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MEMORANDUM OF AGREEMENT
BETWEEN
VILLAGE OF CARPENTERSVILLE
AND
SEIU LOCAL 73

PREAMBLE
THIS MEMORANDUM OF AGREEMENT entered into by and between the
VILLAGE OF CARPENTERSVILLE, ILLINOIS (hereinafter referred to as the “Village”)
and the SEIU LOCAL 73 (hereinafter referred to as the “Union”) has as its basic purpose
the promotion of harmonious relations between the Village and the Union, the
establishment of an equitable and peaceful procedure for the resolution of differences
and the establishment of an entire agreement covering all rates of pay, hours of work and
conditions of employment applicable to bargaining unit Employees.
Therefore, in consideration of the mutual promises and agreements contained in
this Memorandum of Agreement, the Village and the Union do mutually promise and
agree as follows:

ARTICLE I - MANAGEMENT RIGHTS
The Village shall retain the sole right and authority to operate and direct the affairs
of the Village and its departments in all its various aspects, including but not limited to all
rights and authority exercised by the Village prior to the execution of this Agreement,
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except as specifically limited by the express provisions of this Agreement. Among the
rights retained are the Village’s right to determine its mission and set standards of service
offered to the public; to meet and confer with employees directly, either individually or
collectively, to the extent permitted by law; to direct, assign or reassign the working forces
or any individual therein; to assign overtime; to plan, direct, control and determine the
operations or services to be conducted by the employees of the Village; to determine the
methods, means, organization and number of personnel by which such operations or
services shall be conducted or purchased; to change or eliminate existing methods,
equipment or facilities; to hire, promote or demote employees; to suspend, discipline or
discharge employees for just cause; to relieve employees due to lack of work, shortage
of budgeted funds or for other reasons; and to make, alter and enforce reasonable rules
and regulations, provided any of the above rights shall not conflict with any of the express
written provisions of this Agreement.

ARTICLE II - RECOGNITION
The Village recognizes the Union for purposes of this Agreement as the sole and
exclusive bargaining agent for all full-time employees within the Public Works Department
(hereinafter referred to as the "Department") in positions included in the wage schedules
for the purpose of collective bargaining with respect to wages, hours and conditions of
employment (hereinafter referred to as "Employees"), but excluding all supervisory,
managerial and confidential employees of the Department, which include but are not
limited to the Director of Public Works and Engineering, Assistant Director of Public Works
and Engineering, Construction Maintenance Superintendent, Assistant Construction
Maintenance Superintendent, Public Works Foreman, Wastewater Superintendent,
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Water Superintendent and Public Works Administrative Assistant, and all other
employees of the Village.
The parties recognize that the Department is currently divided into four (4)
Divisions: the Construction Maintenance Division; Fleet Maintenance Division; the
Wastewater Division; and the Water Division. The Department is currently managed by
the Director of Public Works.

The Construction Maintenance, Fleet Maintenance

Wastewater and Water Divisions are currently managed by the Construction Maintenance
Superintendent

(Construction

and

Fleet

Maintenance

Divisions),

Wastewater

Superintendent and Water Superintendent, respectively, with overall management and
direction from the Director of Public Works. This organizational structure may be changed
from time to time by the Village as the Village deems appropriate.
Any reference to the "Director of Public Works and Engineering" or
"Superintendent" in this Agreement shall be interpreted to include their designee(s). Any
reference to Employees in this Agreement designates both sexes, and whenever the male
gender is used it shall be construed to include both male and female Employees.

ARTICLE III - CHECKOFF
Section 3.1. Dues Checkoff. The Village agrees to deduct the Union membership dues
bi-weekly from the pay of those Employees who individually request in writing that such
deductions be made. The amounts to be deducted shall be certified to the Village by the
Union and the aggregate deductions of all Employees shall be remitted, together with an
itemized statement, to the Union by the 10th of the succeeding month after such
deductions are made. This authorization is recoverable during the term of this Agreement.
The actual dues amount deducted, as determined by the Union, shall be uniform
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in nature for each Employee in order to ease the Village’s burden in administering this
provision. The Union may change the fixed uniform dollar amount, which will be
considered the regular monthly fees, once each year during the life of this Agreement.
The Union will give the Village thirty (30) days’ notice of any such change in the amount
of uniform dues to be deducted.
If the Employee has no earnings due for any period, the Union shall be responsible
for collection of dues. The Union agrees to refund to the Employee any amounts paid to
the Union in error on account of this dues deduction provision.
Section 3.2. Authorization for Payroll Deduction.

BY

________________________________________________________________
Last Name
First Name
Middle Name

TO

________________________________________________________________

EFFECTIVE __________________________________________________________
Date

I hereby request and authorize you to deduct from my earnings bi-weekly an
amount established by the Union as bi-weekly dues. The amount deducted shall be paid
to the Union. This authorization is revocable during the term of this Agreement.

________________________________________________________________
Signature

Section 3.3. Union Indemnification. The Union shall indemnify, defend and save the
Village harmless against any and all claims, demands, suits or other forms of liability
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(monetary or otherwise) and for all legal costs that shall arise out of or by reason of action
taken or not taken by the Village in complying with the provisions of this Article. If an
improper deduction is made, the Union shall refund directly to the Employee any such
amount.
Section 3.4. Fair Share. During the term of this Agreement, subject to the provisions
of this section, non-probationary employees who are not members of the Union shall,
commencing seven (7) days after the effective date of this Agreement or seven (7) days
after the successful completion of their probationary period, whichever is later, pay a fair
share fee to the Union for collective bargaining and contract administration services
rendered by the Union as the exclusive representative of the employees covered by this
Agreement, provided said fair share fees shall not exceed eighty-five percent (85%) of
the regular monthly dues charged to members of the Union. Such fair share fees shall
be deducted by the Village from the earnings of non-members and remitted to the Union
with the same frequency and in the same fashion as dues payments. The Union
periodically shall submit to the Village a list of the employees covered by this Agreement
who are not members of the Union and an affidavit, which specifies the amount of the fair
share fee. The amount of the fair share fee shall not include any contributions related to
the election or support of any candidate for political office or for any member-only benefit.
The fair share fee should be uniform for each employee subject to the obligation to pay a
fair share fee. The Union may change the fixed uniform dollar amount that will be
considered the regular monthly fair share fee once each year during the life of this
Agreement. The Union will give the Village thirty (30) days’ notice of any such change in
the amount of the fair share fee.
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The Union agrees to assume complete responsibility for ensuring full compliance
with the requirements laid down by the United States Supreme Court in Chicago Teachers
Union v. Hudson, 106 U.S. 1066 (1986), with respect to the constitutional rights of fair
share fee payers. Accordingly, the Union agrees to do the following:
a) Give timely notice to fair share fee payers of the amount of the fee and an
explanation of the basis for the fee, including the major categories of expenses, as
well as verification of same by an independent auditor.
b) Advise fair share fee payers of an expeditious and impartial decision-making
process whereby fair share fee payers can object to the amount of the fair share
fee. The procedure established by the Illinois State Labor Relations Board is
hereby declared to be the preferred procedure for resolution of fair share fee
objections.
c) Place the amount reasonably in dispute into an escrow account pending resolution
of any objections raised by fair share fee payers to the amount of the fair share
fee.
It is specifically agreed that any dispute concerning the amount of the fair share fee
and/or the responsibilities of the Union with respect to fair share fee payers as set forth
above shall not be subject to the grievance and arbitration procedure set forth in this
Agreement.
Non-members who object to this fair share fee based upon bona fide religious tenets
or teachings shall pay an amount equal to such fair share fee to a non-religious charitable
organization mutually agreed upon by the employee and the Union. If the affected nonmember and the Union are unable to reach agreement on the organization, the
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organization shall be selected by the affected non-member from an approved list of
charitable organizations established by the Illinois State Labor Relations Board and the
payment shall be made to said organization.

ARTICLE IV - FRINGE BENEFITS
Section 4.1. Sick Leave. Sick leave shall be granted to an employee for an illness or
disability (other than on-the-job disability, except as provided below) which renders such
Employee unable to perform the duties of his employment or other work offered to the
Employee by the Village, or for injury, surgery or doctor’s appointment, or for the serious
health condition of an Employee’s child, parent or spouse. The definitions of “serious
health condition,” “child,” “parent” or “spouse” are the definitions listed for those terms in
the Villages current Family and Medical Leave Act Policy (herein referred to as “FMLA
Policy”). Sick leave benefits shall be paid for absences due to pregnancy disability in the
same manner they are paid for other disabilities.
No sick leave shall be allowed where sickness is feigned, in the opinion of a
medical doctor selected by the Village; where sickness is self-inflicted (other than
accidental); where sickness continues as a result of an Employee’s failure to cooperate
fully with medical advice and/or corrective therapy; or when reasonable and required
medical documentation is not provided certifying to the nature and specific days of
sickness.
Beginning the first full month of the contract period, full-time Employees shall
accumulate sick leave at the rate of one eight (8)-hour day per month. Employees may
accumulate sick leave days to a maximum of three hundred (300) eight (8)-hour days.
If a pattern of sick-leave abuse occurs, the Village reserves the right to impose
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discipline in accordance with Section 8.2 Discipline and Discharge. For the purposes of
this Section, a pattern of abuse shall include but is not limited to a total of two (2) or more
absences within a six (6)-month period that occur before or after a holiday, before or after
a scheduled day off, in a Monday or Friday, or a combination thereof. The six (6)-month
periods each year run from January 1 to June 30 and from July 1 to December 31.
An Employee shall notify their immediate supervisor or, if the immediate supervisor
is not available, the Director of Public Works of an illness or other instance requiring sick
leave in accordance with procedures in effect at that time as soon as possible, but not
less than fifteen (15) minutes prior to the time Employee is scheduled to report for work.
Before returning to work when the sick leave exceeds three (3) or more
consecutive days, the employee must furnish a certification from an attending Physician
that the employee is for duty and can perform each essential functions(s) of his regular
position for a full duty day or shift to the extent permitted by law. A sick day shall be
considered a 24-hour period for the purposes of overtime eligibility and scheduling.
The Village may require medical evidence of use of sick leave at any time. The
Village may require the Employee to report to a physician selected by the Village to secure
a medical certification of illness from the Village’s physician. When an Employee is
required to provide medical certification from the Village’s physician, the costs of same
shall be paid by the Village.
An Employee who fails to meet the requirements of this Section, abuses the sick
leave program or files for sick days under false pretenses shall not receive pay and may
be subject to disciplinary action, up to and including discharge. Sick days should not be
construed to be a privilege; they are a fringe benefit, which will be allowed only in case of
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the actual illness, disability, injury, surgery or doctor’s appointment or the serious health
condition of an Employee’s child, parent or spouse.
An Employee who leaves the service of the Village shall forfeit all sick leave
benefits, except as otherwise provided by law. This provision shall not apply to an
employee who is granted a one year leave of absence and returns to work within the oneyear period.
Sick leave benefits shall be paid at the Employee’s regular, straight-time hourly
rate of pay for eight (8) hours for each full regularly scheduled working day missed due
to approved absence, and on an hourly basis for each full hour missed in the case of
partial days of approved absence.
The first three (3) days of an absence due to an on-the-job injury initially shall be
charged to available sick leave, at the request of the Employee. In the event that the
Employee receives statutory workers’ compensation payments covering those three (3)
days, the Employee shall sign over to the Village that portion of his workers’ compensation
benefits that is attributable to those three (3) days, and the charged sick leave shall be
re-credited to the Employee’s account.
Section 4.2. Attendance Incentive. Employees who do not lose time as a result of
illness (except use of approved personal days), service-connected disability which lasts
under fourteen (14) days or suspension for the period January 1 to June 30 shall receive
a payment of four hundred fifty dollars ($450.00). An employee who does not lose such
time for the period of July 1 through December 31 shall receive a payment of four hundred
and fifty dollars ($450.00). Attendance incentive paychecks shall be issued as separate
checks no later than the second payday after June 30 and December 31, respectively.
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Section 4.3. Vacation Leave. The vacation year runs from January 1 through December
31 of each year. Eligible Employees shall be entitled to annual vacation leave with pay
as follows:
Months of Continuous Service

Vacation Hours Accrued

1st through 60th month
61st through 120th month
121st through 240th month
241st month and beyond

80 hours
120 hours
160 hours
200 hours

Months of continuous service in the above table are measured as of the
Employee’s anniversary date. In order to be eligible for vacation leave with pay, an
Employee must, as of his anniversary date, have at least one year of continuous service.
In transition years (e.g., in a year when an Employee’s vacation leave entitlement is
increased from two (2) weeks to three (3) weeks), the additional week of vacation may
not be taken until after the Employee’s anniversary date.
Vacations will be scheduled under a calendar plan with approval of their immediate
supervisor or, if the immediate supervisor is not available, the Director of Public Works.
At the beginning of each calendar year, calendars will be posted within each Division for
selection of vacation dates. Subject to the needs of the village, seniority will be the basis
for determining vacation dates until January 31st of each year. After January 31st,
vacation selection will be made without regard to seniority. Approved vacation within
December of the current year for the month of January the following year will still be
subject to seniority. All vacations are subject to approval of the Director of Public Works
or his designee. The Village guarantees at least one unavailable vacation slot per Division
each week with the exception of the Construction Maintenance Division during the period
from May 1st through November 14th where four unavailable vacation slots will be
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available. Additionally, during the period from November 15th through April 30th all
Employees covered by this agreement must be available for Snow and Ice Control events
during the hours of 3:00 pm to 7:00 am unless approved vacation time is granted.
Approved vacation time during the period from November 15th through April 30th
scheduled in an increment of one week or greater will be considered to include Saturday
(Friday 3:00pm) and Sunday (Monday 7:00am) before and after the approved vacation,
unless the employee requests that he be available for overtime. A vacation day shall be
considered a 24-hour period from 7:00am – 7:00am the following day.
Vacations normally should be taken in increments of at least one week each,
except that an Employee may request and be granted approval from their immediate
supervisor or, if the immediate supervisor is not available, the Director of Public Works to
take vacation time in lesser increments of not less than four (4) hours.

Except in

circumstances not reasonably foreseeable by the Employee, a request to take vacation
at times other than as selected in accordance with the calendar plan set forth above must
be submitted to the immediate supervisor or, if the immediate supervisor is not available,
the Director of Public Works no later than two (2) days in advance of the time that the
Employee seeks to begin the requested vacation increment. All vacation leave will be
subject to the guidelines set forth in Section 4.19.
Allowances for vacation pay shall be in addition to any recognized holidays, which
may fall during an Employee’s vacation period. Vacation time earned during one year
must be taken during the following year, except that any unused vacation up to forty (40)
hours shall be automatically carried over to the next succeeding year.
When an Employee leaves the service of the Village after a minimum of one year,
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he shall receive compensation for unused vacation time accumulated, provided he has
given the Village two (2) weeks’ notice. An Employee who is discharged after a minimum
of one year of service shall receive compensation for unused vacation time accumulated.
Section 4.4. Emergency Leave. For purposes of this Section only, an emergency is a
sudden urgent and unforeseen occurrence requiring immediate action by the Employee.
Emergency leave will be limited to five (5) occurrences per contract year.
Emergency leave can be taken in four (4)-hour increments but must start at either
the beginning or the end of a shift. To request emergency leave, the Employee must
contact their immediate supervisor or, if the immediate supervisor is not available, the
Director of Public Works as soon as possible but not less than fifteen (15) minutes prior
to the time the Employee is scheduled to report to work. If the emergency leave is
approved, the Employee must use available accrued benefit time, or if no accrued benefit
time is available, the Employee must take leave without pay. Employees abusing or
providing false information shall be subject to disciplinary action, up to and including
discharge.
Section 4.5. Funeral Leave. A maximum of five (5) days of funeral leave shall be
permitted with pay for an Employee to attend the funeral of the Employee’s child or
spouse. The definitions of “child” and “spouse” are the definitions listed for those terms
in the Village’s FMLA Policy. A maximum of three (3) days of funeral leave shall be
permitted with pay for an Employee to attend the funeral of the Employee’s mother, father,
brother, sister, mother-in-law, father-in-law, brother-in-law, sister-in-law, stepparent,
stepsibling, grandparent or grandchild. A period of two (2) weeks’ recuperation in case of
death of spouse or child will be allowed, such recuperation time to start after five (5) days’
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paid funeral leave. This is optional and will be taken without pay unless the Employee
elects to take his recuperation time as vacation time, if available. An Employee will be
allowed one day off with pay for serving as a pallbearer of an employee or retired or
disabled employee.
Section 4.6. Family and Medical Leave Act. The parties agree that the Village may
adopt such policies as may be necessary or appropriate to implement the federal Family
and Medical Leave Act of 1993 (hereinafter referred to as the “Act”). No such policy shall
be deemed to violate this Agreement if it is either mandated or legally permitted by the
Act.
Section 4.7.

Holidays. Employees are allowed the following holidays with pay: New

Year’s Day, Memorial Day, Independence Day, Labor Day, Thanksgiving and the day
after Thanksgiving, the day before Christmas Day, Christmas Day and the Employee’s
birthday.
The Birthday Holiday listed in the previous paragraph is a “floating day off” for an
Employee’s birthday each year; provided, however, that the foreseeable effect of the use
of this Birthday Holiday at the time it is requested is not to create overtime. The Employee
may take his actual birthday or a different day off, and shall receive the day off with pay,
provided that the day is taken during the same calendar year as the Employee’s actual
birthday. This day off will not carry over to the succeeding calendar years if not used,
and the Employee may not redeem the day off for any monetary compensation or
compensatory time off if the day is not used. The Employee will not be eligible for
overtime compensation or holiday pay if he works on his actual birthday. An Employee
shall be paid eight (8) hours when he takes off his Birthday Holiday, except that an
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Employee who works ten (10)-hour days for any period during the year and whose
birthday falls within that period shall be paid ten (10) hours when he takes his Birthday
Holiday within one week before or one week after his actual birthday. All Birthday
Holidays off will be subject to the guidelines set forth in Section 4.19.
When a holiday falls on Sunday, it shall be observed on the following Monday, and
when a holiday falls on Saturday, it shall be observed on the preceding Friday. Employees
working a holiday (the actual day the holiday falls on) will receive overtime at the rate of
double time for all hours worked on a holiday, plus regular holiday pay, except for the
Employee’s birthday, which shall be taken as leave. In order to receive holiday pay, an
Employee must work the last scheduled day before and the first scheduled day after a
holiday.
Section 4.8. Health and Hospitalization Insurance. The Village will offer medical, life
and disability insurance benefits to Employees and their eligible dependents on the same
basis as is provided to other non-bargaining unit Village employees. The Village reserves
the right to change any and all terms of such benefits including, but not limited to:
insurance carriers, self-insurance or risk pools; medical providers; covered benefits;
maximum limits; deductibles; co-payments; and coverage classes (e.g. single, single plus
one and family), so long as such changes apply equally to other non-bargaining unit
employees of the Village. Employees shall pay fifteen percent (15%) of the Village’s then
current total premium cost of health insurance coverage for the class of coverage
selected, unless the Employee qualifies for lower premiums under the Outcome-Based
Incentive Wellness Program set forth in Section 4.8(a) of this Agreement, in which case
the Employee shall pay twelve percent (12%).
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This employee contribution will be adjusted on the date the health insurance plan
rate change takes effect. If an Employee elects to change coverage during the Village’s
annual enrollment period or following any qualifying event, the Employee’s contribution
will immediately change from the contribution required under the previous coverage level
to the contribution required for the new coverage level. However, in no event will the
employee contribution for the same class of coverage elected increase by more than
fifteen percent (15%) over the amount of the employee contribution in effect prior to the
date of the rate changes.
The employee contribution will be paid through pre-tax deductions available
through the Village’s Cafeteria Plan. Cost shall be based on the premium quote or
projected annual cost provided by the Village’s risk pool, carrier or consultant. If actual
cost turns out to be different than the premium quote or projected annual cost Employees
will not be required to make additional contributions and will not be entitled to any refunds.
Employees have no right, title or interest in any reserves or assets of the health insurance
plan.
The parties agree that, if the federal changes in health insurance requirements
have the effect of adding substantially (fifteen (15) percent or more) to the Village’s health
insurance costs, the Village may elect to immediately reopen this Agreement on the
issues of health insurance and wages.
Section 4.8(a).

Outcome-Based Incentive Wellness Program.

To qualify for

reduced premiums under Section 4.8, the Employee and his or her covered spouse or
domestic partner must participate in Village-approved wellness screening and health risk
assessment and both the Employee and the covered spouse or domestic partner must
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meet four (4) out of six (6) Village-approved healthy defining goals for the following health
factors – body mass index, fasting blood glucose, LDL cholesterol, total cholesterol/HDL
ratio, triglycerides, and nicotine use – to be eligible for the twelve percent (12%) Employee
contribution each July 1st. A reasonable alternative to receive the incentive of twelve
percent (12%) will be given by the wellness screening provider to those who are medically
unable to meet these Program standards.
The health factors and healthy defining goals for this Program are currently as follows:
Health Factors

Healthy Defining Goals

Body Mass Index

18.5-29.9

Fasting Blood Glucose

70-99 mg/dL

LDL Cholesterol

0-100 mg/dL

Total Cholesterol/HDL Ratio

Men 0-4.97, Women 0-4.4

Triglycerides

10-149 mg/dL

Nicotine Use

Non Nicotine User, self-reported

The Village may change the above-listed factors and healthy defining goals that
are used to meet the Program standards so long as the changes are similar to the abovelisted factors and goals and applied to all Village employees covered by the Program.
The Village will operate this Program using a third-party vendor, and the third-party
vendor will not share with the Village any of the employee’s Private Health Information
(“PHI”) as part of this Program. Furthermore, if an employee qualifies for the wellness
incentive of twelve percent (12%), the vendor will not inform the Village as to whether the
employee qualifies based on acceptable ranges or whether it is based on satisfactory
completion of the reasonable alternative. Instead, the vendor will only report that the

16

employee does or does not qualify for the wellness incentive of twelve percent (12%).
Notwithstanding the foregoing paragraph, if an employee challenges in any forum
that fact that he did not qualify for the wellness incentive of twelve percent (12%), the
Village may obtain any information that is needed to evaluate the employee’s claim and
to defend itself against the challenge.

Any PHI obtained for this purpose will be

designated as strictly confidential, and will be destroyed upon the completion of any
proceedings (including any appeal from those proceedings) related to the employee’s
challenge.
Section 4.9. Retirement Pay. An employee is eligible for the longevity retirement benefit
as prescribed in the Employee Handbook, Section 13.H.1.
For Employees hired before the ratification of the contract, the following shall apply
(exclusive of, not cumulative with the Employee Handbook): An Employee who retires
who is (a) employed with twenty (20) continuous years or more of service with the Village
of Carpentersville Public Works Department, and (b) who is at least fifty (50) years of age,
the Village will pay twenty thousand dollars ($20,000.00), in a lump sum payout placed
into a Retirement Health Savings Account (RHS). An Employee who retires who is (a)
employed with fifteen (15) continuous years or more of service with the Village of
Carpentersville Public Works Department, and (b) who is at least fifty (50) years of age,
the Village will pay fifteen thousand dollars ($15,000.00), in a lump sum payout placed
into a Retirement Health Savings Account.
In addition, upon retirement, resignation, or death after fifteen (15) years of service
and leaving in good standing, the Village will pay an Employee or his estate twenty-five
percent (25%) of the accumulated sick leave in excess of one hundred and twenty (120)
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(8-hour) days at the Employee's regular straight time rate of pay as of retirement,
resignation, or death provided that pay for accumulated sick leave shall not exceed thirty
(30) (8-hour) days of pay. Payments for sick leave will be made to a Retirement Health
Savings Account. An employee cannot receive both IMRF service credit and sick leave
payments for a sick day. The employee must notify Human Resources in writing before
separation if they are electing a) IMRF service credit or b) payment for sick leave, for the
hours in excess of one hundred and twenty (120) (8-hour) days. If the employee fails to
notify Human Resources of their election in advance of separation, the village will default
allocation of eligible sick leave benefits towards IMRF service credit. Elections must be
made in full day increments.
Any retirement payments or sick leave pay that will be paid to the Employee shall
be paid in the month following the first full month after their retirement date, or otherwise
as needed to not be counted towards pensionable earnings.
Section 4.10. Longevity. Each Employee will receive longevity pay on December 1 of
each year at the rate of forty dollars ($40.00) for each full year of service, up to a maximum
of twenty (20) years.
Section 4.11. Foul Weather Gear. The Village shall furnish each Employee with foul
weather gear. The nature and extent of the foul weather gear provided in each case shall
be within the discretion of the Village. This gear will be replaced if damaged while at
work.
Section 4.12. Work Attire. The work attire for Employees shall be solid blue, orange or
blaze green cotton work shirt and pants and composite toe leather work boots or
otherwise subject to the Superintendent’s prior approval. Employees shall be obligated to
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purchase sufficient work attire to enable them to report for work each day dressed for
work in the approved attire. Employees shall not wear shirts with logos, pictures or
wording other than "Village of Carpentersville," "Department of Public Works" or the
appropriate Division name. Pants shall not have rips, tears or holes. Wearing shorts is
generally prohibited. Denim shorts will only be allowed to be worn while working at
community events, subject to the discretion of management, and employees must have
appropriate work pants available to change into at the event or at the Public Works facility,
should the employee be called to another assignment.
It is agreed that the Village has the right to establish reasonable specifications for
attire required to be worn by Employees in order to conform to the provisions of this
Section. Employees shall receive five-hundred dollars ($500.00) as an attire allowance,
which is payable in the first or second pay period in January of each year during the term
of this Agreement. The attire allowance for new hires will be prorated for that portion of
the year worked. After ratification of the contract effective January 1, 2020, a one-time
payment of one-hundred dollars ($100.00) will be made to each member covered by this
agreement within sixty (60) days, for the purchase of composite toe leather work boots.
Section 4.13. Tuition. The Village will pay for tuition and other approved class fees for
all courses recommended by the Director of Public Works or Superintendent and
approved by the Director of Public Works as being directly job-related. All requests for
such payment shall be made prior to registration for the class. The Director of Public
Works or Superintendent may deny approval of the course if the course is not costeffective. If an Employee does not receive a “C” or better, the Employee shall reimburse
the Village for money advanced, provided such a reimbursement request is made within
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six (6) months of completing the course. The Employee is required to report grades to
the Village as soon as possible.
An Employee will be required to authorize deductions from his pay for all costs
paid by the Village if the Employee fails to complete the course or fails to earn a “C” or
better. All books purchased by the Village will become the property of the Village.
Section 4.14. Replacement of Personal Property. The Village will reimburse an
Employee up to the following amounts for personal property lost or damaged while on
duty:
1. Watch - $60.00.
2. Eye glasses - $200.00.
3. Contact lenses - $100.00 per lens
4. Cell phone to be repaired or replaced up to $500.00 if damaged on Village
business.
Only one item per category can be reimbursed over a 2-year period from date of claim.
Section 4.15. Licenses. For any Employee who is required by the Village to obtain and
maintain a federal Commercial Driver’s License (CDL), the Village will reimburse the
Employee for the difference between the fee he paid to obtain or renew his CDL and the
fee he paid to obtain or renew his Illinois Driver’s License. Employees shall be allowed
reasonable time during working hours to undergo required CDL testing to obtain his CDL.
Once every four (4) years and within one month prior to the renewal date identified on an
Employee’s CDL, after obtaining the approval of the Director of Public Works or
Superintendent, an Employee shall be allowed to leave forty-five (45) minutes early (from
punch out time) for the purpose of renewing his CDL. The Employee shall sign a waiver
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releasing the Village from, and indemnifying the Village for, any loss or liability arising out
of any vehicular accident that occurs during this forty-five (45) minute period. Employees
shall provide proof of the required test and reasonable notice to the Employee’s Director
of Public Works or Superintendent for scheduling purposes.
All Employees who work in the Vehicle Maintenance and Construction
Maintenance Divisions must obtain a Class A CDL with Tanker and Air Brake
Endorsements within one year of ratification of this Agreement or, if newly hired, within
one year of his date of hire, and then Employees must maintain such license. All
Employees who work in the Water and Wastewater Divisions must obtain a Class B CDL
with Tanker and Air Brake Endorsements within one year of ratification of this Agreement
or, if newly hired, within one year of his date of hire, and then Employees must maintain
such license. Any Employee who fails to obtain the required licenses and endorsements
within this one-year period will be subject to disciplinary action, up to and including
discharge. An Employee from the Water and Wastewater Division may voluntarily obtain
a Class A CDL at the Village's expense.
Employees who must have license(s) or legal authority to perform any of their job
duties must maintain such license(s) and/or authority. Any Employee whose CDL is
suspended or revoked, or who does not have the license(s) and/or authority to perform
any of his job duties, must immediately notify the Director of Public Works, Division
Superintendent or designee, and must immediately discontinue operation of Village
vehicles and/or equipment which require the license for operation. An Employee who
fails to immediately provide such notification will be subject to disciplinary action, up to
and including discharge.
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An Employee who gives proper notice will have up to sixty (60) consecutive days
thereafter to reinstate his CDL or obtain the license(s) and/or legal authority to perform
any and all of his job duties. During the sixty (60)-day period the Village may, but is not
required to, assign the Employee to other duties. Unless the Employee is assigned to
other duties, the sixty (60)-day period will be unpaid (although the Employee may elect to
utilize accumulated vacation or compensatory time). If the Employee has not reinstated
his CDL or obtained the license(s) and/or legal authority to perform any and all of his job
duties by the end of the sixty (60)-day period his employment will be discharged. The
sixty (60)-day period will be extended an additional thirty (30) days if, during the sixty (60)day period, the Employee provides written proof that he is pursuing reinstatement with
the Illinois Secretary of State.
Section 4.16. Compensatory Time. The parties agree an Employee may elect to
receive compensatory time off for overtime hours earned under the following conditions.
Employees shall be allowed to accrue and maintain up to forty (40) ‘rolling’ hours of
compensatory time, per calendar year. A minimum of forty-eight (48) hours' advance
notice to their immediate supervisor or, if the immediate supervisor is not available, the
Director of Public Works must be provided for use of any compensatory time. Any
compensatory time that is in an employee's compensatory time bank as of December
31st of each year shall, if requested in writing by the Employee, be paid in the first or
second pay period in January of the following year at the pay rate in effect at which the
compensatory time was earned. All compensatory time off will be subject to the guidelines
set forth in Section 4.3 and 4.19.
Section 4.17. Personal Days. Employees shall be entitled to three (3) personal days
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off with pay each calendar year during the term of this Agreement.

An Employee

intending to take a personal day must give notice to their immediate supervisor or, if the
immediate supervisor is not available, the Director of Public Works of such intent at least
forty-eight (48) hours prior to the beginning of the shift that he proposes to take as a
personal day. Personal days may not be aggregated from year to year. All personal days
off will be subject to the guidelines set forth in Section 4.19.
Newly hired employees will receive prorated personal days based on the date of hire as
outlined below. They will become eligible for the full personal day benefits effective
January 1st of the year following their hire.
Date of Hire

Personal Days Given

January 1 – April 30

3

May 1 – August 31

2

September 1 – November 3

1

December 1 – December 31

0

Section 4.18. Termination of Leave. Nothing contained herein requires the Village to
hold a position open for an Employee or to reinstate the Employee if the Employee does
not return to regular unrestricted full-time active duty after paid leave (excluding workers
compensation benefits), donated leave, FMLA leave and/or military leave is exhausted,
at which time his employment will terminate.
Section 4.19. Vacation, Personal and Compensatory Leave. Vacation, personal or
compensatory

leave

requests

may

be

denied

in

an

emergency,

or

an

anticipated/forecasted emergency as defined in Section 8.7 or under unusual
circumstances, unless such leave has been previously approved. Leave requests, if
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properly submitted, will not be unreasonably denied in accordance with the criteria set
forth in this Section.

ARTICLE V - HOURS OF WORK
Section 5.1. Application of this Article. This Article is intended to define the normal
hours of work and provide the basis for the calculation and payment of overtime and shall
not be construed as a guarantee of hours per day or per week, or a guarantee of days of
work per week or per year.
Section 5.2. Normal Workweek. The normal workweek shall consist of five (5) days of
eight (8) hours each, Monday through Friday from 7:00 a.m. - 3:00 p.m. Should it be
necessary for the Village to establish a daily or weekly work schedule departing from the
normal workday or normal workweek, the Village shall, where practicable, give at least
thirty (30) days’ notice to the Employees to be affected, except in an emergency as
defined in Section 8.7 or under unusual circumstances or for sound operational reasons
to accommodate summer projects.
Section 5.3. Current Starting Times. Except in an emergency as defined in Section
8.7 or under unusual circumstances or for sound operational reasons to accommodate
summer projects, one week’s notice shall, where practicable, be given to all Employees
affected by changes in starting time prior to the change taking effect. The current starting
time for most Employees is 7:00 a.m. Individual Employees may have other starting
times.
Section 5.4. Overtime. Overtime at the rate of one and one-half (1-1/2) times their
regular hourly rate of pay shall be paid to an employee for all hours worked in excess of
forty (40) hours in a workweek. Holidays for which an Employee is eligible to receive

24

holiday pay and vacation days count as hours worked (eight (8) hours each day) for
purposes of determining overtime eligibility. Overtime is to be worked only at the direction
and with the approval of the employee’s immediate supervisor or, if the immediate
supervisor is not available, the Director of Public Works. Employees will not be required
to work more than twelve (12) consecutive hours in any twenty-four (24)-hour period
except in an emergency as defined in Section 8.7 or under unusual circumstances.
DIGITAL DISPATCH SERVICE
The overtime call-out system works on a schedule whereby management is on an on-call
list, which allows QuadCom911 Dispatch, or any other personnel needing on-call
assistance, to contact a designated Public Works manager. After the call is received,
management determines the nature of on-call problems, calls out the appropriate division,
and assembles the proper crew specific to the call.
All employees will be required to have the current digital dispatching service being
used by the Public Works Department. This is the means by which the employees
immediate supervisor, or if the immediate supervisor is not available, the Director of
Public Works or designee, will contact the labor force to put out a call for emergency
overtime. Failure to have a functioning digital dispatch service or phone at the time
emergency calls are placed will result in progressive discipline as outlined below in the
“Disciplinary Procedures” provisions listed below. For example, statements such as “my
phone was off” or “the digital dispatch service was not updated on my phone” will result
in progressive discipline.
Each employee must provide a 24/7 emergency contact phone number in case of
a malfunction of the digital dispatching service or other unanticipated emergency
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situations, at which point the default call-out system will be telephonic and abiding by all
the same provisions stated herein. If an emergency call is placed to an employee, their
immediate supervisor or, if the immediate supervisor is not available, the Director of
Public Works, will leave a message stating the nature of the call.
ON-CALL RESPONSIBILITY
Management personnel are expected to assume the role of on-call manager as assigned
by Division, except if an employee is placed on standby, per Section 5.6, then the on-call
employee shall assume the role of the on-call manager. An on-call list, which denotes
dates and staffing for on-call personnel assignments, shall be maintained by the Director
of Public Works or his designee.
As the on-call list is updated, copies will be distributed to all parties as required.
Serving as the on-call manager will be considered as part of the normal duties for the
Director of Public Works, Assistant Director of Public Works, Construction Maintenance
Superintendent,

Public

Works

Foreman,

Wastewater

Superintendent,

Water

Superintendent, and employees scheduled for weekend on-call assignments.
When an emergency situation arises, the scheduled on-call manager is contacted
first. He should be contacted on his mobile number first. The on-call manager has five
(5) minutes to respond to the person dispatching the call. If he does not respond within
five (5) minutes, the first back up manager will be called. The same rules apply to him
before the third back up manager should be called. Employees placed on standby that
fail to respond to the original call within the five (5) minute time frame will have one (1)
hour of standby pay deducted from the appropriate pay period in which the violation
occurred.
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DEFINITIONS
The labor force will be broken down into 9 lists, depending on the type of overtime. This
allows management to determine the nature of the call and pinpoint it to a specific group.
The 9 lists are defined below:
1. Construction Maintenance List: Made up of all members of the Construction
Maintenance Division.
2. Vehicle Maintenance List: Made up of all members of the Vehicle Maintenance
Division.
3. Wastewater List: Made up of all members of the Wastewater Division.
4. Water List: Made up of all members of the Water Division.
5. Public Works List: Made up of all members within the Public Works Department,
excluding management.
6. Primary Snow and Ice Control List: This list consists of all members within the
Construction Maintenance Division only, and will be filled on a volunteer basis by
seniority. Open positions will be filled by seniority until the list is finalized.
7. Secondary Snow and Ice Control List – Construction Maintenance: This list
consists of remaining members within the Construction Maintenance Division that
are not listed on the Primary Snow and Ice Control List.
8. Secondary Snow and Ice Control List – Water and Wastewater: This list consists
of members within the Water and Wastewater Divisions, which will be filled on a
volunteer basis by seniority.
9. Secondary Snow and Ice Control List: This list is a combination of both Secondary
Snow and Ice Control Lists, and includes all members from Construction
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Maintenance, Water, and Wastewater that are not listed on the Primary Snow and
Ice Control List.
OVERTIME CALL-OUT EVENTS AND PROCEDURES
1.

Divisional Emergency Overtime

Divisional Emergency Overtime consists of divisional emergency calls from January 1 to
December 31. This overtime is fulfilled by the following lists: Construction Maintenance
List, Vehicle Maintenance List, Wastewater List, Water List, and Public Works List.
Divisional emergency overtime shall include, but is not limited to, overtime that is
scheduled or a continuation of the day. Employees working on an assignment that
requires a continuation of the day will be permitted to stay working on that assignment.
A. Assignment of Overtime
Divisional Emergency Overtime shall be assigned in the method below. Mandated
employees will have ten (10) minutes to respond to the attempt to contact the
employees. Mandated employees that do not respond will be subject to progressive
discipline in accordance with the “Disciplinary Procedures” provisions listed below.
i.

Emergency Overtime will be offered to qualified employees based on seniority.

ii.

If an insufficient number of qualified employees accept the assignment, then the
overtime will be mandated by reverse seniority until the number of qualified
employees is fulfilled.

iii.

If an insufficient number of employees accept the assignment, the overtime will be
offered using the Public Works list on a seniority basis.

iv.

If an insufficient number of employees accept the assignment, then overtime will
be mandated using the Public Works list on a reverse seniority basis.
B. Call-Out Procedure
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i.

When a call comes in for the Construction Maintenance, Vehicle Maintenance,
Wastewater, and Water Divisions, the supervisor will use the current digital
dispatching service to put out a request to the appropriate divisional list.
Employees will have ten (10) minutes to respond to the supervisor’s dispatch via
the current digital dispatching service. Once the ten (10) minute period has
elapsed, the supervisor will choose employees to fulfill the assignment by selecting
the most senior employees or most qualified individual from the appropriate list.

ii.

If there are insufficient numbers of employees accepting the assignment, the
supervisor will use the current digital dispatching service and put out a request and
mandate the remaining members of the divisional list required to fulfill the task by
reverse seniority. Mandated employees will have ten (10) minutes to respond to
the attempt to contact the employee.

iii.

If there are insufficient numbers of employees accepting the assignment, the
supervisor will use the current digital dispatching service to put out a request to the
Public Works list. Employees will have ten (10) minutes to respond to the
supervisor’s dispatch via the current digital dispatching service. Once the ten (10)
minute period has elapsed, the supervisor will choose employees to fulfill the
assignment by selecting the most senior employees or most qualified individual
from the Public Works list.

iv.

If there are insufficient numbers of employees accepting the assignment, the
supervisor will use the current digital dispatching service and put out a request and
mandate the remaining members of the Public Works list required to fulfill the task
by reverse seniority. Mandated employees will have ten (10) minutes to respond
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to the attempt to contact the employee.
2.

Snow and Ice Control Overtime

Snow and Ice Control overtime consists of emergency calls related to snow, ice, or other
winter storm conditions, and will consist of a minimum number of employees to cover all
of the Village’s plow routes. This overtime is fulfilled by the following lists: Primary Snow
and Ice Control List, Secondary Snow and Ice Control List – Construction Maintenance,
Secondary Snow and Ice Control List – Water & Wastewater, and the Public Works List.
A. Assignment of Overtime
The Primary and Secondary Snow and Ice Control lists will be reset by seniority
annually on October 1st or the beginning of the Snow and Ice Control season,
whichever occurs first. Calls for overtime on both the Primary and Secondary Snow
and Ice Control Lists, when mandated, will be considered mandatory overtime.
Mandated employees will have ten (10) minutes to respond to the attempt to contact
the employees. Mandated employees that do not respond will be subject to
progressive discipline in accordance with the “Disciplinary Procedures” provisions
listed below.
In an instance where an employee on the Primary Snow and Ice Control List has
approved vacation time, then the next available employee on the Secondary Snow
and Ice Control List – Construction Maintenance by seniority shall be inserted onto
the Primary Snow and Ice Control List for that time period. If for any reason an
employee on the Primary Snow and Ice Control List is unavailable for an extended
period of time due to a voluntary or involuntary leave of absence, including without
limitation, FMLA leave, illness/injury, lay-offs, bereavement, suspension or
termination, then the employee on the Secondary Snow and Ice Control List –
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Construction Maintenance with the most seniority will be inserted into the Primary
Snow and Ice Control List.
B. Call-Out Procedure
When a call comes in related to snow, ice, or other winter storm conditions, the
supervisor will use the current digital dispatching service to put out a request to the
Primary and Secondary Snow and Ice Control lists. Any employee mandated within
this subsection that does not respond will be subject to progressive discipline in
accordance with the “Disciplinary Procedures” provisions listed below.
i.

Primary and Secondary Snow and Ice Control Lists
a. Employees on the Primary Snow and Ice Control List will have ten (10)
minutes to respond to the supervisor’s dispatch via the current digital
dispatching service. Once the ten (10) minute period has elapsed, the
supervisor will choose employees to fulfill the assignment by selecting the
most senior employees or most qualified individuals from the Primary Snow
and Ice Control List.
b. If there are insufficient numbers of employees accepting the assignment,
the supervisor will use the current digital dispatching service and put out a
request to the Secondary Snow and Ice Control List – Construction
Maintenance. Employees will have ten (10) minutes to respond to the
supervisor’s dispatch via the current digital dispatching service. Once the
ten (10) minute time-period has elapsed, the supervisor will choose
employees to fulfill the assignment by selecting the most senior employees
or most qualified individuals from the Secondary Snow and Ice Control List
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– Construction Maintenance.
c. If there are insufficient numbers of employees accepting the assignment,
the supervisor will use the current digital dispatching service and mandate
the remaining members on the Primary Snow and Ice Control List required
to fulfill the task by reverse seniority. Mandated employees will have ten
(10) minutes to respond to the attempt to fill vacant positions.
d. If there are insufficient numbers of employees accepting the assignment,
the supervisor will use the current digital dispatching service and mandate
the remaining members on the Secondary Snow and Ice Control List –
Construction Maintenance required to fulfill the task by reverse seniority.
Mandated employees will have ten (10) minutes to respond to the attempt
to contact the employee.
e. If there are insufficient numbers of employees accepting the assignment,
the supervisor will use the current digital dispatching service and put out a
request to fulfill the assignment using the Secondary Snow and Ice Control
List – Water and Wastewater. Employees will have ten (10) minutes to
respond to the supervisor’s dispatch via the current digital dispatching
service. Once the ten (10) minute period has elapsed, the supervisor will
choose employees to fulfill the assignment by selecting the most senior
employees or most qualified individuals on the Secondary Snow and Ice
Control List – Water and Wastewater.
f. If there are insufficient numbers of employees accepting the assignment,
the supervisor will use the current digital dispatching service and mandate
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the remaining members on the Secondary Snow and Ice Control List –
Water and Wastewater required to fulfill the task by reverse seniority.
Mandated employees will have ten (10) minutes to respond to the attempt
to contact the employee.
ii.

Secondary Snow and Ice Control Lists
When a call comes in for the Secondary Snow and Ice Control Lists, the supervisor
will use the current digital dispatching service to put out a request to the
appropriate list.
a. Employees will have ten (10) minutes to respond to the supervisor’s
dispatch via the current digital dispatching service.

Once the ten (10)

minute period has elapsed, the supervisor will choose employees to fulfill
the assignment by selecting the most senior employees or most qualified
individuals from the Secondary Snow and Ice Control List.
b. If there are insufficient numbers of employees accepting the assignment,
the supervisor will use the current digital dispatching service and mandate
all of the remaining members on the Secondary Snow and Ice Control List
required to fulfill the task by reverse seniority. Mandated employees will
have ten (10) minutes to respond to the attempt to contact the employees.
c. If there are insufficient numbers of employees accepting the assignment,
the supervisor will use the current digital dispatching service and put out a
request to fulfill the assignment using the remaining members on the Public
Works List.

Employees will have ten (10) minutes to respond to the

supervisor’s dispatch via the current digital dispatching service. Once the
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ten (10) minute period has elapsed, the supervisor will choose employees
to fulfill the assignment by selecting the most senior employees or most
qualified individuals on the Public Works list.
d. If there are insufficient numbers of employees accepting the assignment,
the supervisor will use the current digital dispatching service and mandate
all of the remaining members on the Public Works List required to fulfill the
task by reverse seniority. Mandated employees will have ten (10) minutes
to respond to the attempt to contact the employees.
3.

Community Events Overtime

Community Events Overtime consists of, but is not limited to, overtime that falls over a
weekend during Community Events that take place between January 1 to December 31.
A. Assignment of Overtime
Community Events overtime will be assigned first to the Construction Maintenance
Division employee on standby over the weekend of a Community Event. Water and
Wastewater employees on weekend standby will not work weekend Community
Events overtime.

Mandated employees that do not respond will be subject to

progressive discipline in accordance with the “Disciplinary Procedures” provisions
listed below.
B. Call-Out Procedure
i.

Community Events overtime will be offered to all employees within the
Construction Maintenance Division by seniority.

ii.

If an insufficient number of employees in the Construction Maintenance Division
accept the assignment, then the overtime will be offered to all employees within
the Water and Wastewater Divisions by seniority.
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iii.

If an insufficient number of employees in the Water and Wastewater Divisions
accept the assignment, then the overtime will be mandated to employees in the
Construction Maintenance Division by reverse seniority.

iv.

If an insufficient number of employees in the Construction Maintenance Division
accept the assignment, then the overtime will be mandated to employees in the
Water and Wastewater Divisions by reverse seniority.

Management has the right to mandate employees for Community Events overtime.
Disciplinary Procedures
If a mandated employee does not respond or return a mandated request/call within ten
(10) minutes, then the employee shall be disciplined in the following order:
1.

First occurrence:

verbal warning

2.

Second occurrence:

written warning

3.

Third occurrence:

1-day suspension without pay

4.

Fourth occurrence:

termination

An occurrence is defined as an employee who refuses mandated overtime or does
not respond to a mandated request in the digital dispatch service or telephonic within the
ten (10) minute timeframe. Discipline up to and including a written warning shall be reset
on a rolling 12-month basis, measured from the date of the most recent disciplinary action.
If discipline progresses into suspension, it will then be reset on a rolling 18-month basis,
measured from the date of the most recent suspension. The rolling dates, for disciplinary
purposes, will not reset upon ratification of this agreement effective January 1, 2020. The
step of discipline which an employee last received will advance subsequently in the order
of progressive discipline listed above, until the employee’s progressive discipline is reset
according to the aforementioned time requirements.
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Other Overtime Scenarios
An employee on approved leave (sick, FMLA, workers’ compensation) for more than thirty
(30) days will be re-inserted on the appropriate list(s) once returning to work by seniority.
If an employee calls in sick or uses an emergency vacation day, emergency
compensatory day, or emergency personal day, the employee will be subject to call-outs
on the appropriate overtime lists the next day at 7:00am.
If an employee uses an emergency vacation day, emergency compensatory day,
or emergency personal day on Friday, the employee will be subject to call-outs on the
appropriate overtime lists the next day at 7:00am on Saturday through 7:00am Monday
morning. If an employee calls in sick on Friday, the employee will be subject to call-outs
on the appropriate overtime lists the next day at 7:00am on Saturday through 7:00am
Monday morning, unless by his next scheduled shift the employee furnishes a certification
from an attending physician indicating that the employee was unfit for duty for the time
period in question.
In order for an employee to be considered unavailable for weekend overtime, the
employee will be required to take off the preceding Friday with any benefit time except
sick leave or emergency time off. In order for an employee to be unavailable for overtime
over a holiday weekend or other holiday, the employee must take off the last scheduled
work day before the holiday with any benefit time except sick leave or emergency time
off. The Village will only allow one employee per Division per weekend to be unavailable
for weekend overtime call-outs, with the exception of the Construction Maintenance
Division during the period of May 1st through November 14th, where up to four employees
will be allowed to be unavailable for weekend overtime call-outs. During the period from
November 15th through April 30th all Employees must be available for Snow and Ice
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Control events during the hours of 3:00 pm to 7:00 am unless approved paid time-off is
granted.
The Village acknowledges that if an employee believes he was called in violation
of the overtime policy, the employee or the Union is permitted to file a grievance. If the
grievance is sustained, the occurrence shall count as a "non-mandated call" and the
employee shall not be subject to discipline for that occurrence.
To the extent there is a conflict between this section and Section 5.11 regarding who
overtime assignments are assigned to, this section shall control.
Section 5.5. Call Time. An Employee called to work outside his regularly scheduled
working hours shall receive a minimum of two (2) hours' work or pay at the rate of one
and one-half (1.5) times his regular hourly rate. All time actually worked in excess of two
(2) hours shall be compensated at the rate of one and one-half (1.5) times the Employee's
regular hourly rate, except that an Employee will not be paid on an overtime basis for
work performed during the Employee's regularly scheduled working hours.
When an Employee is called out under this Section and works less than the full
two (2) hours for which pay is guaranteed, a subsequent call out of the Employee during
that two (2)-hour period shall be treated as being part of the initial call out regardless of
the nature of the subsequent call. Accordingly, the Employee is required to remain at
home or another location specified by the Village (but within the response time specified
in Article XIII) for the remaining part of the two (2)-hour period so as to facilitate any recall
to work that may be made during that period.
Section 5.6. Standby. An Employee put on a standby basis during any time other than
his regularly scheduled shift shall receive one hour’s pay at his regular hourly rate for
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each eight (8)-hour period of standby time accumulated. Pay for standby time shall be
paid on the first regular payday that it is practicable to do so after such time has been
accrued. If an Employee is called out while on standby, the hours for which such
Employee is paid at overtime pay will be calculated in the accumulation of standby time.
Standby shall be assigned on a rotating basis within classification in each Division. The
Village shall have the right to make reasonable rules as to response time for Employees
on standby status and to enforce said rules in a reasonable manner. In the event that the
Village shall cancel, for the purpose of snow plowing operations only, the standby
notification prior to 10:00 p.m., the Employee shall receive one hour’s pay at his regular
hourly rate.
Section 5.7. Lunch Break. Employees shall be provided with a thirty (30)-minute paid
lunch, except in an emergency as defined in Section 8.7 or under unusual circumstances
or for sound operational reasons. If any approved lunch time is lost due to continuation
of work in progress, the immediate supervisor, or if the supervisor is not available, the
Director of Public Works will make accommodations for that loss during that work week.
Employees are required to be working at the work site at the start and the end of the
break (i.e., travel to the lunch room or store is to be done on break time). Lunch break
will normally be taken from 11:45 a.m. to 12:15 p.m. Certain jobs or factors may require
the immediate supervisor, or if the supervisor is not available, the Director of Public Works
to adjust the normal time for lunch break.
Section 5.8. Clean-Up Time. Employees shall be granted a clean-up period of ten (10)
minutes at the end of each shift. Such clean-up time shall be for personal clean up.
Additional equipment clean-up time shall be permitted as necessary.

38

Section 5.9. No Pyramiding. There shall be no pyramiding of overtime or premium pay
under any provision of this Agreement.
Section 5.10. Shift Premium. An Employee working non-overtime hours in excess of
(before or after) his regular shift hours shall be paid a shift premium of five percent (5%)
of his regular straight-time hourly rate of pay for all hours worked during that period. The
shift premium shall not apply to hours for which the Employee is paid overtime.
Section 5.11. Distribution of Overtime.
a) Opportunity to work overtime will be generally distributed by seniority among
Employees within a Division. The Director of Public Works or his designee shall
have the right to require overtime work and employees may not refuse mandated
overtime assignments without discipline.

Whenever practicable, overtime

assignments will be scheduled, except for emergency situations or except where
qualified individuals are not readily available.
b) All instances of emergency overtime will be considered mandatory should there be
an insufficient number of employees accepting the assignment.
c) It is understood and agreed that emergency overtime call-outs of Employees
sometimes are made by authorities or agencies other than the Village itself, and
that such authorities or agencies are not necessarily bound by this overtime
distribution provision.
Section 5.12.

Working in Confined Spaces.

It is agreed that the Village policy

regarding working in confined spaces shall apply and be enforced for the term of this
Agreement, unless that policy is required to be modified by court order or by application
of regulations of a government agency having jurisdiction over the Village and responsible
for the enforcement of federal or state laws regulating working conditions and/or
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occupational safety and health. In particular, it is agreed that that portion of the policy
requiring that the “buddy system” be adhered to when entering lift stations shall be strictly
enforced.
Section 5.13. Union Business. Employees shall not be permitted to interrupt work or
leave their work site to conduct Union business on working time except to meet with
management at pre-approved times and to fulfill Weingarten responsibilities. The parties
will bargain with regard to time spent in negotiations at the start of negotiations for a new
agreement.
Section 5.14. Scheduled Weekend On-Call Assignments. Scheduled weekend on-call
assignments within the Construction Maintenance, Water, and Wastewater Divisions
shall be assigned in the following method:
1. The Village shall create a list for the “weekend on-call roster” by means of seniority.
All Employees are required to fulfill their weekend assignments.

On-call

Employees will typically be the first point of contact and first to respond for overtime
situations. Once the list is established, the list will rotate on a year to year basis.
New employees hired to fill vacant positions will be inserted into the rotation at the
Village’s discretion. New positions will be added to the bottom of the list at the
Village’s discretion.
2. Once the list is established, employees have the option to trade or give up the on
call assignments one week prior to their scheduled shift.
a. Trade assignment:
i. If an employee trades the scheduled assignment, both employees
must notify the their immediate supervisor or, if the immediate
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supervisor is not available, the Director of Public Works;
ii. Both employees will need to sign a trading form and have it approved
by their immediate supervisor or, if the immediate supervisor is not
available, the Director of Public Works;
iii. If for any reason the employee who accepts the assignment does not
fulfill or fails to work emergency overtime during his scheduled
assignment, discipline will start with a one-day suspension without
pay.
b. Give up assignment:
i. The employee shall inform their immediate supervisor or, if the
immediate supervisor is not available, the Director of Public Works
no less than one week prior to the scheduled shift.

Requests

submitted within less than one week of their scheduled assignment
will be denied.
ii. Both employees will need to sign a form and have it approved by
their immediate supervisor, or if their immediate supervisor is not
available, the Director of Public Works.
iii. If for any reason the employee who accepts the assignment does not
fulfill or fails to work emergency overtime during his scheduled
assignment, discipline will start with a one-day suspension without
pay.
iv. If no employee accepts the open shift, the originally scheduled
employee must work the shift or trade with another employee in
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accordance with section 2a above.
3. An Employee put on a weekend on-call assignment during any time other than his
regularly scheduled shift shall receive one hour's pay at his regular hourly rate for
each eight (8)-hour period of time accumulated. Pay shall be paid on the first
regular payday that it is practicable to do so after such time has been accrued. If
an Employee is called out while on his weekend on-call assignment, the hours
worked will be paid overtime at the rate of one and one-half (11/2) times his regular
hourly rate of pay.
4. If there is an open weekend (due to illness, emergency, termination…) the shift
shall be offered to employees by seniority. If no employee accepts the open shift,
then it will be mandated to the next available employee by reverse seniority.

ARTICLE VI - SENIORITY AND LAYOFF
Section 6.1. Definition of Seniority. Seniority as used herein shall mean an Employee's
length of continuous service with the Village. An Employee's seniority shall commence
from his most recent date of hire, but an Employee shall not be credited with seniority
until the successful completion of his probationary period.
Section 6.2.

Probationary Employees.

All new Employees, including rehired

Employees, must successfully pass the pre-employment requirements for Village
positions set forth in the Village's Personnel Manual. New Employees, including rehired
Employees, shall be considered probationary Employees and must successfully complete
a probationary period. Each newly hired Employee becomes a probationary Employee
upon their hire date and remains a probationary Employee until he has successfully
completed one year of employment from said date. Each rehired Employee becomes a
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probationary Employee upon their rehire date and remains a probationary Employee until
he has successfully completed six months of employment from said rehire date, as long
as he previously satisfied the full probationary period.
The probationary periods required above represent a total cumulative service time
and they may be adjusted upward so as to properly allow for any authorized leaves of
absence or other approved breaks in service. However, should any such leave of absence
or break in service be greater than one month, the Village may require that the entire
probationary period be restarted at the time the Employee returns to work.
During the probationary period, the probationary Employee shall not acquire
seniority and may be disciplined, discharged, laid off or otherwise dismissed at the sole
discretion of the Village, and neither the reason for nor the disciplinary action, discharge,
layoff or dismissal may be the subject of a grievance.
An Employee shall receive seniority at the end of his probationary period and it
shall be credited retroactively to the date of employment, less any adjustments.
Section 6.3. Termination of Seniority. Seniority and the employment relationship shall
be terminated when an Employee:
a) quits;
b) is discharged for just cause;
c) is absent for three (3) consecutive working days without notifying the Village;
d) is laid off and fails to report for work within fourteen (14) calendar days after written
notice recalling him has been sent by certified mail to his last known address;
e) does not report for work within three (3) working days after the termination of an
authorized leave of absence;
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f) is laid off for a period in excess of one year or a period equal to his seniority,
whichever is less; or
g) retires.
Section 6.4. On-The-Job Injury. If an Employee is injured while in the performance of
his duty, he shall be entitled to return within fifteen (15) months of the injury to the Division
in which he was employed when he was injured, with full seniority rights, provided he is
physically qualified to return to work. When he returns, other Employees moved up
because of his absence will be subject to demotion or layoff, as may be necessary or
appropriate under the circumstances.
Section 6.5. Layoffs. Should it become necessary to lay off an Employee on account
of a reduction in forces, the Employer shall give that Employee two (2) weeks’ advance
notice or pay in lieu thereof. If, thereafter, an open position occurs within one year of the
layoff, laid off Employees shall be offered the opportunity to fill the open position in each
case that the Village deems the laid off Employees to be qualified for the position. The
opportunity to fill an open position under this Section shall be afforded to Employees who
have been laid off for one year or less prior to the posting of an open position under
Section 8.4.
For the 12 months following ratification of this Agreement, the Village agrees that
it will not lay off any bargaining unit employees unless one of the following exceptions is
triggered: (1) the Village may exercise its right to layoff pursuant to Articles I and VI of the
agreement if the State of Illinois reduces the Village’s revenues from the Local
Government Distributive Funds (“LGDF”); or (2) the Village may exercise its right to layoff
pursuant to Articles I and VI of the agreement if the State of Illinois or any other entity
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reduces or limits the Village’s ability to raise revenue via property taxes. If the Village has
to exercise its right to layoff during this period of time, the layoff selection shall be based
on the language in the 2011-2015 bargaining agreement, which is incorporated herein as
follows:
“Layoff on account of reductions in force shall be made in inverse order of seniority among
the Employees in the Department of Public Works, provided that the Village may retain
current Employees in positions which require a certificate or license.”
Once 12 months have elapsed from the date of execution of this bargaining
agreement, layoffs on account of reductions in force shall be made based on knowledge,
skills, ability, and performance record. If there is a layoff based on knowledge, skills,
ability, and performance record, employees shall be selected for layoff pursuant to the
criteria outlined in Appendix D. When knowledge, skill, ability, and performance records
are equal between two or more Employees, layoffs shall be in the inverse order of
seniority among the Employees in the Department of Public Works, provided that the
Village may retain current Employees in positions which require a certificate or license.
A committee will be established for the purpose of discussing job descriptions and
cross training. The Committee shall consist of three (3) Village representatives and (3)
Union representatives. In addition, the Human Resources Director shall serve as the
Committee facilitator. The parties will request the assignment of an FMCS mediator to aid
in their discussions. The Committee shall also discuss the scoring system to be used for
the following items listed in Appendix D: 1) attendance; 2) ability to operate baseline
equipment; 3) breadth of experience; and 4) optional certifications and licenses.
The Village shall develop a uniform performance evaluation form that will be used
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for the evaluation of all employees within the Village’s Public Works Department. Prior to
publication, the Village will share the proposed uniform performance evaluation form with
the Committee for their discussion and input.
An Employee recalled to work within six (6) months of his date of layoff to perform
work for which the Village deems him to be qualified under this Section shall be reinstated
with his original seniority date which has been adjusted to reflect full seniority credit for
time of continuous service prior to the layoff.
Section 6.6. Voluntary Early Retirement Incentive Programs. During the term of the
Agreement, the Village may institute a voluntary early retirement incentive program on
terms to be determined by the Village. The program must be voluntary. It may provide
incentives that are in addition to the wages and benefits provided by this Agreement and
shall not reduce or diminish any rights under this Agreement.
Section 6.7. Accelerated Payment Requirement. Employees hired prior to January 1,
2012, and who are eligible for IMRF are exempt from the Accelerated Payment
requirement of the Illinois Pension Code, Public Act 97-0609, which was signed into law
on August 26, 2011. Employees hired on or after January 1, 2012, will be subject to such
Accelerated Payment requirement.

ARTICLE VII - WAGES
Employees in the position of Maintenance Worker will advance to the next higher
step at the end of one year of satisfactory service, provided in each case that there is a
higher step to which the Employee can move. At the end of two (2) years of satisfactory
service, the Employee will advance to the next higher step after that, provided that there
is a higher step to which the Employee can move. At the end of three (3) years of
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satisfactory service, the Employee will advance to the next higher step after that, provided
that there is a higher step to which the Employee can move. In all cases, advancement
to the top step requires the recommendation of the Director of Public Works or
Superintendent and the approval of the Village Manager.
Employees will advance to the next higher step after each year of satisfactory
service, provided in each case that there is a higher step to which the Employee can
move. Advancement to the top step requires the recommendation of the Director of Public
Works and the approval of the Village Manager.
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Section 7.1. Wage Schedules
January 1, 2020 December 31, 2020
Maintenance Worker
Group Leader
Fleet Mechanic
Chief Utility Facilities
Operators

January 1, 2021 December 31, 2021
Maintenance Worker
Group Leader
Fleet Mechanic
Chief Utility Facilities
Operators

January 1, 2022 December 31, 2022
Maintenance Worker
Group Leader
Fleet Mechanic
Chief Utility Facilities
Operators

A
Monthly
4094
5417
5871

Hourly
23.62
31.25
33.87

5871

33.87

A
Monthly
4186
5539
6003

Hourly
24.15
31.96
34.63

6003

34.63

A
Monthly
4280
5664
6138

Hourly
24.69
32.67
35.41

6138

35.41

B
Monthly Hourly
4724
27.26
5608
32.35
6092
35.14
6092

35.14

B
Monthly Hourly
4831
27.87
5734
33.08
6229
35.93
6229

35.93

B
Monthly Hourly
4939
28.50
5863
33.82
6369
36.74
6369

36.74

C
D
Monthly Hourly Monthly
5191
29.95
5380
5826
33.61
6035
6322
36.47
6587
6322

36.47

6587

C
D
Monthly Hourly Monthly
5307
30.62
5501
5957
34.37
6171
6464
37.29
6735
6464

37.29

6735

C
D
Monthly Hourly Monthly
5427
31.31
5625
6091
35.14
6310
6610
38.13
6886
6610

38.13
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6886

Hourly
31.04
34.82
38.00

E
Monthly Hourly
5601
32.31

38.00

Hourly
31.74
35.60
38.85

6917

E
Monthly Hourly
5727
33.04

38.85

Hourly
32.45
36.40
39.73
39.73

F (7 years)
Monthly Hourly
5879
33.92
6337
36.56
6917
39.90

E
Monthly Hourly
5855
33.78

39.90

F (7 years)
Monthly Hourly
6012
34.68
6479
37.38
7072
40.80
7072

2.25%

40.80

F (7 years)
Monthly Hourly
6147
35.46
6625
38.22
7231
41.72
7231

2.50%

41.72

2.25%

January 1, 2023 December 31, 2023
Maintenance Worker
Group Leader
Fleet Mechanic
Chief Utility Facilities
Operators

January 1, 2024 December 31, 2024
Maintenance Worker
Group Leader
Fleet Mechanic
Chief Utility Facilities
Operators

A
Monthly
4376
5791
6276

Hourly
25.25
33.41
36.21

6276

36.21

A
Monthly
4475
5921
6418

Hourly
25.82
34.16
37.03

6418

37.03

B
Monthly Hourly
5050
29.14
5995
34.59
6512
37.57
6512

37.57

B
Monthly Hourly
5164
29.79
6130
35.36
6659
38.41
6659

38.41

C
D
Monthly Hourly Monthly
5549
32.01
5752
6228
35.93
6452
6759
38.99
7041
6759

38.99

7041

C
D
Monthly Hourly Monthly
5674
32.73
5881
6368
36.74
6597
6911
39.87
7200
6911

39.87

Employees may be hired to any of the above pay range steps.
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7200

Hourly
33.18
37.22
40.62

E
Monthly Hourly
5987
34.54

40.62

Hourly
33.93
38.06
41.54
41.54

F (7 years)
Monthly Hourly
6285
36.26
6774
39.08
7394
42.66
7394

E
Monthly Hourly
6122
35.32

42.66

F (7 years)
Monthly Hourly
6427
37.08
6926
39.96
7561
43.62
7561

2.25%

43.62

2.25%

Section 7.2. Working Out of Classification. An Employee who is assigned to fill in
temporarily at a higher rate of pay as assigned by the immediate supervisor, or if the
supervisor is not available, the Director of Public Works, in the absence of the regular
incumbent’s position shall be paid at the applicable hourly rate of the incumbent’s position
for work performed in that position which is in excess of four (4) hours per assignment.
Section 7.3. Certification Pay. Certification pay will be provided on the following terms
during each year of this Agreement. Employees who maintain a valid Environmental
Protection Agency Operator certification throughout the entire year and who work
throughout the year in the Division for which the certification is awarded will be paid an
additional four hundred dollars ($400.00) per year. Employees who maintain a valid ISA
Certified Arborist certification throughout the entire year and who work throughout the
year in the Division for which the certification is awarded will be paid an additional four
hundred dollars ($400.00) per year. Certification pay will not be duplicated or pyramided.
A maximum of one certification will be paid to an Employee per year. Certification pay will
be paid out in twenty-six (26) pay periods during each year of this Agreement during which
such pay is in effect (i.e., maximum payment of four hundred dollars ($400.00) per year
per Employee), not in one lump sum.
Section 7.4. Lab Technician. The Village may develop a lab technician position. The
Village determines job duties in its discretion. The Village will negotiate the wage rate
with the Union.

ARTICLE VIII - GENERAL PROVISIONS
Section 8.1. Pledge Against Discrimination and Coercion. The provisions of this
Agreement shall be applied equally to all Employees in the bargaining unit without
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discrimination as to age, sex, marital status, race, color, creed, national origin, political
affiliations or Union membership. The Union shall cooperate with the Village in applying
this provision of the Agreement.
The Village and the Union agree not to interfere with the rights of employees to
become members of the Union or not to become members of the Union, and there shall
be no discrimination, interference, restraint or coercion by the Village against any
employee because of the Union membership or non-membership, or because of any
lawful and appropriate employee activity in an official capacity on behalf of the Union.
The Union recognizes its responsibility as bargaining agent and agrees to
represent all Employees in the bargaining unit without discrimination, interference,
restraint or coercion.
Section 8.2. Discipline and Discharge.
a) Discipline
i) The parties recognize the principles of progressive and corrective discipline.
ii) For purposes of this Agreement, a probationary Employee is an Employee
who has not completed one year of service in the Department. Probationary
Employees may be disciplined or discharged at will. Disciplinary action may
be imposed upon a non-probationary Employee only for just cause.
iii) An Employee has a right to Union representation, upon request, at any
meeting conducted in accordance with this Section.
iv) Disciplinary action may include the following steps, among others:
a.

A verbal or written warning to the Employee, with

documentation placed in the Employee’s personnel file.
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b.

A disciplinary suspension without pay, issued to the

Employee, with documentation placed in the Employee’s personnel
file.
c.

Discharge of the Employee.

v) In certain circumstances, the Village may also require an Employee to pay
restitution for damages arising out of the Employee’s willful action.
vi) In certain circumstances, an Employee's action may require an immediate
response from the Village. The severity of the violation and the need for an
immediate response is a determination made by the Village. The nature,
intent and/or seriousness of the violation can, depending on the
circumstances, lead to either additional warnings or suspensions or to
bypassing some or all of the intermediate procedural steps listed above,
thereby proceeding directly to discharge.
vii) If the Director of Public Works or Superintendent has reason to reprimand
an Employee, it shall be done in a manner that will not unduly embarrass
the Employee before other Employees or the public.
b) Discharge
i) Discharges are made by the Director of Public Works.
ii)

Discharges may occur for, but are not limited to, any of the following
reasons:
a.

Incompetence or inefficiency in the performance of duties;

b.

Violation of any official regulation or order;

52

c.

Reporting for work in a condition that would be detrimental to

the work, efficiency and/or safety of others;
d.

Possession or use of alcohol or being adversely affected by

alcohol while at work, or possession or use of illegal drugs at any
time or place;
e.

Falsification of personnel or other records;

f. Illegal, immoral or indecent conduct;
g.

Profane or abusive language towards another person;

h.

Threatening or intimidating behavior towards

another

Employee or the public;
i.

Negligence or abuse in the handling of Village equipment or
property;

j.

Excessive absenteeism or tardiness; or

k.

Insubordination.

Discharges will be subject to the procedural steps set forth in Section 8.2(a) above.
Section 8.3. Rules. The Village shall have the right to make and enforce reasonable
rules. When existing written rules are changed or new written rules are established, they
shall be posted prominently on Union bulletin boards prior to enforcement of such rules.
The Village further agrees to furnish each Employee with a copy of any new or
changed written work rule within seven (7) calendar days after it becomes effective. If
the Village decides to write up existing unwritten work rules in a compilation of work rules,
a copy of the new written work rules shall be provided to each Employee. A new
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Employee shall be provided with a copy of the written rules in existence at the time of
hire. Employees shall comply with all reasonable rules.
The Village shall establish reasonable work rules related to employee safety.
Section 8.4. Vacancies, Promotions and New Positions.
a) Definitions
For the purposes of this Section, the following are definitions of the various open
positions that might occur within the Department of Public Works:
i) Vacancy: A vacancy is a lateral transfer to any open position in any of the job
classifications on the Wage Schedules set forth in Article VII that becomes
open due to a retirement, resignation, discharge or other termination of an
Employee and which the Village decides to fill.
ii) Promotion: A promotion is a move by an Employee within this collective
bargaining unit to an open position within this unit that has a higher wage scale
on the Wage Schedules set forth in Article VII than the Employee’s current
position.
iii) New Position:

A new position is an additional position in any of the job

classifications on the Wage Schedules set forth in Article VII. An Employee
within this collective bargaining unit who fills a new position may either be
considered a lateral transfer or a promotion, depending on the position filled.
For the remainder of this Section, all positions defined above will be referred to as
an “open position.”
b) Filling an Open Position
When an open position becomes available and the Village decides to fill the open
position, the position shall be posted for ten (10) days. The posted notice shall set
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forth the required knowledge, skills, experience and ability required for the open
position. Employees may submit applications for the open position in the manner
provided by the Village. In exercising its discretion on hiring for any open position,
the Village will consider but not be limited to the following factors: the skills, ability,
qualifications, work history, attendance records and seniority of the employeeapplicant and the needs of the Village Department or Division from which the
employee-applicant would be transferred.

When their respective skill, ability,

qualifications, work history, attendance records and seniority are otherwise equal,
preference shall be given to an employee-applicant within this collective bargaining
unit over an outside applicant. In addition, when their respective skill, ability,
qualifications, work history and attendance records are otherwise equal,
preference shall be given to a more senior employee-applicant in this collective
bargaining unit over a less senior employee-applicant in this collective bargaining
unit. In the event a senior employee-applicant is denied the open position, he may
within five (5) working days request a meeting with the Director of Public Works to
discuss the denial.
c) Probation for Lateral Transfer or Promotion
An Employee in this collective bargaining unit who is laterally transferred or
promoted into an open position shall serve a probationary period of six (6) months
in his new position. The Village may return an Employee who does not perform
his new duties in a manner satisfactory to the Director of Public Works or by the
Employee’s own wishes to his prior position within the six (6)-month probationary
period, provided that this provision shall not prevent the Village from demoting or
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taking disciplinary action against the Employee at any time for violation of rules or
misconduct.
Section 8.5. Employee Personnel Files. Employees shall have access to personnel
records and files as provided by state law. Commendations and rebuttal letters for
discipline shall be kept in an Employee’s personnel file. Reprimands and other records
of disciplinary action contained in personnel files, except for those related to suspensions,
acts of workplace violence or drug and alcohol testing, shall be discharged unless there
is a record of discipline imposed for the same or a related offense within that two (2) year
period (one year for documented verbal warnings). Such records discharged shall be
retained in a separate file for litigation purposes, including legal defense of the Village
outside of and under this Agreement.
Section 8.6. Monitoring. The Village may use any and all available means (other than
audio) to track the whereabouts and activities of Employees during the work day without
prior notice or warning, including but not limited to surveillance cameras, video recorders
and transmitters, GPS tracking systems, vehicle speed and mileage recording systems
and any other such technologies that now exist. The Village will provide ten (10) days’
notice and meet and confer with the Union prior to implementing any technologies that
are newly developed in the future.
Section 8.7. Emergencies.

For the purposes of this Agreement, an emergency is

defined as any condition or situation necessary to protect or preserve life safety and/or
Village or private property. Whether an emergency exists is to be determined by the
employee’s immediate supervisor or, if the immediate supervisor is not available, the
Director of Public Works.
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ARTICLE IX - GRIEVANCE PROCEDURE
Section 9.1. Definition. A grievance is defined as a dispute or difference of opinion
between an Employee and the Village with respect to the meaning or application of the
terms of this Agreement, which involves, as to the grievant, an alleged violation of an
express provision of this Agreement.
Section 9.2. Settlement Procedure. The following procedure will be followed to settle
grievances:
Step 1: The Employee shall submit his written grievance to the Employee’s
Superintendent within five (5) working days after the Employee knows or reasonably
should know of the incident which gave rise to the grievance. The Superintendent shall
respond in writing within five (5) working days.
Step 2: If the grievance has not been settled in Step 1, within seven (7) working
days after the response of the Superintendent in Step 1, the Employee or Union Official,
with the Employee’s approval, may present the grievance to the Director of Public Works.
The Director of Public Works shall respond in writing within seven (7) working days.
Step 3: If the grievance is not settled in Step 2, the Employee or the Union Official,
with the Employee’s approval, may, within ten (10) working days of the Employee’s
receipt of the Step 2 answer, file a written appeal to the Village Manager. Within ten (10)
working days, the Village Manager will meet and discuss the grievance with the Employee
and, if the Employee so desires, the Union Steward and/or his representative and the
Grievance Committee. The meeting held pursuant to this step shall be scheduled to begin
during the regular working hours of Employees (i.e., as presently scheduled, prior to 3:00
p.m.). No more than one Union representative and the grievant shall be entitled to attend
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the meeting without loss of pay; provided, however, that under no circumstances shall
any Employee be entitled to overtime or premium pay as a result of attendance at such a
meeting, regardless of its duration. The Village Manager shall render an answer in writing
within ten (10) working days of such meeting.
Step 4: If a grievance is not settled in Step 3, the Union may, within ten (10)
working days of the Employee’s receipt of the Step 3 answer, file with the Village Manager
a written appeal to arbitration.
Section 9.3.

Discharge Grievances.

A grievance protesting the discharge of an

Employee shall be presented in writing at Step 2 of the settlement procedure within seven
(7) working days of the discharge, bypassing the first step of the grievance procedure.
Section 9.4. Time Limits.
a) Grievances shall be raised and settlement attempted promptly. Accordingly, in
order to be considered, a grievance must be raised no later than five (5) working
days after the Employee knew or reasonably should have known of the event
giving rise to the grievance or, in the case of discharge grievances, no later than
seven (7) working days after the discharge. If not raised within the applicable time
limit, the grievance shall be deemed to have been “waived” and shall not be
processed further. Similarly, if a grievance is not filed or appealed to any step of
the grievance procedure, or to arbitration within the time limits set forth in Section
9.2, it shall be considered to have been settled on the basis of the Village’s last
answer. If the Village does not answer a grievance at any step of the grievance
procedure within the time limits specified in Section 9.2, the Employee and/or the
Union may elect to treat the grievance as denied at that step and immediately
appeal the grievance to the next step of the grievance procedure.
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b) When filing a grievance, the Union may elect to begin the process at the step where
the decision resulting in such grievance began. When filing a grievance under this
subsection, the Union will provide a copy of such grievance to the Superintendent
and/or Director of Public Works, if applicable.
c) Any of the time limits referred to in this Section may be extended by mutual
agreement in writing.
Section 9.5. Selection of the Arbitrator. If the Union elects to appeal a grievance to
arbitration pursuant to Section 9.2, Step 4, the parties shall first attempt to agree upon an
arbitrator to hear and decide the grievance. If the parties are unable to agree on an
arbitrator within ten (10) working days of the appeal to arbitration, the parties shall jointly
request the Federal Mediation and Conciliation Service to submit a panel of seven (7)
arbitrators who shall reside in Illinois, Indiana or Wisconsin and who are members of the
National Academy of Arbitrators. The parties shall attempt to agree upon an arbitrator
within seven (7) working days. From an acceptable panel, the arbitrator shall be selected
by the alternate striking of names. The party requesting arbitration shall strike first. Either
party may strike one panel in its entirety.
Section 9.6. Hearing Procedure. Arbitration hearings shall be held at Village Hall
unless the parties mutually agree in writing to a different site. No more than one grievance
shall be submitted for determination by the arbitrator except by written agreement to the
contrary; provided, however, that if more than one grievance arose out of the same factual
situation (for example, the discipline of more than one Employee arising out of the same
incident) the grievances may be presented to the arbitrator at the same hearing. At the
arbitration hearing, each side shall be afforded the opportunity to be represented by
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representatives of its own choosing, to state a position and to present witnesses on its
behalf. Joint expenses of arbitration (including the fees and expenses of the arbitrator
and the cost, if any, of the hearing room) shall be divided equally between the Village and
the Union.

Each party, however, shall be responsible for compensation of its own

representatives and witnesses, including, in the case of the Union, employee-witnesses
subpoenaed or requested to be at the hearing by the Union. Employee-witnesses and/or
non-witnesses subpoenaed or requested to be at the hearing by the Union who are
excused from work by the Village to attend the hearing shall be permitted to attend the
hearing without loss of pay during their regular working hours, provided that under no
circumstances will overtime be paid for any time spent in attendance at a hearing, and
provided further that the Village may place reasonable limits on the number of employee
non-witnesses in attendance so as to be capable of meeting operational and publicservice requirements.
Section 9.7. Authority of the Arbitrator. The arbitrator shall have no right to amend,
modify, nullify, ignore, add to or subtract from the provisions of this Agreement. He shall
consider and decide only the specific issue submitted to him by the parties at the hearing
and shall have no authority to make a decision on any issue not so submitted to him. The
arbitrator shall be without power to make decisions contrary to or inconsistent with
applicable federal or state law, or applicable rules and regulations of government
agencies, other than the Village, having the force and effect of law. The arbitrator shall
submit his decision in writing within thirty (30) days following the close of the hearing or
the submission of briefs by the parties, whichever is later. The decision shall be based
solely upon his interpretation of the meaning or application of the specific terms of this
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Agreement to the facts of the grievance presented, consistent with applicable law.
Consistent with these provisions, the arbitrator shall have the authority to make an award
and to order an appropriate remedy, if applicable. The award of the arbitrator shall be
final and binding.

ARTICLE X - LABOR-MANAGEMENT MEETINGS
Section 10.1. Meeting Request. The Village and the Union agree that, in the interest
of efficient management and harmonious employee relations, labor-management
meetings may be held on a monthly or as-needed basis, on such dates and at such times
as may be mutually agreed, between Union representatives and the Director of Public
Works or Superintendent. Such meetings may be regularly scheduled or requested by
either party at least seven (7) days in advance by submitting a written request to the other
party for a labor-management meeting and expressly providing the agenda for such
meeting. Labor-management meetings shall be limited to: (a) issues of mutual concern
to the Union and the Village; (b) safety issues; or (c) notifying the Union of changes in
scheduling, equipment or procedure.
Section 10.2. Content.

It is expressly understood and agreed that such labor-

management meetings shall be exclusive of the grievance procedure. Specific grievances
being processed under the grievance procedure shall not be considered at labormanagement meetings nor shall negotiations for the purpose of altering any of the terms
of this Agreement be conducted at such meetings.
Section 10.3.

Attendance.

Attendance at labor-management meetings shall be

voluntary on the part of Employees. Attendance during such meetings shall not be
considered time worked for compensation purposes, unless a meeting is scheduled at
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the request or consent of the Village during the regularly scheduled duty hours of an
Employee, and provided that no overtime liability shall be incurred as a result of such
attendance.

Employees attending during their regularly scheduled duty hours shall

remain available for emergency response if required. Normally, no more than five (5)
persons each from the Village and the Union shall attend these meetings, schedules
permitting.

ARTICLE XI - NO STRIKE - NO LOCKOUT
Section 11.1. No Strike. Neither the Union nor any officers, agents or employees will
instigate, promote, sponsor, engage in or condone any strike, sympathy strike, slowdown,
sit-down, concerted stoppage of work, concerted refusal to perform overtime, mass
absenteeism, picketing or any other intentional interruption or disruption of the operations
of the Village, regardless of the reason for so doing. Any or all Employees who violate
any of the provisions of this Article may be discharged or otherwise disciplined by the
Village. In addition, in the event of a violation of this Section, the Union agrees to inform
its members of their obligations under this Agreement and to direct them to return to work.
Section 11.2. Other Striking Village Employees. The Village agrees that it will not
require Employees to perform work normally performed by striking employees of other
municipalities, unless the work being performed is to maintain a shared service or asset
with another municipal government.
Section 11.3. No Lockout. The Village will not lock out any Employees during the term
of this Agreement.
Section 11.4. Penalty. The only matter which may be made the subject of a grievance
concerning disciplinary action imposed for an alleged violation of Section 11.1 is whether
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or not the Employee actually engaged in such prohibited conduct. The failure to confer a
penalty in any instance is not a waiver of such right in any other instance nor is it a
precedent.
Section 11.5. Judicial Restraint. Nothing contained herein shall preclude the Village
or the Union from obtaining judicial restraint and damages in the event the other party
violates this Article.

ARTICLE XII - HEALTH AND SAFETY
Section 12.1. Health and Safety Committee. A joint Village-Union Health and Safety
Committee shall be established, to consist of an equal number of Village and Union
representatives. The Village and the Union each shall select not more than four (4)
representatives to serve on the Committee, which shall meet quarterly (every three (3)
months). The Committee will be responsible for reviewing conditions affecting the health
and safety of employees at the workplace and for making such reports as to conditions
and recommendations for corrective action to the Village Manager as it deems necessary
or appropriate.
Section 12.2. Immunization. Typhoid, Hepatitis-B, and Flu Shot immunization shall be
provided at Village cost to Employees who desire such immunization treatment. It shall
be the employee’s responsibility to sign-up with the Human Resources Department for
village scheduled immunizations. This provision is not to be interpreted as excluding
immunizations or inoculations required as part of normal medical treatment provided in
accordance with other provisions of this Agreement or in accordance with law.
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Section 12.3. Drug and Alcohol Testing.
a) General Policy Regarding Drugs and Alcohol: Use and abuse of drugs and alcohol,
including abuse of prescription drugs, by Village employees creates an
unacceptable, dangerous work environment, results in unproductive workdays and
sick leave abuse, and generally creates a risk to the safety and well-being of all
employees and the citizens the Village serves.

The Village and the Union

recognize that the citizens of our community are entitled to expect that Village
employees obey the law, are reasonably fit and healthy, and are free from the
effects of drug and alcohol abuse. Therefore, it is the policy of the Village that any
location at which Village business is conducted, whether on Village property or any
worksite, is declared to be a drug and alcohol-free workplace. All Employees are
absolutely prohibited from using alcohol in the workplace or prior to work where it
will influence workplace activities or unlawfully manufacturing, distributing,
dispensing, and/or processing controlled substances.
b) Procedures for Workplace Drug and Alcohol Testing: The Village has adopted
federal Department of Transportation regulation, 49 CFR Part 40, which describes
required procedures for conducting workplace drug and alcohol testing for the
federally-regulated transportation industry, as its policy with respect to testing for
drugs, alcohol, and other substances of abuse. It is understood that such policy is
developed by the federal government and may be changed from time to time
without any influence or input from the Village.

Employees covered by this

Agreement and any probationary employees that may become members of the
collective bargaining unit covered by this Agreement will be covered by such
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policy. Such policy is a condition of employment. Any Employee violating such
policy is subject to disciplinary action, up to and including discharge.
c) Consequences of a Positive Drug or Alcohol Test (.02 percent or higher).
i) An Employee who refuses to undergo testing as ordered pursuant to this
policy and the procedures as set forth will be discharged immediately.
ii) Positive Test Results
a.

Alcohol

An Employee who has a positive test result (any blood alcohol level) will meet with
the Human Resources Director or other person designated by the Village Manager. The
Employee may then be subject to disciplinary action, up to and including discharge,
and/or be referred to a Substance Abuse Professional (SAP) for an evaluation. If referred
to a SAP for an evaluation, the Employee will be placed on unpaid administrative leave
until he has seen the SAP. Once the evaluation is completed, the SAP will inform the
Village whether or not any additional treatment or follow-up tests are necessary. If no
additional treatment is recommended the SAP will inform the Village if any follow-up tests
are necessary, and the Employee may be returned to duty in a non-safety sensitive
function if one is available.

If additional treatment is recommended, the SAP will

recommend the number of follow-up tests and length of the testing period, and the
Employee will remain on an unpaid administrative leave until the Employee has
completed his treatment program. At that time the Employee may be returned to duty in
a non-safety sensitive function pending the completion of the follow-up testing.
If additional treatment is recommended, the SAP will recommend the number of
follow-up tests and length of the testing period. If additional treatment is recommended,
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the SAP will create a “contract” between the SAP and the Employee. The contract serves
as a guideline of what is expected of the Employee during treatment. If there are any
questions regarding treatment, the Employee should contact the SAP. During treatment,
the SAP will inform the Village if the Employee is completing the treatment outlined in the
contract.

The SAP will not divulge any medical treatment information.

Once the

Employee has completed treatment, the SAP will release the individual and will inform
the Village of the number of follow-up tests required.
Prior to returning to work the Employee must have a Return-To-Work (Duty) test
and the results of the test must be negative. Once a negative test result has been
received the Employee will be allowed to return to work. If the test results are positive
(any blood alcohol level), then the Employee faces discipline, up to and including
discharge.
b.

Controlled Substances

An Employee who has a positive test result will meet with the Human Resources
Director or other person designated by the Village Manager. The Employee may then be
subject to disciplinary action, up to and including discharge, and/or be referred to a
Substance Abuse Professional (SAP) for an evaluation. If referred to a SAP for an
evaluation, the Employee will be placed on unpaid administrative leave until he has seen
the SAP. Once the evaluation is completed, the SAP will inform the Village whether or
not any additional treatment or follow-up tests are necessary. If no additional treatment
is recommended, the SAP will inform the Village if any follow-up tests are necessary, and
the Employee may be returned to duty in a non-safety sensitive function. If additional
treatment is recommended, the SAP will recommend the number of follow-up tests and
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length of the testing period, and the Employee will remain on an unpaid administrative
leave until the Employee has completed their treatment program.

At that time the

Employee may be returned to duty in a non-safety sensitive function pending the
completion of the follow-up testing.
If additional treatment is recommended the SAP will create a “contract” between
the SAP and the Employee. The contract serves as a guideline of what is expected of
the Employee during treatment. If there are any questions regarding treatment, the
Employee should contact the SAP. During treatment, the SAP will inform the Village if
the Employee is completing the treatment outlined in the contract. The SAP will not
divulge any medical treatment information. Once the Employee has completed treatment,
the SAP will release the individual and will inform the Village the number of follow-up tests
required.
Prior to returning to work the Employee must have a Return-To-Work (Duty) test
and the results of the test must be negative. Once a negative test result has been
received, the Employee will be allowed to return to work. If the test results are positive,
then the Employee faces disciplinary action, up to and including discharge.
iii) Record Retention
All records of testing and their results will be a permanent part of the
Employee’s personnel record.
iv) Second Positive Result
Any instance of a second positive test for drugs or alcohol will result in the
immediate termination of the Employee.
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Section 12.4. Fitness For Duty. The parties recognize that poor physical fitness has a
negative impact on employee health, sick leave usage, attendance patterns, and on-thejob injuries. The parties therefore agree that all employees should be physically fit to
perform the requirements of the job. To that end, employees may voluntarily select to
take the POWER test, or any similar test of physical fitness developed by the Village, on
an annual basis. Any employee who passes the test will receive one (1) additional
personal day to be used within the calendar year it was received. The Village shall make
reasonable accommodations for any qualified individual with a disability as required by
state and federal law.
POWER Test Parameters:
Power Chart

All Employees

Test

20-29

30-39

40-49

50-59

Sit & Reach

18.8

17.8

16.8

16.3

1 Minute Sit-Up

31

24

19

13

Max Bench Press
Ratio
1.5 Mile Run

0.58

0.52

0.49

0.43

16.21

16.52

17.53

18.44

ARTICLE XIII - RESIDENCY/RESPONSE TIME
All new Employees, upon ratification of this Agreement shall be required to reside
within twenty (20) miles of the Village limits from the Public Works Facility located at 1075
Tamarac Drive. New Employees covered by this Agreement shall be required to establish
residency within the twenty (20) mile limit within eighteen (18) months from the date of
hire. The Village, in its sole discretion, may grant a one time only six (6) month extension
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of the eighteen (18) month residency requirement upon legitimate reasons as requested
by the Employee. Employees who do not reside within the required twenty (20) mile
radius upon ratification of this agreement shall be allowed to maintain that residency. If
at any time during the term of this Agreement any Employees hired before the ratification
of this agreement who met the original thirty-five (35) mile residency requirement and
move, must move within a thirty-five (35) mile radius. All mileage is calculated "as the
crow flies."
In addition to the mileage limit, Employees who are called into work in the event of
an emergency as defined in Section 8.7 or under unusual circumstances must clock into
work within sixty (60) minutes of being called. An Employee not clocking into work within
sixty (60) minutes of being called will be subject to disciplinary action (in accordance with
Section 8.2 (a) (iv)), up to and including discharge, unless the Employee notifies their
immediate supervisor or, if the immediate supervisor is not available, the Director of
Public Works under circumstances that are unforeseeable or beyond his control that he
will not be able to comply within the sixty (60) minute requirement.
In the event of an emergency as defined in Section 8.7 or under unusual
circumstances, the Village may call in Employees out of overtime.

ARTICLE XIV - SAVINGS
The Village will follow all applicable Illinois Department of Transportation laws and
regulations, though violation of this provision will not be subject to review under Step 4 of
the grievance procedure set forth in Article IX. In the event any part of this Agreement is
adjudged to be unlawful or unenforceable by a court of law or administrative agency
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having jurisdiction of the subject matter and of the parties, then the remainder of this
Agreement shall continue in full force and effect.

ARTICLE XV - ENTIRE AGREEMENT
This Agreement constitutes the complete and entire agreement between the
parties and concludes collective bargaining between the parties for its term, except that
this Agreement may be modified or supplemented during its term by mutual agreement
in writing of the parties. This Agreement supersedes and cancels all prior practices and
agreements, whether written or oral, which conflict with the express terms of this
Agreement.
The parties acknowledge that during the negotiations which resulted in this
Agreement, each had the unlimited right and opportunity to make demands and proposals
with respect to any subject or matter not removed by law or ordinance from the area of
collective bargaining, and that the understandings and agreements arrived at by the
parties after the exercise of that right and opportunity are set forth in this Agreement. The
Union specifically waives any right it might have to impact or effect bargaining for the life
of this Agreement with respect to matters within its knowledge at the time of the execution
of this Agreement.

ARTICLE XVI - TERMINATION
This Agreement shall be effective upon execution by both parties, unless otherwise
specifically provided for, and shall remain in effect until the thirty-first day of December
2024. Nothing in this Agreement shall be given retroactive effect unless so stated in this
Agreement or in a Side Letter of Agreement with respect to wages.
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APPENDIX D
Knowledge, Skill, Ability Score Sheet
Prerequisite Requirements
The remaining Village positions require the following licenses and certifications:
License/Certification

Number employees required

Held by Employee? (Yes/No)

After dividing between employees who do not have the required licenses and certifications, the
following scoresheet will be used for ranking purposes:

Area
Attendance (Non-FMLA Absences Only)
Most recent performance evaluation (10 points awarded if no
evaluation given in last 12 months; automatic 10 points for all
employees in 2015 only)
Prior performance evaluation (5 points if employed less than
12 months; 10 points if no evaluation given; automatic 10
points for all employees if there is a layoff in 2015 or 2016
only)
Ability to operate baseline equipment
Breadth of experience
Optional certifications and licenses
Quality of work performed and Teamwork
Seniority (1st anniversary = 1 point; 2nd anniversary = 2
points; 5th anniversary = 4 points; 10th anniversary = 6 points;
15th anniversary = 8 points; 20th anniversary = 10 points)
Total Points (80 points possible)

Score (1-10 points each)

Points will be deducted based on disciplinary actions issued in the previous 12 months:

Type of Discipline
Documented Verbal
Warning
Written Warning
Suspension

Deduction
-2 points

Number Issued

-5 points
-10 points

Final Score: __________ Points
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