, P&&eords
Technicians, Administrative Specialists assigne@I© in the Police Department, Police Informatioechnicians
and Computer Operators may trade time with othgrleyees of the same class specification, provilatiéach
has completed probation and is qualified to perftrenduties of the other, subject to the following:
(a) The trading of time is done voluntarily by the eoydes and not at the request of the Employer.
(b) The trade is not made for reasons related to thel@mr's business operations; but is due to the
employee’s desire or need to attend to a persoatiem
(c) The minimum number of hours traded equals two @iré.
(d) The time-trade must be in writing on the requeshfo
(e) Alltrading is subject to the reasonable appro¥dhe supervisor, provided that any requested trade
which would result in the employee being absennftbeir regularly scheduled woshifts for more
than 80 hours in a thirty day period or more th&rcdnsecutive calendar days, must be approved by
the appropriate Department Head or their designee.
(H Must be approved the workday before, or with appla¥ the appropriate supervisors.
(g) Trading time shall not cost the City overtime.

Repayment of trades shall be by actual workingfog another and shall not be in cash. Repaymalittahthe
responsibility of the individual employees, and tiw department.

SECTION 20.10 — SCHEDULING PRACTICES: Existing scheduling practices with respect tolémgth of the
normal work week, starting and quitting times, laperiods, days off, shifts and overtime distribntshall
continue during the term of this Agreement. Heeraflhere changes in schedules affecting bargauniitg
employees are warranted by operational need, th@dyer shall notify the Union and the employeekast five
(5) working days in advance. Disputes over su@nghs being made for operational needs shall bmiteld to
Step 2 of the grievance procedure. If emergertogisons so dictate, temporary work schedule changgey be
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implemented by the employer pending final resolutitbthe dispute. Changes for reasons other tharational
needs may be made only through the negotiationegsoc

When permanent changes in shift or days of assigtera@e made, employees shall be entitled to eseesgniority
to retain their shift assignments. A permanennhgean an employee’s assignment shall be madetiefenn the
first day of the employee’s new work week. Accagito the current practice, once each year, empkwathin a
work location shall have an opportunity to exerasaiority for shift assignments or days off withire work
location.

ARTICLE 21
INSURANCE

SECTION 21.1. —- GROUP HOSPITALIZATION AND MAJOR MED ICAL: The subject of health insurance
has been deferred to the Joint Labor-ManagemeritiHéare Committee.

In the event the Joint Labor-Management Health Canmmittee ceases to function, either party mayesapon
the other a request to bargain, and the partidstelea promptly commence bargaining over the issiugealth
insurance (ARTICLE 21). If after bargaining in gbfaith over the issue(s), the parties are unabteach
agreement, the impasse procedures of the Act apply.

ARTICLE 22
HEALTH & SAFETY

SECTION 22.1 — TREATMENT COSTS: Employees injured or exposed to illness durirgrttvork hours and
the performance of their duty shall be providechvall necessary medical treatment as per the idlidéorker
Compensation Act.

SECTION 22.2 — NOTICE OF EXPOSURE: The City shall notify all employees immediately aptiscovery
that they may have been exposed to a contagioeas#r illness during their hours of work andgédormance
of their duties. The City shall take appropriabeimter-measures for the protection of employeediagid families
in such cases.

If an employee is exposed to blood or other patdigtinfectious materials, the employee shall:
(1) Notify his supervisor immediately.
(2) Obtain medical treatment, if desired.
(3) Complete the Peoria Hospital Communicable Diseasielént Form.

SECTION 22.3 — EMPLOYEE'S RIGHT TO KNOW ACT: The Employer will comply with State and Federal
legislation regarding the employees rights to abtaformation regarding toxic substances in thelwuace.
Inquiries shall be directed to the Human Resoubmgsartment in writing.

ARTICLE 23
LIFE INSURANCE

SECTION 23.1 — GROUP TERM LIFE INSURANCE COVERAGE: During the term of this Agreement, the
city shall provide each full time employee withagsix thousand dollar ($6,000) group term lifstiirance policy.
Effective January 1, 2002, the amount of group tiferinsurance provided shall be increased to @20 per full-
time employee.

SECTION 23.2 — RIGHT TO SELECT CARRIERS: The City reserves the right, at its sole disoretto select
the insurance company through which such group tiéermsurance policy is to be issued, and to deathis
insurance carrier.

In this same regard, the City also reserves thd,rag its sole discretion, to provide such graenontlife insurance
benefits through its own self-insurance program.
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When the City’s group term life insurance benefiprovided through an insurance company, the bestedll be
subject to the provisions of the policy betweendlity and the insurance carrier.

ARTICLE 24
MISCELLANEOUS PROVISIONS

SECTION 24.1 — ACCEPTANCE OF GIFTS: No gift or favors shall be accepted by a City &ayee which is
intended to influence the employee in the perforreant his/her duties.

SECTION 24.2 — DEFAULT ON INSURANCE PREMIUMS: All insurance premiums which are the sole
responsibility of any current or retired employer dhe City must be submitted on a timely basislekks previous
arrangements are made and approved by the Ciliyrefdo pay such premiums may result in terminatibn
coverage without liability to the City. Any cankzlon of coverage shall be preceded by a 30-dégaof
cancellation.

SECTION 24.3 — DRIVER’S LICENSE: Employees who are assigned to jobs which reguiralid drivers
license will be required to periodically prove th&ill possess such license. Said employee’sriatio inform the
City of a suspended and/or revoked license maytrestermination.

SECTION 24.4 — SERVICE OF NOTICES: Notices hereunder shall be deemed to have besuately given if
served by registered mail upon the persons namew la¢ the address indicated, unless otherwisdiadtin
writing:

NOTICE TO THE UNION SHALL BE ADDRESSED TO:

President Council 31
AFSCME, Local 3464 AFSCME

419 Fulton Street 615 S. Second Street
Peoria, IL 61602 Springfield, IL 62705-2328

NOTICE TO THE CITY SHALL BE ADDRESSED TO:

Human Resources Director
City of Peoria

419 Fulton St. — Room 203
Peoria, IL 61602

SECTION 24.5 — RULES AND REGULATIONS: Nothing in this Agreement shall be deemed taicste right
of the Employer to establish reasonable rules egdlations governing the conduct of employees bhad t
performance of their duties, provided such rules regulations are not inconsistent with the terffrthig
Agreement. Employees shall abide by such rulesegdations. The Employer agrees to providerajpleyees
with individual copies of all rules and regulatiposders and other memoranda establishing requitenfer the
employees in the performance of their duties, kegftie same current and up-to-date. The Cityfuillish the
Union a copy of the changes in the aforementiondsbr regulations, orders and memoranda 7 daydvianee of
the publication and advise them of the intendedemgntation date.

SECTION 24.6 — PERSONAL USE OF CITY PROPERTY: The use of City property for personal use is
prohibited except as described in the computertelegphone usage policies last modified on 08/2%98. use of
City computer for personal gain or profit).

SECTION 24.7 — TELEPHONE: Those employees required, as a condition of #raployment, shall obtain and
maintain an operating telephone in their placeesidence. An operational cell phone may substfartéhe
operating telephone in the place of residence.

SECTION 24.8 — PAYROLL DEDUCTIONS: If the employee so desires, the payroll divisioay make certain
deductions from his/her check. Among these arsngavand payments to the credit union, PACC coutidins,
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Union PAC contributions, employee clubs, union daled assessments and programs, insurance, anibaaldit
withholding tax. All deductions must be requestedriting, dated, and signed by the employee.

SECTION 24.9 — PRINTING OF AGREEMENT: The City agrees to distribute copies of the Agrestne all
bargaining unit employees.

SECTION 24.10 — SECTION 125 PLAN: The City shall establish a Section 125 Qualify@efeteria Plan (under
Section 125 of the Internal Revenue Code) for eyg#s represented by the Union. Contributionsedtan may
be used by the employees to pay toward their podfdealth insurance premiums, qualifying medeglenses
and qualifying child care expenses.

SECTION 24.11 — SERVICE CREDIT: Employees who voluntarily leave City employmend @re reemployed
at a later date, shall receive credit for total/®er during both periods of employment, minus oeary

This new service credit shall determine the empdts/accrual rate for all paid leave time and loriyeavailable to
the employee, per the collective bargaining agregme

ARTICLE 25
UNIFORMS & EQUIPMENT

SECTION 25.1 — UNIFORMS: During the term of this Agreement, the Employailscontinue to provide all
required uniform articles according to the curneratctice of the parties. When such required unifartitles are
provided they shall be worn during working hourspscified within the departmental procedures asiitigs that
are in place at the time of the signing of this égment. The Employer shall arrange for the fittimgbe made
during the employee’s working hours.

SECTION 25.2 — TOOLS & EQUIPMENT: The Employer agrees to furnish and maintain fa sarking
condition all tools and equipment required to camuythe duties of each position. Employees asparsible for
reporting any unsafe condition or practice andofmperly using and caring for the tools and equipinfiernished
by the Employer.

SECTION 25.3 — PROTECTIVE CLOTHING: Protective wearing apparel which is requiredtms/¢mployer
shall be provided by the employer. A yearly reimggment of up to one hundred dollars ($100.003&bety boots
and sixty-five dollars ($65.00) for safety glasshall be available to employees who are requiradésuch
equipment and who provide the City with a valicesaleceipt.

ARTICLE 26
PARKING

SECTION 26.1 — PARKING: The Employer shall provide an area for free erygdoparking within a reasonable
distance of their respective places of employmé@ihte parking area shall be located in an area wéedisty and
security hazards have been minimized to the lewredrient for the area of the place of employment.

The Employer shall continue to provide discounkjay fees for employees who currently rent monghdyking
spaces in the Jefferson Street parking deck antkkneStreet lot. The amount of the discount shathain at the
present level or at 50% off the rate charged taytheeral public whichever is the larger discoulll. new requests
for discounted parking rates in the Jefferson $waeking deck and Franklin Street lot will be gehas long as
spaces are available for the duration of this Agea.

ARTICLE 27
PERFORMANCE EVALUATION

SECTION 27.1 — INFORMAL CONFERENCES: The Union and the Employer encourages periodazimal
evaluation conferences between the employee afftehisupervisor to discuss work performance, jdisfsation,
work-related problems and the work environmentwdfk performance problems are identified, the sviper shall
offer constructive suggestions and shall attempiddhe employee in resolving the problem.
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SECTION 27.2 - WRITTEN EVALUATION: Itis the intent of the Employer to conduct ongpevaluations.
The Employer shall prepare semi-annual evaluatimnsmployees within one (1) month after their dated

An informal evaluation will be conducted six monfiréor to the employee’s anniversary date. Thil@ation is
used solely for performance measurement and cdngseNo merit increase is attached to this infdrenaluation.
A formal evaluation, covering the previous twelvenths, will be conducted on each employee at tmiiversary
date. This evaluation will be used to determireedhpropriate merit increase to be granted the@repl

Except where present practice provides otherwisgtew evaluations shall be prepared by the emgsye
supervisor who is outside the bargaining unit ahg either has first-hand knowledge of the employeesrk or
has discussed and received recommendations froreswwho does. The evaluation shall be limiteithéo
employee’s performance of the duties assigned actdrfs related thereto.

The evaluation shall be discussed with the emploged the employee, if he requests, shall be giveopy
immediately after completion and shall sign thelea@ion as recognition of having read it. Suchaigre shall not
constitute agreement with the evaluation. Any dispver the evaluations shall be subject to revigw level of
supervision beyond the approving authority.

If the employee is not satisfied with the results@mpromise reached at that level of review, tmpleyee may
submit a written grievance of the sections undsputie.

ARTICLE 28
WAGES AND LONGEVITY

SECTION 28.1 — RATES OF PAY: Employees are paid an hourly wage as defineddoraance with the pay
range allocation system attached this Agreementzartted Appendix A. The attached wage schedula Isé
considered a part of this Agreement.

Effective January 1, 201 @ll grades and steps shall be as reflected in\thge Schedule attached as Appendix D
(this reflects a 0.0% increase over the 2088hedule).

Effective January 1, 201 4ll steps in the Wage Schedule in AppendigHall be increased by 2 %0 as reflected in
Appendix_E The step each employee is at on the end of bssiDecember 31, 2010 will be the step they rentain a
for the duration of 2011 effectively freezing thegsincreases for 2011.

Effective June 15, 201 2ll steps in the Wage Schedule in Appendsh&ll be increased by 2 @0 as reflected in
Appendix E

When any classification not listed on the pay raaligcation is established, the Employer and Unidhwork
together to designate a rate structure and deeetigss specification of the classification.

NEW EMPLOYEES: New employees will be placed at the step in tlop@r pay range for their classification
which relates best to their experience. At the @fthe probationary period, the employee shaljiven a
performance review and appropriate merit increddgs establishes the employee’s anniversary date.

PROMOTIONS AND RECLASSIFICATIONS: When an employee is promoted or reclassifiedgosition in a
higher pay range, his/her wage rate shall be iset#o the step in the new pay range which mosebladesembles
the current wage rate of the employee plus twosstepo the minimum of the pay range whicheverighér. The
employee shall serve the probationary period reguior the position by Section 10.3. At the endhef
probationary period, the employee shall be givperformance review and appropriate merit increddas will
establish the employee’s new anniversary date.

Promotions shall be defined as placement in a higheant position; or, for positions within a hietaial job series,

the placement in a higher position based upontthmaent of certifications/experience that thealdiges the
employee for the position.
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Reclassifications shall be defined as the placemieah employee into a new position (either a neasgification or
an existing classification) in a higher pay range tb an increase in duties and responsibilitiésgoassigned to an
individual employee or a restructuring of a speqgifosition.

TRANSFERS: When an employee takes a position in a lowerrpage by choice, he/she will be paid at a step
within the pay range of the new classification. aflan employee takes a position in the same paye rdateral
transfer) by choice, the employee shall not be {esd than he/she was making in the previous positi
Transferred employees will then serve the probatipperiod required for the position by Section31L0At the end
of the probationary period, the employee shalliverga performance review and appropriate meritgiase. This
establishes the employee’s anniversary date.

Lateral transfers shall be defined as placemeahather position in the same pay range; or acceptafithe same
position in a different department. Transfers itthe same job classification and department whizimot affect
the employee’s hours of work remain within the tiggaf management, and shall not be considereaelatansfer.
The election of shift preference by seniority sinalt be considered a lateral transfer.

LAYOFF: When an employee accepts a position in a lowgrgage due to layoff, he/she shall be placedet th
next highest step in the pay range which most biaggproximates the employees pay before such mgvé the
maximum of the pay range. The employee’s annivgmdate shall not change due to this movement. The
employee will not be required to serve a probatipperiod.

TEMPORARY AND PART-TIME: Temporary and part-time employees shall be paédrate within the pay
range of his/her position. Part-time employeedl fleaeligible to receive merit increases on thsidaf their
formal performance evaluation and their positiothini the pay range at the conclusion of each 2(@0s worked
in the same manner as full-time employees.

MISCELLANEOUS: On the employee’s anniversary date, bargainimgamployees are eligible to receive merit
increases on the basis of their formal performaweduations and their position within the pay rangenployees
who receive an overall rating that is below staddaitl not be eligible for step movement. In arase where a step
is not granted, a performance improvement planheltieveloped between the emploged the supervisor to
identify specific actions/changes that are needexthieve a satisfactory evaluation.

The parties agree to the following criteria forpsteovement throughout the range. Employees whata®tep 10
or below will be eligible to receive one or twosedepending upon their specific performance léwatrall rating
of “meets standard” warrants 1 step and “exceettslsirds” warrants 2 steps). Employees above $xepHo
receive standard or above evaluations, will beldigfor a one (1) step movement. A second step lmagranted
based on exceptional performance at the sole diisaref the City.

SECTION 28.2 — TEMPORARY ASSIGNMENTS: When an employee is temporarily assigned duties and
responsibilities of a higher rated position, theglsreceive compensation at the first step ofitigder classification
or a two step increase in their permanent clasdifin, whichever is greater, provided such assigrrisemade by
the supervisor and includes a preponderance ofdh®al duties and responsibilities of the highéedgposition for
a period of at least forty (40) consecutive workifso(including holidays). Such compensation shalidiroactive to
the first day of the assignment.

When an employee is assigned to temporary dutiesvitbeir regular assignment, their rate of payllsha be
lowered. An employee who is temporarily designatedct in the capacity of a position outside thegaining unit
shall remain a member of the bargaining unit.

SECTION 28.3 — TRAINING ASSIGNMENTS: When an employee is assigned to duties and regplities of
training assigned employees in the basic skillheir own classification, they shall receive a tstep (5%)
increase. Basic skills training is not to be caefli with the typical “familiarization” type of trding required of all
positions. This additional pay is to compenshtettainer for the additional work and respondipifor evaluation
and documentation of the work performance of thelse are being trained.

SECTION 28.4 — COMMUNICATIONS TRAINING OFFICER COMP ENSATION: Emergency
Communications Telecommunicators who have sucdgssfumpleted an accredited Communications Training
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Officer program (CTO), shall receive a 2% increispay provided they meet the training program gliigs, are
willing and available to train and are designatgdhe ECC Manager as a trainer. This additionglgiell be
withdrawn by the City if the Emergency Communicatidl elecommunicator fails to complete the CTO
recertification process and/or fails to comply wiitle training program as instituted by the City.

In addition to the 2% increase referenced aboweEtnergency Communications Telecommunicator shedive
an additional three percent (3%) increase in ctitsn@ge for actual time spent in training other emgpks, as
defined in Section 28.3.

SECTION 28.5 — SHIFT DIFFERENTIAL: Employees who are regularly assigned startinggibeginning
between 2:00 p.m. and 5:59 a.m. shall receive dHfétrential in the amount of $.30 per hour worl@dthat shift.

SECTION 28.6 — LONGEVITY PAY: During the following specified years of servitee employees shall
receive longevity pay to be paid the first FridayDiecember based on the total pay received inrdagegding twelve
(12) month period:

After 5 years service — 2%

After 10 years service — 4%

After 15 years service — 6%

After 20 years service — 8%

SECTION 28.7 — PAY PERIOD/PAY DATES: The pay periods and pay dates shall be publiahedally by the
Human Resources Department. Wages will be pawiiekly. Payroll periods will consist of two weeltarting at
12 midnight on Saturday. Paydays shall be thealyrfdllowing the end of the pay period unless nieged
otherwise between the parties as required by law.

ARTICLE 29
SPECIAL PAY

SECTION 29.1 — AUTO ALLOWANCE: If an employee is occasionally required to useirtpersonal vehicle
for work, he/she will receive a mileage allowancetloe basis of the IRS rate for the business usepafrsonal auto.

Specified employees who are required to use tleBgnal auto on a frequent schedule, are currgrdlyted a
monthly allowance on the basis of the anticipateel of the auto. For the term of the agreemensgethidho receive
an allowance may elect to continue at the predlmwance or to permanently switch to the “reimbuneat for
actual documented miles” method above. The Emplslyall continue the insurance program presentffiect at
the signing of this Agreement.

SECTION 29.2 — SAFETY AWARD: All employees who work a full calendar year withan on-the-job
accident, which results in a loss of time workdwlsreceive a fifty dollar ($50) safety award, phie on the first
payday in February of the following year. This peden will no longer be applicable after the fiystar of the
Agreement and will be deleted in the second ye#in@f\greement. The final safety bonus will be gai&ebruary
2006 based upon meeting eligibility requirement2005.

SECTION 29.3 — EDUCATIONAL INCENTIVE PAY: Each person presently receiving educational itheen
pay will continue to receive the same dollar bdreaid would only lose the benefit as defined byptlae. No new
enrollees will be allowed educational incentive pay

SECTION 29.4 — TUITION REIMBURSEMENT: The City of Peoria agrees to fund a City spondduéion
reimbursement program for an annual amount of $IIP &nd $15,000 effective 01/01/201Reimbursement of the
tuition shall take place during July of each cakemykar for approved classes taken during the gdar (Julyl-
June 30). The tuition reimbursement year shallfram July 1 — June 30. Grades and required papé&r@oisuch
approved classes must be received by Human Resonmndater than June 30.

All program policy language and procedures goveytite program, except as provided hersirgll apply in like
manner to AFSCME bargaining unit members. It idamtood that in those years funding is inadeqtoateeet the
total requests of all eligible employees for reimdgments which are submitted by June 30 each X6&CME
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eligible employees shall be allocated funds ortia mhich approximates the annual funding amourithebamount
of tuition reimbursement requested.

SECTION 29.5 — CITY COUNCIL STIPEND: Each Administrative Specialist in the City CleslOffice shall be
eligible for a $35 per week stipend for each wdelytmay be assigned as staff support to City Coumeétings.
This stipend is intended to address the uniqueuaidrtain staffing requirements integral to theifgms During
the term of this agreement, the current practieganding Council Meeting support shall continue.

ARTICLE 30
VACANCY NOTICE

SECTION 30.1 — VACANCY NOTICE: If the City decides to fill a vacancy in the bairgng unit, it will post an
announcement for at least ten working days in tea ahere employee notices are customarily postey.
employee including those on lay off may file adetbf intent for the vacancy along with externaididates. The
most qualified person will be selected to fill ghesition, but if the ability to perform the workrslatively equal, the
City employee with the most seniority will be awaddhe job. In cases of layoff, the provisiong\dicle 11.2A(8)
take precedence over this section.

ARTICLE 31
INTERNAL PROMOTION

SECTION 31.1 — INTERNAL PROMOTION: Both the City and AFSCME commit themselves to the
full and effective utilization of a Joint Labor-Magement Group to be know as the Internal CareenAckment
Project, which shall consist of three represengstiappointed by AFSCME and three representativesieted by
the City. These representatives shall be appoemedthe Group shall begin meeting within 30 défyth® signing
of this Agreement.

The primary objectives of the Internal Career Athament Project shall be:

1. Identify barriers to internal promotion;

2. Develop strategies to encourage employees to dpphdvance positions;

3. Develop training and education programs to preparployees for advancement;

4. Develop a job catalog for internal use;

5. Recommend specific practical methods to impleméattve internal career advancement.

The Group shall meet not less than monthly thratgfirst six months, and not less than quarterbreafter.
Either party may request a meeting upon reasomattiee to the other.

ARTICLE 32
SAVINGS

SECTION 32.1 — SAVINGS CLAUSE: If any provision of this Agreement is declared bgislative or judicial
authority to be unlawful, unenforceable or not@e@dance with applicable laws, statutes and ré¢iguks of the
Unites States of America and the State of lllinalspther provisions of this Agreement shall remiai full force
and effect for the duration of this Agreement amal parties shall meet as soon as possible to gt good faith
on a substitute provision.

ARTICLE 33
WAIVER

SECTION 33.1 — WAIVER: The parties acknowledge that during the negotiativhich resulted in this
Agreement, each had the unlimited right and opmifstio make demands and proposals with respeatycsubject
or matter within the areas of collective bargairasgdefined in PA 83-1012 and that the understaisdamd
agreements arrived at by the parties after theceseeof that right and opportunity are set forthhis Agreement.
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However, the Employer agrees that during the pesfdtlis Agreement, it shall not unilaterally chareny bona
fide past practices and policies with respect targs, hours, conditions of employment, and fribgaefits enjoyed
by members of the bargaining units without prionsdgtation and negotiations with the Union. Wheast practice
conflicts with the express terms of the contrdu, ¢ontract shall prevail. In order to qualifysalsona fide past
practice, such practice must be (1) unequivocalclgarly enunciated and acted upon, and (3) neaditertainable
over a reasonable period of time as a fixed arabéshed practice accepted by both parties.

ARTICLE 34
TERMINATION

This agreement shall be effective as of thd @8y of November 2018nd shall remain in full force and effect until
December 31, 2012It shall be automatically renewed from year ¢éanythereafter unless either party shall notify
the other in writing at least ninety (90) days ptimthe anniversary date that it desires to modifierminate this
Agreement. In the event that such notice is gimegotiations shall begin not later than sixty (6@ys prior to the
anniversary date. This Agreement shall remainiiinférce and be effective during the period of oggtions.

In witness whereof, the parties hereto have st tands this 23rd day of November, 2010.

FOR THE UNION: FOR THE CITY OF PEORIA:
President Mayor of Peoria
Vice-President City Manager

Secretary Labor Relations Manager
Trustee Senior Legal Counsel
Negotiating Committee Member Negotiating Comneitidember
Negotiating Committee Member Negotiating Comneitidember
Negotiating Committee Member Negotiating Comneitidember
AFSCME Council 31 Representative Negotiating CottemiMember
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APPENDIX A
RANGE ALLOCATION SCHEDULE

Pay Grade 214
Custodian

Pay Grade 215
Administrative Specialist |

Central Services Technician
Kennel Technician

Parking Enforcement Coordinator
Parts Technician

Police Records Technician |

Pay Grade 216
Administrative Specialist Il

Fiscal Technician |

Parking Enforcement Officer
Parking Meter Technician
Permit Technician

Police Records Technician Il

Pay Grade 217
Animal Control Officer

Computer Operator

Customer Service Specialist

Emergency Communications Telecommunicator — Trainee
Payroll Specialist

Police Information Technician

Property & Evidence Technician

Public Works Dispatcher

Uniform Crime Report Specialist

Work Control Coordinator

Pay Grade 218
Administrative Specialist 111

Emergency Communications Telecommunicator
Engineering Technician |

Fiscal Technician Il

Flee tService&iscal Assistant

Help Desk/Computer Operator

Legal Administrative Specialist

Purchasing Coordinator

Pay Grade 219
Building Inspector |

Development Assistant

Lead Computer Operator
Shelter Services Coordinator
Technical Support Coordinator
Zoning Enforcement Inspector
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Pay Grade 220
Building Inspector Il

Code Enforcement Inspector
Electrical Inspector

Electronics Technician
Engineering Technician Il

Fiscal Technician 11l

Home Ownership Counselor
Legal Administrative Coordinator
PC Specialist

Plumbing Inspector

Traffic Technician

Pay Grade 221
Administrative Specialist IV

Building Inspector Il

Business Services Representative
Career Center Coordinator

Career Counselor

Domestic Violence Program Coordinator
ESDA Planner

Fingerprint Identification Technician
Marketing Coordinator

Network Specialist

Permit Writer

Plans Examiner

Program Coordinator - Weed & Seed
Programmer/Analyst

Rehabilitation Specialist

Senior Code Enforcement Inspector
Senior Electrical Inspector

Senior Plumbing Inspector
Telecommunications Specialist
Victim Advocate

Pay Grade 222
Electronics Repair Supervisor

Senior ESDA Planner

Senior Rehabilitation Specialist

Urban Planner

Workforce Development Project Coordinator
Workforce Development Team Leader

Pay Grade 223

Civil Engineer |

Engineering Program Administrator
Engineering Technician Il
Forestry/Grounds Planner

Network Administrator

Public Works Planner

Traffic Engineer

Traffic Operations Specialist
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Pay Grade 224
Civil Engineer Il

Facility Operations Engineer
Land Surveyor

Permit Engineer

Senior Urban Planner
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Appendix B
Job Families

SECRETARIAL/CLERICAL SERIES

Series |

221 Administrative Specialist IV

218 Administrative Specialist Il / Legal AdministragVSpecialist
217 Customer Service Specialist

216 Administrative Specialist Il

215 Administrative Specialist | / Central Services Teickan

215 Parking Enforcement Coordinator

Series Il

221 Fingerprint Identification Technician

217 Uniform Crime Report Specialist / Police Informatidechnician / Property & Evidence Technician
216 Police Records Technician Il

215 Police Records Technician |

Series |l
Vacant
PLANNING SERIES

224 Senior Urban Planner

222 Urban Planner / Neighborhood Development Specialist
221 Program Coordinator - Weed & Seed

220 Home Ownership Counselor

219 Zoning Enforcement Inspector

INSPECTIONS SERIES

Series |

221 Building Inspector Il / Permit Writer / Plans Exarar / Senior Plumbing Inspector / Senior Electrica
Inspector

220 Building Inspector Il / Electrical InspectoPlumbing Inspector

219 Building Inspector |
216 Permit Technician

Series

222 Senior Rehabilitation Specialist

221 Rehabilitation Specialist / Senior Codedtaément Inspector
220 Code Enforcement Inspector

216 Code Enforcement Aide

ANIMAL CONTROL / GENERAL SERIES

219 Shelter Services Coordinator
216 Animal Control Officer

215 Kennel Technician

214 Custodian

DISPATCHING SERIES

218 Emergency Communications Telecommunicator
217 Public Works Dispatcher / Emergency CommuitoatTelecommunicator — Trainee/
Work Control Coordinator
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PARKING ENFORCEMENT SERIES

216 Parking Enforcement Officer / Parking Meter Techaric
215 Parts Technician

ELECTRONICS SERIES

222 Electronics Repair Supervisor
220 Electronics Technician

WORKFORCE DEVELOPMENT SERIES

221 Career Counselor / Business Services Remiades / Career Center Coordinator
222 Workforce Developmeftroject Coordinator
222 Workforce Development Team Leader

DATA PROCESSING SERIES

221 Programmer/Analyst / Network Specialist

220 PC Specialist

219 Lead Computer Operator/Technical Support Coatdr
218 Help Desk-Computer Operator

217 Computer Operator

TELECOMMUNICATIONS SERIES

221 Telecommunications Systems Specialist

FINANCIAL SERIES

220 Fiscal Technician Il

219 Development Assistant

218 Fiscal Technician Il / Fleet Servidéiscal Assistant / Purchasing Coordinator
217 Payroll Specialist

216 Fiscal Technician |

ENGINEERING SERIES

Series |

224 Land Surveyor / Civil Engineer Il / Facility &mtions Engineer / Permit Engineer

223 Civil Engineer | / Public Works Planner / TiafOperations Planner / Forestry & Grounds Planierffic
Engineer

Series

223 Engineering Technician Il / Engineering PragrAdministrator
220 Engineering Technician Il / Traffic Technician

218 Engineering Technician |

LEGAL SERIES

220 Legal Administrative Coordinator

ADVOCACY SERIES

221 Domestic Violence Program Coordinator / Vicfiivocate
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ESDA SERIES
222 Senior ESDA Planner

221 ESDA Planner
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APPENDIX C - RETIREMENT HEALTH SAVINGS PLAN

The City of Peoria agreed to establish a Retirerhieatith Savings (RHS) Plan for the employees calvere
by this Agreement effective January 1, 2011. Cbatrons to individual employee RHS accounts shall b
made in accordance with the terms of this Agreensemd as authorized by the applicable Internal
Revenue Code Section(s) governing the RHS. Admatige fees for the Plan shall be paid from the
individual employee accounts as specified in tleRInd Trust. The Employer’s participation in the
“Plan” shall be in accordance with the terms amuditions of the Plan’s participation agreement. The
Parties hereto agree to designate an adminiswhtbe Plan on or before December 31 2010. Any
successor appointed to the administration of the Bhall be in accordance with the Plan and Trust
documents.

Effective January 1, 2011 the City agreed to provide for a City contribution of $11.00 per pay period to
each employee’s RHS Plan account for each active non-probationary employee. Effective January 1,
2012 the City contribution to each employee’s RHS Plan account for each active eligible employee shall
increase to $13.00 per pay period.

An employee shall become eligible for RHS contributions upon completion of the original hiring
probationary period.
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APPENDIX D

2010 AFSCME Pay Schedule
Effective 1/1/2010

Pay Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Step 11 Step 12 Step 13 Step 14 Step 15 Step 16 Step 17 Step 18
214 Bi-weekly $915.20 $937.60 $962.40 $987.20 $1,010.40 $1,035.20 $1,061.60 $1,088.80 $1,116.80 $1,142.40 $1,171.20 $1,200.80 $1,228.80 $1,260.80  $1,292.00  $1,324.00 $1,357.60  $1,392.00
Hourly $11.44 $11.72 $12.03 $12.34 $12.63 $12.94 $13.27 $13.61 $13.96 $14.28 $14.64 $15.01 $15.36 $15.76 $16.15 $16.55 $16.97 $17.40
215 Bi-weekly $996.80 $1,023.20 $1,049.60 $1,072.80 $1,100.00 $1,129.60 $1,156.80 $1,185.60 $1,216.80 $1,245.60 $1,278.40 $1,309.60 $1,342.40 $1,376.00 $1,408.00  $1,44.00 $1,481.60 $1,517.60
Hourly $12.46 $12.79 $13.12 $13.41 $13.75 $14.12 $14.46 $14.82 $15.21 $15.57 $15.98 $16.37 $16.78 $17.20 $17.60 $18.05 $18.52 $18.97
216 Bi-weekly $1,088.80 $1,116.00 $1,141.60 $1,171.20 $1,200.80 $1,228.80 $1,260.00 $1,292.00 $1,324.00 $1,356.00 $1,392.00 $1,427.20 $1,462.40 $1,498.40 $1,537.60 $1,574.40 $1,615.20 $1,653.60
Hourly $13.61 $13.95 $14.27 $14.64 $15.01 $15.36 $15.75 $16.15 $16.55 $16.95 $17.40 $17.84 $18.28 $18.73 $19.22 $19.68 $20.19 $20.67
217 Bi-weekly $1,184.80 $1,216.00 $1,244.80 $1,276.00 $1,309.60 $1,341.60 $1,375.20 $1,408.00 $1,443.20 $1,481.60 $1,516.80 $1,555.20 $1,594.40 $1,633.60 $1,673.60 $1,716.00 $1,759.20  $1,804.00
Hourly $14.81 $15.20 $15.56 $15.95 $16.37 $16.77 $17.19 $17.60 $18.04 $18.52 $18.96 $19.44 $19.93 $20.42 $20.92 $21.45 $21.99 $22.55
218 Bi-weekly $1,310.40 $1,342.40 $1,376.00 $1,410.40 $1,446.40 $1,482.40 $1,517.60 $1,556.00 $1,596.00 $1,636.00 $1,674.40 $1,718.40 $1,760.00 $1,806.40 $1,849.60 $1,897.60 $1,943.20 $1,994.40
Hourly $16.38 $16.78 $17.20 $17.63 $18.08 $18.53 $18.97 $19.45 $19.95 $20.45 $20.93 $21.48 $22.00 $22.58 $23.12 $23.72 $24.29 $24.93
219 Bi-weekly 1,448.00 1,483.20 1,520.80 1,557.60 1,598.40 1,636.80 1,676.80 1,720.00 1,761.60 1,808.00 1,851.20 1,899.20 1,947.20 1,996.00 2,043.20 2,096.00 2,148.00 2,200.80
Hourly $18.10 $18.54 $19.01 $19.47 $19.98 $20.46 $20.96 $21.50 $22.02 $22.60 $23.14 $23.74 $24.34 $24.95 $25.54 $26.20 $26.85 $27.51
220 Bi-weekly 1,599.20 1,638.40 1,680.00 1,720.80 1,764.80 1,808.80 1,852.80 1,900.80 1,948.80 1,997.60 2,044.80 2,097.60 2,152.00 2,202.40 2,259.20 2,316.00 2,373.60 2,432.80
Hourly $19.99 $20.48 $21.00 $21.51 $22.06 $22.61 $23.16 $23.76 $24.36 $24.97 $25.56 $26.22 $26.90 $27.53 $28.24 $28.95 $29.67 $30.41
221 Bi-weekly 1,767.20 1,810.40 1,857.60 1,902.40 1,950.40 1,999.20 2,048.80 2,099.20 2,153.60 2,204.00 2,260.80 2,318.40 2,375.20 2,436.00 2,496.00 2,560.00 2,624.00 2,688.00
Hourly $22.09 $22.63 $23.22 $23.78 $24.38 $24.99 $25.61 $26.24 $26.92 $27.55 $28.26 $28.98 $29.69 $30.45 $31.20 $32.00 $32.80 $33.60
222 Bi-weekly 1,952.80 2,000.00 2,050.40 2,102.40 2,155.20 2,212.00 2,262.40 2,321.60 2,380.00 2,438.40 2,499.20 2,561.60 2,626.40 2,691.20 2,758.40 2,828.00 2,899.20 2,970.40
Hourly $24.41 $25.00 $25.63 $26.28 $26.94 $27.65 $28.28 $29.02 $29.75 $30.48 $31.24 $32.02 $32.83 $33.64 $34.48 $35.35 $36.24 $37.13
223 Bi-weekly 2,157.60 2,213.60 2,264.00 2,323.20 2,382.40 2,440.00 2,502.40 2,564.80 2,628.00 2,694.40 2,761.60 2,829.60 2,901.60 2,974.40 3,048.00 3,125.60 3,202.40 3,283.20
Hourly $26.97 $27.67 $28.30 $29.04 $29.78 $30.50 $31.28 $32.06 $32.85 $33.68 $34.52 $35.37 $36.27 $37.18 $38.10 $39.07 $40.03 $41.04
224 Bi-weekly $2,384.80 $2,444.80 $2,504.00 $2,566.40 $2,632.00 $2,697.60 $2,764.80 $2,832.00 $2,904.00 $2,976.80 $3,051.20 $3,128.80 $3,205.60 $3,286.40 $3,368.00 $3,453.60 $3,540.00 $3,626.40
Hourly $29.81 $30.56 $31.30 $32.08 $32.90 $33.72 $34.56 $35.40 $36.30 $37.21 $38.14 $39.11 $40.07 $41.08 $42.10 $43.17 $44.25 $45.33
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APPENDIX E

Pay Grade

214

215

216

217

218

219

220

221

222

223

224

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Step 1

Step 2

Step 3

Step 4

Step 5

Step 6

2011 AFSCME Pay Schedule

Step 7

Step 8

Step 9

Effective 1/1/2011

Step 10

Step 11

Step 12

Step 13

Step 14

Step 15

Step 16

Step 17

Step 18

$ 933.60
$ 11.67

$1,016.80
$ 1271

$1,110.40
$ 13.88

$1,208.80
$ 1511

$1,336.80
$ 1671

$1,476.80
$ 18.46

$1,631.20
$ 20.39

$1,802.40
$ 2253

$1,992.00
$ 2490

$2,200.80
$ 2751

$2,432.80
$ 3041

$ 956.00
$ 11.95

$1,044.00
$ 13.05

$1,138.40
$ 14.23

$1,240.00
$ 15.50

$1,369.60
$ 1712

$1,512.80
$ 18091

$1,671.20
$ 20.89

$1,846.40
$ 23.08

$2,040.00
$ 2550

$2,257.60
$ 2822

$2,493.60
$ 3117

$ 981.60
$ 1227

$1,070.40
$ 13.38

$1,164.80
$ 14.56

$1,269.60
$ 1587

$1,403.20
$ 17.54

$1,551.20
$ 19.39

$1,713.60
$ 2142

$1,894.40
$ 23.68

$2,091.20
$ 26.14

$2,309.60
$ 2887

$2,554.40
$ 31.93

$1,007.20
$ 12.59

$1,094.40
$ 13.68

$1,194.40
$ 1493

$1,301.60
$ 16.27

$1,438.40
$ 17.98

$1,588.80
$ 19.86

$1,755.20
$ 2194

$1,940.80
$ 24.26

$2,144.80
$ 26.81

$2,369.60
$  29.62

$2,617.60
$ 3272

$1,030.40
$ 12.88

$1,122.40
$ 14.03

$1,224.80
$ 1531

$1,336.00
$ 16.70

$1,475.20
$ 1844

$1,630.40
$ 20.38

$1,800.00
$ 2250

$1,989.60
$ 2487

$2,198.40
$ 2748

$2,430.40
$ 30.38

$2,684.80
$ 3356

$1,056.00
$ 13.20

$1,152.00
$ 14.40

$1,253.60
$ 1567

$1,368.80
$ 1711

$1,512.00
$ 1890

$1,669.60
$ 20.87

$1,844.80
$ 23.06

$2,039.20
$ 25.49

$2,256.00
$ 2820

$2,488.80
$ 3111

$2,751.20
$ 3439

$1,083.20
$ 1354

$1,180.00
$ 1475

$1,285.60
$ 16.07

$1,402.40
$ 1753

$1,548.00
$ 19.35

$1,710.40
$ 21.38

$1,889.60
$ 23.62

$2,089.60
$ 26.12

$2,308.00
$ 2885

$2,552.80
$ 3191

$2,820.00
$ 3525

$1,110.40
$ 13.88

$1,209.60
$ 15.12

$1,317.60
$ 16.47

$1,436.00
$ 17.95

$1,587.20
$ 19.84

$1,754.40
$ 2193

$1,939.20
$ 2424

$2,140.80
$ 26.76

$2,368.00
$ 29.60

$2,616.00
$ 3270

$2,888.80
$ 36.11

$1,139.20
$ 14.24

$1,240.80
$ 15.51

$1,350.40
$ 16.88

$1,472.00
$ 18.40

$1,628.00
$ 20.35

$1,796.80
$ 22.46

$1,988.00
$ 2485

$2,196.80
$ 27.46

$2,428.00
$ 30.35

$2,680.80
$ 3351

$2,962.40
$ 37.03

44

$1,165.60
$ 1457

$1,270.40
$ 15.88

$1,383.20
$ 17.29

$1,511.20
$ 18.89

$1,668.80
$ 20.86

$1,844.00
$ 23.05

$2,037.60
$ 25.47

$2,248.00
$ 28.10

$2,487.20
$ 31.09

$2,748.00
$ 3435

$3,036.00
$ 37.95

$1,194.40
$ 14.93

$1,304.00
$ 16.30

$1,420.00
$ 17.75

$1,547.20
$ 19.34

$1,708.00
$ 21.35

$1,888.00
$ 23.60

$2,085.60
$ 26.07

$2,306.40
$ 28.83

$2,548.80
$ 31.86

$2,816.80
$ 3521

$3,112.00
$ 3890

$1,224.80
$ 1531

$1,336.00
$ 16.70

$1,456.00
$ 1820

$1,586.40
$ 19.83

$1,752.80
$ 2191

$1,936.80
$ 2421

$2,139.20
$ 26.74

$2,364.80
$ 29.56

$2,612.80
$ 3266

$2,886.40
$ 36.08

$3,191.20
$ 39.89

$1,253.60
$ 15.67

$1,369.60
$  17.12

$1,492.00
$ 18.65

$1,626.40
$ 2033

$1,795.20
$ 2244

$1,986.40
$ 24.83

$2,195.20
$ 2744

$2,422.40
$ 30.28

$2,679.20
$ 3349

$2,960.00
$ 37.00

$3,269.60
$ 4087

$1,286.40
$ 16.08

$1,403.20
$ 1754

$1,528.00
$ 19.10

$1,666.40
$ 20.83

$1,842.40
$ 23.03

$2,036.00
$ 2545

$2,246.40
$ 28.08

$2,484.80
$ 31.06

$2,744.80
$ 3431

$3,033.60
$ 37.92

$3,352.00
$ 41.90

$1,317.60
$ 16.47

$1,436.00
$ 17.95

$1,568.00
$ 19.60

$1,707.20
$ 2134

$1,886.40
$ 2358

$2,084.00
$ 26.05

$2,304.00
$ 28.80

$2,545.60
$ 31.82

$2,813.60
$ 3517

$3,108.80
$ 38.86

$3,435.20
$ 4294

$1,350.40
$ 16.88

$1,472.80
$ 1841

$1,605.60
$ 20.07

$1,750.40
$ 21.88

$1,935.20
$ 2419

$2,137.60
$ 26.72

$2,362.40
$ 29.53

$2,611.20
$ 32.64

$2,884.80
$ 36.06

$3,188.00
$ 39.85

$3,522.40
$ 44.03

$1,384.80
$ 1731

$1,511.20
$ 18.89

$1,647.20
$ 20.59

$1,794.40
$ 2243

$1,982.40
$ 24.78

$2,191.20
$ 27.39

$2,420.80
$ 30.26

$2,676.80
$ 33.46

$2,956.80
$ 36.96

$3,266.40
$ 40.83

$3,611.20
$ 4514

$1,420.00
$ 17.75

$1,548.00
$ 19.35

$1,686.40
$ 21.08

$1,840.00
$ 23.00

$2,034.40
$ 25.43

$2,244.80
$ 28.06

$2,481.60
$ 31.02

$2,741.60
$  34.27

$3,029.60
$ 37.87

$3,348.80
$ 41.86

$3,699.20
$ 46.24



APPENDIX F

Pay Grade

214

215

216

217

218

219

220

221

222

223

224

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Bi-weekly
Hourly

Step 1

Step 2

Step 3

Step 4

Step 5

Step 6

2012 AFSCME Pay Schedule
Effective 6/15/2012

Step 7

Step 8

Step 9

Step 10

Step 11

Step 12

Step 13

Step 14

Step 15

Step 16

Step 17

Step 18

$ 952.00
$ 11.90

$1,036.80
$ 1296

$1,132.80
$ 1416

$1,232.80
$ 1541

$1,363.20
$ 17.04

$1,506.40
$ 1883

$1,664.00
$ 2080

$1,838.40
$ 2298

$2,032.00
$ 2540

$2,244.80
$ 28.06

$2,481.60
$ 3102

$ 975.20
$ 1219

$1,064.80
$ 1331

$1,160.80
$ 1451

$1,264.80
$ 1581

$1,396.80
$ 1746

$1,543.20
$ 1929

$1,704.80
$ 2131

$1,883.20
$ 2354

$2,080.80
$ 26.01

$2,302.40
$ 2878

$2,543.20
$ 3179

$1,001.60
$ 1252

$1,092.00
$ 1365

$1,188.00
$ 1485

$1,295.20
$ 1619

$1,431.20
$ 17.89

$1,582.40
$ 19.78

$1,748.00
$ 2185

$1,932.00
$ 2415

$2,132.80
$ 26.66

$2,356.00
$ 2945

$2,605.60
$ 3257

$1,027.20
$ 1284

$1,116.00
$ 1395

$1,218.40
$ 1523

$1,328.00
$ 16.60

$1,467.20
$ 1834

$1,620.80
$ 20.26

$1,790.40
$ 2238

$1,980.00
$ 2475

$2,188.00
$ 2735

$2,416.80
$ 3021

$2,669.60
$ 3337

$1,051.20
$ 1314

$1,144.80
$ 1431

$1,249.60
$ 15.62

$1,362.40
$ 17.03

$1,504.80
$ 1881

$1,663.20
$ 2079

$1,836.00
$ 2295

$2,029.60
$ 2537

$2,242.40
$ 28.03

$2,479.20
$ 3099

$2,738.40
$ 3423

$1,076.80
$ 1346

$1,175.20
$ 1469

$1,278.40
$ 1598

$1,396.00
$ 1745

$1,542.40
$ 19.28

$1,703.20
$ 2129

$1,881.60
$ 2352

$2,080.00
$ 26.00

$2,300.80
$ 2876

$2,538.40
$ 3173

$2,806.40
$ 35.08

$1,104.80
$ 1381

$1,204.00
$ 15.05

$1,311.20
$ 16.39

$1,430.40
$ 17.88

$1,579.20
$ 1974

$1,744.80
$ 2181

$1,927.20
$ 24.09

$2,131.20
$ 26.64

$2,354.40
$ 2943

$2,604.00
$ 3255

$2,876.80
$ 3596

$1,132.80
$ 1416

$1,233.60
$ 1542

$1,344.00
$ 16.80

$1,464.80
$ 1831

$1,619.20
$ 20.24

$1,789.60
$ 2237

$1,977.60
$ 2472

$2,184.00
$ 27.30

$2,415.20
$ 3019

$2,668.00
$ 3335

$2,946.40
$ 36.83

$1,161.60
$ 1452

$1,265.60
$ 15.82

$1,377.60
$ 17.22

$1,501.60
$ 1877

$1,660.80
$ 2076

$1,832.80
$ 2291

$2,028.00
$ 2535

$2,240.80
$ 2801

$2,476.80
$ 3096

$2,734.40
$ 3418

$3,021.60
$ 377

45

$1,188.80
$ 1486

$1,296.00
$ 16.20

$1,411.20
$ 17.64

$1,541.60
$ 1927

$1,702.40
$ 2128

$1,880.80
$ 2351

$2,078.40
$ 2598

$2,292.80
$ 28.66

$2,536.80
$ 3171

$2,803.20
$ 35.04

$3,096.80
$ 3871

$1,218.40
$ 1523

$1,330.40
$ 16.63

$1,448.80
$ 1811

$1,578.40
$ 1973

$1,742.40
$ 2178

$1,925.60
$ 2407

$2,127.20
$ 2659

$2,352.80
$ 2941

$2,600.00
$ 3250

$2,872.80
$ 3591

$3,174.40
$ 39.68

$1,249.60
$ 15.62

$1,362.40
$ 17.03

$1,484.80
$ 1856

$1,618.40
$ 20.23

$1,788.00
$ 2235

$1,975.20
$ 2469

$2,181.60
$ 2727

$2,412.00
$ 3015

$2,664.80
$ 3331

$2,944.00
$ 36.80

$3,255.20
$ 40.69

$1,278.40
$ 15.98

$1,396.80
$ 1746

$1,521.60
$ 19.02

$1,659.20
$ 2074

$1,831.20
$ 2289

$2,026.40
$ 2533

$2,239.20
$ 27.99

$2,471.20
$ 3089

$2,732.80
$ 3416

$3,019.20
$ 3774

$3,335.20
$ 41.69

$1,312.00
$ 16.40

$1,431.20
$ 17.89

$1,558.40
$ 1948

$1,700.00
$ 2125

$1,879.20
$ 2349

$2,076.80
$ 2596

$2,291.20
$ 2864

$2,534.40
$ 3168

$2,800.00
$ 35.00

$3,094.40
$ 38.68

$3,419.20
$ 4274

$1,344.00
$ 16.80

$1,464.80
$ 1831

$1,599.20
$ 19.99

$1,741.60
$ 2177

$1,924.00
$ 2405

$2,125.60
$ 2657

$2,350.40
$ 2938

$2,596.80
$ 3246

$2,869.60
$ 3587

$3,171.20
$ 39.64

$3,504.00
$ 43.80

$1,377.60
$ 17.22

$1,502.40
$ 1878

$1,637.60
$ 2047

$1,785.60
$ 2232

$1,973.60
$ 2467

$2,180.00
$ 2125

$2,409.60
$ 3012

$2,663.20
$ 3329

$2,942.40
$ 3678

$3,252.00
$ 40.65

$3,592.80
$ 4491

$1,412.80
$ 17.66

$1,541.60
$ 1927

$1,680.00
$ 21.00

$1,830.40
$ 2288

$2,022.40
$ 2528

$2,235.20
$ 2794

$2,469.60
$ 3087

$2,730.40
$ 3413

$3,016.00
$ 3770

$3,332.00
$ 4165

$3,683.20
$ 46.04

$1,448.80
$ 1811

$1,579.20
$ 1974

$1,720.00
$ 2150

$1,876.80
$ 2346

$2,075.20
$ 2594

$2,289.60
$ 28.62

$2,531.20
$ 3164

$2,796.80
$ 3496

$3,090.40
$ 38.63

$3,416.00
$ 4270

$3,772.80
$ 47.16



