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receive the following hourly shift differentials on the effective date shown 
or their present shift differentials, whichever is greater: 

 Effective Date 
Shift January 1, 2020 

2nd $.75 
3rd $.75 

 

CJE hourly employees employed as Resident Care Assistants or Resident 
Assistants at CJE long-term care facilities working a second or third shift 
shall receive a shift differential of $1.00 per hour beginning on January 1, 
2020. 

b. Premium When Working in a Higher Position. When an hourly 
employee is temporarily assigned to work a full shift of a job with a higher 
wage that employee shall receive the rate of pay of the higher classification 
at the same level the employee was working for all full shifts worked in the 
higher classification. 

2. Differentials for Long-Term Care Hourly Employees: 

a. Except for CJE hourly employees employed as Resident Care 
Assistants or Resident Assistants at CJE long-term care facilities, all hourly 
employees in Long-Term Care who work a shift beginning with the second 
shift on Fridays (3:00 - 11:30 p.m.) and ending with the second shift on 
Sunday (3:00 - 11:30 p.m.) shall be paid an hourly weekend differential in 
addition to any other applicable differentials in the amounts shown on the 
effective date shown: 

 Effective Date 
Shift January 1, 2020 

2nd $.75 
3rd $.75 

 
CJE hourly employees employed as Resident Care Assistants or Resident 
Assistants at CJE long-term care facilities who work a shift beginning with 
the second shift on Fridays (3:00 - 11:30 p.m.) and ending with the second 
shift on Sundays (3:00 - 11:30 p.m.) shall be paid an hourly shift differential 
of $2.00 per hour beginning on January 1, 2020. 

b. When a Cook is absent from work, a Cook's Helper who is assigned 
to and who fulfills the responsibilities and duties of the absent Cook shall 
be paid an additional $2.00 per hour over the Helper's regular hourly rate 

I I 

I I 
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b. Minimum Hourly Paid Resident Assistant Positions.  

 July 1, 2025 July 1, 2026 July 1, 2027 July 1, 2028 
 Levels Levels Levels Levels 
 I II III IV V I II III IV V I II III IV V I II III IV V 
Resident 
Assistant 

$19.67 $19.97 $20.27 $20.57 $21.97 
$20.31  $20.62  $20.93  $21.24  $22.68  $20.97  $21.29  $21.61  $21.93  $23.42  $21.60  $21.93  $22.26  $22.59  $24.12  

Resident 
Assistant 
Housekeeping 

$20.34 $20.64 $20.94 $21.24 $22.64 
$21.00  $21.31  $21.62  $21.93  $23.38  $21.68  $22.00  $22.32  $22.64  $24.14  $22.33  $22.66  $22.99  $23.32  $24.86  

Lead 
Resident 
Assistant 
Housekeeping 

$21.38 $21.68 $21.98 $22.28 $23.68 

$22.07  $22.38  $22.69  $23.00  $24.45  $22.79  $23.11  $23.43  $23.75  $25.24  $23.48  $23.81  $24.13  $24.46  $26.00  

 
Level I  Minimum Hire Rate (Hire Rate may exceed the minimum at CJE’s discretion) 

To Level II 1+ Years of Service 
  General Increase + $0.30 Longevity differential 

To Level III 3+ Years of Service  
  General Increase + $0.30 Longevity differential 

To Level IV 5+ Years of Service 
  General Increase + $0.30 Longevity differential 

To Level V 10+ Years of Service 

  General Increase + $1.40 Longevity differential 

All CJE Resident Assistant Positions in this Article XXIX, F, 4, b will receive a General Increase + $0.30 Longevity differential when 
they reach 15+ and 20+ Years of Service. 
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All longevity differentials will be effective on the July 1 following the employee’s anniversary date and shall be retroactive to the 
employee’s anniversary date, except that employees who reached 15+ and 20+ years of service prior to January 1, 2026, will receive the 
longevity differentials beginning January 1, 2026.  

Employees on the payroll as of December 31, 1992 will be "red circled" at their current rates, will not receive any longevity increases 
per the above schedule, and will receive only the general increases.3 

3 Any employee hired in, at, or transferred into a Level higher than Level I and paid at the higher rate of that Level based on past experience shall not be eligible 
for any longevity increase based on their seniority, if any, until they have actually been employed in such position for the period of time required to reach the 
Level next higher than the Level into which the employee was hired or transferred into. 
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c. Special Provisions for Hourly Paid Employees:

i. Employees who are furnished uniforms by CJE are required
to wear the uniforms furnished by CJE. Employees for whom CJE
does not furnish uniforms are required to wear uniforms that are
color-coded or otherwise differentiated based on job position,
department, or other work/resident care factor as determined by
CJE. Before implementing such requirements for any group of such
employees, CJE will notify those employees of the requirements and
the effective date, and will give those employees an allowance of
thirty-five dollars ($35.00) added to a regular pay check in sufficient
time for them to purchase conforming uniforms before the effective
date of the requirements. Such employees who comply with those
requirements shall be given a uniform allowance of thirty-five
dollars ($35.00) added to a regular paycheck each six (6) months.
Such employees who do not comply will receive no uniform
allowance and will be subject to discipline under the Agency's
disciplinary rules. All CJE employees who are required to wear
safety shoes shall be provided one (1) pair only per year at CJE's
expense.

ii. Employees shall be paid every two (2) weeks; paychecks
will be made available for second and third shifts at the earliest
possible time, on pay day.

iii. Employees shall receive four (4) hours pay if they report for
work on a regularly assigned workday and work is not available for
them, unless they were given sufficient notice not to come to work.
Employees who report to work more than thirty (30) minutes late
without having a valid reason and without having provided timely
notice that they would be tardy in advance shall not receive any pay
if their shift or assignment has been reassigned or cancelled.

iv. The wage rates for "Dining Service Assoc" specified and other
provisions in Subparagraph 6a, above, shall be applicable to all
Dining Services Associates employed in CJE's Weinberg
Community for Assisted Living Program who are hired on or after
January 1, 2002. The wage rates for "Resident Assistant" set forth
and other provisions in Subparagraph 6b, above, shall apply to all
Dining Services Associates employed in the Weinberg program who
were hired before January 1, 2002. The provisions of this
Subparagraph 6c.iv are not applicable to Dining Services Associates
employed at any other CJE facility or location or in any other CJE
program.
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G. All employees who are eligible for a perfect attendance bonus under Paragraph C, 
2 of this article shall be entitled to a perfect attendance bonus of one hundred dollars ($100.00) for 
each full calendar year in which they have perfect attendance. 

H. All employees who are eligible for an Always on Time bonus under Paragraph C, 
3 of this article shall be entitled to a bonus of two hundred and fifty dollars ($250.00) for each full 
calendar year in which they have been on time for all their scheduled workdays. 

ARTICLE XXX -UNION MANAGEMENT COOPERATION 

A. Individual Agency-Union Committees. If either party requests, a joint Agency- 
Union Committee of each Agency shall meet on a monthly basis with one (1) hour of time allotted, 
during regular business hours, or more or less frequently if mutually agreed, to address matters of 
concern to employees of a specific Agency, including but not limited to staffing and premises 
security issues. The Agency shall be represented by its Head of Human Resources, or designee, 
and no more than two (2) other members of management whom the Agency deems necessary to 
address the items on the Agenda for a meeting. The Union shall designate a Union representative 
and/or officer and no more than three (3) employees whom the Union deems necessary to address 
the items on the Agenda for the meeting. Subject to agreement by the parties, each party may bring 
an additional equal number of representatives to the meeting. Employees so designated by the 
Union shall suffer no loss of pay for time spent in a meeting. The committee will make a good 
faith effort to resolve any issues within the one (1) hour of allotted time. Upon mutual agreement, 
the parties may allot additional time to a meeting, schedule other or additional meetings or allow 
different or additional relevant participants if the parties determine and agree that such is 
reasonably needed to productively address issues on the original meeting agenda. Within seven (7) 
days of each meeting, the party to whom each agenda item was addressed shall provide a written 
summary of that agenda item and any answer and/or other resolution (if any) achieved at the 
meeting, including any updates and/or any expected follow-ups after the meeting. 

B. Agendas. Any party requesting a meeting under this Article shall provide specific 
written agenda items for the meeting at least one (1) week before a scheduled committee meeting. 
If no written agenda items are timely presented by the party requesting the meeting, there shall be 
no expectation of a meeting unless the party requesting the meeting can show legitimate 
extenuating circumstances for the delay. Neither party shall be required to address any subject that 
has not been placed on the agenda in writing as required by this Article unless they mutually agree. 

ARTICLE XXXI - HEALTH AND SAFETY 

A. The Agencies are responsible for providing safe and environmentally healthy 
workplaces in accordance with applicable local and state codes and OSHA standards. 

B. Workplace health and safety concerns shall be an appropriate subject for an 
Individual Agency-Union Committee as set forth in Article XXX, but specific injuries which are 
the subject of worker's compensation claims shall not be a subject of these meetings. The 
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Individual Agency-Union Committee may recommend that a safety or health concern should be 
further addressed. In that event, the Chief Executive Officer or their designee shall confer with an 
appropriate consultant within or outside the Agencies. The Agency shall notify the Committee 
members that a consultant has been contacted, and the members of the Committee shall have an 
opportunity to meet with or to provide the consultant with information. The Chief Executive 
Officer or their designee shall report to the Individual Agency-Union Committee on the results of 
the consultant's investigation and the actions to be taken, if any, based on the results of the 
investigation. 

C. The Agencies and Union understand and agree that the nature of some clients of 
the Agencies and some of the services provided to such clients by employees who serve them may 
expose such employees to safety or health risks. The Agencies and Union further understand and 
agree that the Agencies have an obligation to serve such clients while at the same time attempting 
to reduce such possible risks to such employees. Accordingly, the Agencies and Union agree as 
follows: If an employee believes that they have suffered an injury as a result of a client's conduct, 
or have been exposed to a communicable disease from contact with a client, or placed in danger 
of physical harm by a client, the employee shall report the matter to their immediate supervisor. If 
the employee's supervisor or manager has not provided a reasonable response, the employee or a 
Union Representative or a Union Steward may report the matter to the Agency's Head of Human 
Resources. If the employee wants to make such a report, it must be made at the first opportunity 
after the immediate supervisor's response. The Head of Human Resources will direct an 
appropriate investigation to be conducted, and based thereon, the Agency will take appropriate 
action, if any is needed, consistent with the Agency's obligations to both the client and the 
employee. No protected health information or any other confidential information concerning the 
client shall be divulged by the employee or the Agency to the Union, its Representative or a Union 
Steward, or any other entity or person in violation of any law, regulation or Agency policy in 
connection with the incident, the investigation, any related discussions, or any proceedings under 
this Agreement. Nothing contained in this Paragraph C alleviates or is intended to alleviate the 
employee from reporting any work-related injury or illness for Workers' Compensation purposes 
as required by Article XX of this Agreement. 

D. Public Health Emergencies. If the Centers for Disease Control and Prevention 
and/or the applicable local health governing body, or the Executive Branch of the Federal, State, 
County or local government declares a public health emergency that requires response from the 
Agencies due to its impact on the health or safety of any Agency employees, clients or others with 
whom employees may come into contact in fulfilling their job duties, representatives of the Agency 
(or Agencies) and representatives of the Union will meet and bargain over the effects of the public 
health emergency in an effort to agree on necessary health and safety measures to address it. The 
parties shall meet to begin such negotiations within seven (7) calendar days of the Union's request 
to meet unless the parties mutually agree otherwise. The parties will be guided in such negotiations 
by the directives and/or recommendations issued by the government agency(ies) that has/have 
declared the public health emergency. Any agreement reached as a result of such negotiations shall 
be memorialized in writing and signed by the parties' representatives who participated in the 
negotiations. Any such agreement shall remain in effect until the earliest of the following events: 
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(i) If the government agency(ies) that has/have declared the public emergency amend(s) or 
repeal(s) the directives and/or recommendations that it/they have previous issued; (ii) if a court 
having jurisdiction determines by a final, unappealable decision that any such directive or 
recommendation is void and unenforceable in whole or in part; or (iii) on the date on which the 
current collective bargaining agreement between the Agencies and the Union expires without 
separate notice by either party to the other under section 8(d) of the National Labor Relations Act 
unless earlier mutually agreed by the parties. In the event of (i) representatives of the parties will 
meet to negotiate a new agreement that conforms with any amended governmental directives 
and/or recommendations. In the event of (ii) representatives of the parties will meet to negotiate a 
new agreement in lieu of any agreement previously reached. 

E.  JCFS CILA Homes. In the event that JCFS has received incident reports as set 
forth in section C above, JCFS will take reasonable steps to mitigate risk to employees, such as: 
informing the employees of potential risks, sharing behavior intervention plans, and providing staff 
with training in Agency-approved behavior management techniques.  

ARTICLE XXXII - MISCELLANEOUS PROVISIONS 

A. Bulletin Boards, Employee Roster and Email. 

1. A bulletin board specifically designated for Union notices shall be provided 
in every building where bargaining unit employees are assigned, except for buildings in which the 
Agency does not own, operate or control the worksite, or in JCFS residential facilities. Such 
bulletin boards shall be at least 2 feet by 3 feet, and shall be placed at locations which are 
frequented by employees and where they will be readily visible to employees in the room or 
locations where they are placed. Political notices shall not be placed on bulletin boards designated 
for Union notices. 

2. Agencies shall provide the Union with a roster of the current employees in 
the bargaining unit on the first business day of each month. The rosters will contain, for each 
employee in the bargaining unit, the job title, location, rate of pay, start date, home address, 
primary telephone number provided to the Agency and the employee's work email address, if any. 
If an employee on the roster asks the Agency or Union to no longer receive Union communications, 
the Agencies shall notify the Union of, and the Union will honor, any such request. 

3. Emails sent by the Union to work addresses must be in a format agreed upon 
by the parties and contain only information pertaining to routine and non-adversarial union 
operations, including meetings, officer elections, social gatherings and other member engagement 
opportunities, membership benefits, and contact information for union officials. No email 
communication from the Union to such employees shall contain any inappropriate content, 
including, but not limited to, content of a political nature, confidential information, defamatory 
statements about any individual or organization, or information that would constitute an invasion 
of privacy of any individual or any material that is not routine or that is adversarial. Any e-mails 
of a non-routine or adversarial nature that the Union wants to send to work addresses must be 
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provided in advance to the Head of Human Resources of each Agency that employs the employees 
to whom the Union proposes to send such e-mails, and each such Head of Human Resources shall 
have the right to approve or disapprove of any such e-mails. In the event of doubt, the Union will 
use this procedure. The Union understands and agrees that if it sends any such employee an email 
in violation of this Paragraph, or without approval of the Head of Human Resources of the Agency 
of the employees to whom it was sent, the Agencies shall have the right to block or otherwise cut- 
off the Union's ability to send emails to all such employees. Review by employees of email sent 
by the Union pursuant to this paragraph during their working time shall not be a violation of Article 
VIII of this Agreement; provided, however, that any further communication between an employee 
and the Union or other employees related to or resulting from such an email must be conducted on 
non-working time in accordance with Article VIII. 

4. Agencies shall provide the Union with notice of the change in status of any 
bargaining unit employee due to termination, promotion or reclassification within a month of the 
change. 

B. Emergency Space. Space will be provided where practicable at every building or 
facility for use in emergency and to provide a place for employees who are ill to lie down in private. 

C. Employees employed by an Agency (the "Assigning Agency") who are assigned to 
work at a facility owned or occupied by another Agency (the "Assignee Agency") are subject to 
all laws and government regulations applicable to employees of the Assignee Agency at the facility 
where they are assigned. Should an employee of the Assigning Agency be disqualified from 
working at a facility of the Assignee Agency as a result of such laws or regulations, the Assigning 
Agency shall reassign the employee to a similar position for which the employee is qualified at 
another facility if vacant. If such position is not vacant, the Assigning Agency may terminate the 
employee. 

D. Pro-Ration of Benefits. Employees who are scheduled to work at least sixty 
percent (60%) or more of a calendar year, but less than a full-time year shall receive paid personal 
time and other paid leaves, except for paid sick leave, on a pro-rata equivalent to the percent of 
time worked per year. Eligibility of such employees for paid sick leave shall be governed by the 
provisions of Article XV, Paragraph C, 2 of this Agreement. Insurance for such employees shall 
be governed by Articles XVII and XVIII. Eligibility for and entitlement to severance pay shall be 
governed by Article XIX. Employees who are scheduled to work at least forty percent (40%) but 
less than sixty percent (60%) of the calendar year shall receive pro-rata paid personal time (except 
for paid holidays); such employees shall not receive insurance benefits, pro-rata paid holidays, 
other paid leaves (except for paid sick leave if eligible under Article XV, Paragraph C, 2), or other 
monetary fringe benefits under this Agreement, but shall be entitled to negotiated wage increases 
and all other provisions of this Agreement.  Eligibility for participation in FERST shall be 
governed by the Plan Document. 

E. All jobs funded under federal legislation are to be in addition to those that would 
be funded by the Agencies in the absence of assistance under that legislation. All jobs so funded 
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in each job category shall in no way infringe upon the promotional opportunities which would 
otherwise be available to persons regularly employed by the Agencies in jobs not so subsidized, 
and no job will be filled other than an entry-level position in each job category until appropriate 
personnel procedures and this Collective Bargaining Agreement have been complied with. 

F. All employees shall have the right to view their job descriptions and shall be 
supplied with a current copy of their job description upon request. All job descriptions that are 
relevant and necessary to enable the Union to evaluate and process a grievance arising under 
Article XXVI - Grievance and Arbitration Procedure, enforce this Agreement, or otherwise 
represent bargaining unit members on matters of wages, hours of work and working conditions, 
will be provided to the Union following the Union's written request referencing the relevant 
grievance or representational matters. 

G. The Agencies may contribute to tuition costs incurred by employees who have 
completed their probationary period, or any extension thereof, for courses taken to enhance their 
skills relevant to the work of their Agency. 

H. Savings Clause. It is the intent of the parties hereto to abide by all applicable 
federal and state laws covering the subject matter of this Agreement. Should any provision or 
provisions of this Agreement be determined to be contrary to any such federal or state law, all 
other provisions of this Agreement shall remain in full force and effect, and substitutes for the 
invalidated provisions shall be immediately negotiated. 

I. CJE In-Home Service Workers I and II shall be entitled to paid personal time as 
limited by the provisions of Article XVI specifically applicable to them. CJE In-Home Service 
Workers shall not be entitled to participate in FERST. Except as so limited, CJE In-Home Service 
Workers shall be entitled to all other monetary fringe benefits of employment under this 
Agreement on the same terms and conditions as all other employees and the negotiated wage rates 
provided for in this Agreement. CJE Flexible In-Home Service Workers shall not be entitled to 
participate in FERST and shall not be entitled to any other monetary fringe benefits of employment 
to which any other employees may be entitled, except for their negotiated wage rates provided in 
this Agreement. Nothing in this Paragraph I is or is intended to deprive the CJE In-Home Service 
Workers I and II and CJE Flexible In-Home Service Workers of benefits that are mandated by law, 
e.g. unpaid FMLA leave if eligible, or workers' compensation benefits or unemployment 
compensation benefits to which they are entitled under applicable law. 

J. A professional employee who is required by an Agency to become a Licensed 
Clinical Social Worker, Licensed Social Worker, or Licensed Professional Clinical Counselor and 
who does not have the required license(s) will be given one-half (1/2) day off with pay to study 
for the required license examination and one (1) day off with pay to take the examination. This 
time off will be granted once during an employment with the Agencies. The arrangement for this 
time off for study shall be mutually agreed where possible. Such employees are required to 
maintain their own information in an accurate and timely fashion in the CAQH clearinghouse if 
requested by the Agency to do so. 
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K. The Agencies shall reproduce this Agreement in booklet form that is mutually
acceptable, in sufficient numbers to allow for distribution thereof to the entire bargaining unit and 
members of supervision and management as well as such additional copies as may be needed from 
time to time for new hires. This reproduction will be made by a union print shop, if available. The 
cost of such reproduction for booklets for the bargaining unit and for new hires shall be shared 
equally by the Agencies and the Union. The Agencies shall bear the cost of reproduction for 
members of management and supervision. The booklets shall be distributed to all bargaining unit 
employees no later than six (6) weeks after this Agreement has been fully executed subject to the 
following provisions of this paragraph. Provided that the Union prepares a timely draft for review 
by the Joint Personnel Committee's attorney or other designee of an addendum to this Agreement 
containing a summary by Agency of those provisions that are specific to that Agency, such 
summary will be included in the booklet. Such summary will not include provisions that are 
common to more than one Agency. If a draft of such summary is not prepared by the Union in 
sufficient time for review by the Joint Personnel Committee's designee or there are revisions that 
need to be made in it to finalize it and it is not finalized before said six (6) weeks as a result, the 
time for the production of the booklets and their distribution will be extended if the Agencies and 
the Union mutually agree. If the Agencies and Union cannot agree on such an extension, the 
Agencies shall produce and distribute the booklets without said summary. 

L. Upon written request to the Head of Human Resources or their designee, an
employee may inspect their personnel file at any time mutually acceptable to the employee and the 
Agency. That personnel file shall contain any personnel documents which are, have been, or are 
intended to be used in determining that employee's qualifications for employment, promotion, 
transfer, additional compensation, discharge or other disciplinary action, except (1.) those 
documents which are excluded from disclosure by Section 10 of the Illinois Personnel Records 
Review  Act;  (2.) witness  statements  that  the  Agency  maintains  are  confidential; (3.) 
contemporaneous or near contemporaneous notes made by an Agency supervisor or manager to 
record their recollection of events and which are not distributed to any other person; (4.) any 
documents otherwise privileged from disclosure by law; and (5.) medical information which is 
required by law to be maintained in a separate file. In the event that the Agency has documents 
pertaining to an employee that it believes are excepted from disclosure under this Section, it shall, 
if specifically asked by the employee, indicate that such documents exist and state the exception 
which it believes applies, except in the case of (3.) above where the Head of Human Resources is 
unaware of the existence of such notes. Nothing in this Paragraph is intended to deny an employee 
or the Union their right to request and obtain information as provided by the law. 

Employees may annually obtain one copy of all or part of their personnel file, and thereafter may 
obtain additional copies by paying a fee which shall be determined by the actual cost to the Agency. 

M. If an Agency has a reasonably based belief that an employee or group of employees
has engaged in the theft of property belonging to the Agency, a client or resident or other employee 
or that an employee has engaged in any maltreatment, abuse or neglect of a client or resident and 
the Agency decides to use hidden surveillance equipment to investigate its belief, it shall notify 
the Union's representative assigned to the Agency. The Agency shall provide the Union 
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representative with the information that it has to support its belief in confidence. At the request of 
the Union representative, the Agency representative shall meet to discuss said information. The 
identity of witnesses requesting confidentiality will not be disclosed unless and until disciplinary 
action against the suspected employee(s) has been taken and the Union requests arbitration with 
respect thereto. The Union representative shall maintain the confidentiality of such information 
but may share it internally with other Union officers or representatives who shall also maintain the 
confidentiality of such information. In no case may the Union representative or other Union 
officer, legal counsel, or other agent discuss or disclose to any employee of any of the Agencies, 
including Union Stewards, anything about the investigation while it is pending and unless the 
Agency decides to discipline the employee(s) and so informs the Union. Hidden surveillance 
equipment shall not be installed in restrooms or other areas where the use of such equipment would 
constitute an invasion of employees' personal privacy. Such equipment will be used only as long 
as is necessary to complete the investigation of the matter for which it has been installed, but in no 
case longer than thirty (30) calendar days, which may be extended by an additional thirty (30) 
calendar days after consultation with the Union. Any objections to the use of such equipment by 
the Union and any documentation in support of those objections shall be recorded in the minutes 
of any meeting between the Agency representatives and the Union representative and in the 
Agency's file of the investigation. Only such conduct recorded on such equipment that constitutes 
a Category III or Category IV work rule violation will give rise to disciplinary action; provided 
however, that nothing contained in this limitation is intended to limit disciplinary action of any 
type for just cause based on any other evidence. Nothing in this subsection shall be read to prevent 
an Agency from installing hidden surveillance equipment prior to a meeting or discussion with the 
Union. 

N. The Agency shall have the right to conduct fitness for duty examinations of
employees when it has a reasonably based belief that an employee is unable to perform any of their 
job duties without endangering the safety, health or well-being of clients or residents. The 
Agency's exercise of these rights will be in accordance with the Americans with Disabilities Act 
and all other applicable laws. 

O. In the event that the Agency or its payroll service makes an error in computing an
employee's time worked or absences that result in the employee's paycheck for that pay period 
being shorted by four (4) hours or more, the Agency will issue the employee a check for the 
shortage no later than three (3) business days after discovery of the shortage. The provisions of 
this Paragraph P do not extend to or apply to paycheck shortages that result from an employee's 
error in failing to properly clock in or out or any other failure by an employee to properly record 
their time worked or absences as required by Agency policy. Such errors by an employee that 
result in a paycheck shortage will be paid on the pay day for the next regular pay period after the 
error has been properly reported by the employee to the Agency. 

P. Temporary Facility Closing. In the event that an Agency facility is temporarily
closed (five days or less) due to severe weather or other major disruption that renders the facility 
non-operational, no loss of pay or benefits shall occur. For all agencies except CJE, should a 
facility remain open during severe weather or other major operational disruption, employees 
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scheduled to work shall have the choice of taking paid personal time or unpaid time or, if approved 
by their supervisor, working from home. For CJE, if the Agency has declared an Inclement 
Weather Workday, per CJE's Inclement Weather Policy, employees unable to come to work shall 
have the choice of taking paid time off or unpaid time or, if approved by their supervisor, working 
from home. Management reserves the right to assign staff to work at another facility if needed. 
This paragraph does not apply to certain employees who Management determines are expected to 
work based on their duties or responsibilities at the facility. 

ARTICLE XXXIII- DURATION OF AGREEMENT 

This Agreement shall be in full force and effect commencing January 1, 2026, to and 
including December 31, 2028, and shall be automatically renewed from year to year thereafter 
unless either party gives to the other party written notice of its desire to terminate or modify this 
Agreement at least ninety (90) days prior to December 31, 2028 or at least ninety (90) days prior 
to any subsequent anniversary date thereafter. 

IN WITNESS WHEREOF, Parties have executed this Agreement on the   day of 
, 2026. 

THE JOINT PERSONNEL COMMITTEE SERVICE EMPLOYEES 
INTERNATIONAL UNION, LOCAL 73 

By: By: 
 Lonnie Nasatir Dian Palmer 
 Chief Executive Officer, Jewish Federation  President 
 of Metropolitan Chicago 

By: By: 
 Stacey Shor   Frank Klein 
 Chief Executive Officer, Jewish Child  Division Director 
 and Family Services 

By: By: 
 Addie Goodman   Cameron Mancini � Field Organizer 
 Chief Executive Officer, Jewish  Field Organizer 
 Community Centers of Chicago 

Docusign Envelope ID: 830DD0BB-6F06-802E-831D-F6EE5B4D4E92



By: -
DanFagjB 
Chief Bfcecutive Offi er, Council for 
Jewish Ei erly 

,_ __

By:-----------­
Louis A. Lazovsky 
Vice President- Human Resources, Jewish 
Federation of Metropolitan Chicago 

By: ___________ _ 
Jon Zimring 
Attorney for the Joint Personnel Committee 
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By: ___________ _ 
Eli Navarro 
Field Organizer 

By: ___________ _ 
LeJ ean Easley 

By:-----------­
Benjie Weiss 

By: ___________ _ 
Chessa Buttita 

By: ___________ _ 
Sara Goldman 

By: ___________ _ 
Gabriel Shubert 

By: ___________ _ 
Rachel Rubinstein 

By:-----------­
Anthony Lanessa 

By: ___________ _ 
Gloria Cardenas 

Docusign Envelope ID: 830DD0BB-6F06-802E-831D-F6EE5B4D4E92
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APPENDIX A 

JEWISH FEDERATION OF METROPOLITAN CHICAGO 

AFFILIATED AGENCIES 

2026 COMMUNITY PROGRAMS HOLIDAY SCHEDULE 

L - New Year’s Day Thursday, January 1 

L - Martin Luther King, Jr. Day Monday, January 19 

R - Passover - 1st day* Thursday, April 2 
 2nd day Friday, April 3 
 7th day Wednesday, April 8 
 8th day Thursday, April 9 

R - Shavuot - 1st day Friday, May 22 
 2nd day Saturday, May 23 

L - Memorial Day Monday, May 25 

L - Independence Day Friday, July 3 

L - Labor Day Monday, September 7 

R - Rosh Hashanah – 1st day* Saturday, September 12 
 2nd day Sunday, September 13 

R - Yom Kippur Monday, September 21 

R - Succoth - 1st day Saturday, September 26 
 2nd day Sunday, September 27 
 8th day (Shemini Atzeret) Saturday, October 3 
 Last day (Simchas Torah) Sunday, October 4 

L – Thanksgiving Day Thursday, November 26 
 Day After Thanksgiving Friday, November 27 

L – Christmas Day Friday, December 25 

Legend: 
L = Legal holiday 



98 

R = Religious holiday 
* = The Jewish Federation Building will close at 3:00 p.m. the afternoon prior to the observed
religious holiday.
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JEWISH FEDERATION OF METROPOLITAN CHICAGO 

AFFILIATED AGENCIES 

2027 COMMUNITY PROGRAMS HOLIDAY SCHEDULE 

L - New Year’s Day Friday, January 1 

L - Martin Luther King, Jr. Day Monday, January 18 

R - Passover - 1st day* Thursday, April 22 
 2nd day Friday, April 23 
 7th day Wednesday, April 28 
 8th day Thursday, April 29 

L - Memorial Day Monday, May 31 

R - Shavuot - 1st day Friday, June 11 
 2nd day Saturday, June 12 

L - Independence Day Monday, July 5 

L - Labor Day Monday, September 6 

R - Rosh Hashanah – 1st day* Saturday, October 2 
 2nd day Sunday, October 3 

R - Yom Kippur Monday, October 11 

R - Succoth - 1st day Saturday, October 16 
 2nd day Sunday, October 17 
 8th day (Shemini Atzeret) Saturday, October 23 
 Last day (Simchas Torah) Sunday, October 24 

L – Thanksgiving Day Thursday, November 25 
 Day After Thanksgiving Friday, November 26 

L – Christmas Day Friday, December 24 

Legend: 
L = Legal holiday 
R = Religious holiday 
* = The Jewish Federation Building will close at 3:00 p.m. the afternoon prior to the observed
religious holiday.
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JEWISH FEDERATION OF METROPOLITAN CHICAGO 

AFFILIATED AGENCIES 

2028 COMMUNITY PROGRAMS HOLIDAY SCHEDULE 

L - New Year’s Day Friday, December 31, 2027 

L - Martin Luther King, Jr. Day Monday, January 17 

R - Passover - 1st day* Tuesday, April 11 
 2nd day Wednesday, April 12 
 7th day Monday, April 17 
 8th day Tuesday, April 18 

L - Memorial Day Monday, May 29 

R - Shavuot - 1st day Wednesday, May 31 
 2nd day Thursday, June 1 

L - Independence Day Tuesday, July 4 

L - Labor Day Monday, September 4 

R - Rosh Hashanah – 1st day* Thursday, September 21 
 2nd day Friday, September 22 

R - Yom Kippur* Saturday, September 30 

R - Succoth - 1st day Thursday, October 5 
 2nd day Friday, October 6 
 8th day (Shemini Atzeret) Thursday, October 12 
 Last day (Simchas Torah) Friday, October 13 

L – Thanksgiving Day Thursday, November 23 
 Day After Thanksgiving Friday, November 24 

L – Christmas Day Monday, December 25 

Legend: 
L = Legal holiday 
R = Religious holiday 
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* = The Jewish Federation Building will close at 3:00 p.m. the afternoon prior to the observed
religious holiday.
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APPENDIX B 

The non-B.A. program staff positions covered by Article II, Paragraph B.2 are as follows: 

AGENCY   POSITIONS 
CJE Life Enrichment Worker/Activity Worker hired before 1/1/20 
CJE Program Aide, ADS 
CJE Program Service Aide 
CJE Transportation Coordinator 
CJE Program Support Specialist 
JCFS Vocational Trainer 
JCFS Respite Worker 
JCFS Vocational Case Manager 
JCFS Individual Support Person 
JCC Daycare Teacher Aide 
JCC Program Coordinator 

In the event that any Non-B.A. positions that were listed on Appendix B of the parties' collective 
bargaining agreement that expired on December 31, 2019 are restored during the term of this 
Agreement, the Agency will notify the Union and treat any such position as included in Appendix 
B of this Agreement as though Appendix B were specifically modified to include any such 
positions. 



APPENDIX C 

DRUG AND ALCOHOL AGREEMENT 

This Agreement is made and entered into as of the 1st day of January 2020 by and between 
the Joint Personnel Committee, representing Jewish Child and Family Services (d/b/a JCFS 
Chicago), Jewish Community Centers of Chicago (d/b/a JCC Chicago), Council for Jewish Elderly 
(d/b/a CJE SeniorLife), Jewish United Fund of Metropolitan Chicago and JFMC Facilities 
Corporation (the "Agency" or "Agencies") and Service Employees International Union Local 73, 
CTW (the "Union"). 

WITNESSETH: 

WHEREAS, the collective bargaining agreement between the parties stipulates that the 
Agencies and the Union are committed to an alcohol and drug free workplace; and 

WHEREAS, the Union, as the exclusive collective bargaining representative of a 
bargaining unit of the Agencies' employees, has the right and responsibility to protect their 
legitimate rights under the parties' collective bargaining agreement but also recognizes the 
employees' responsibilities to the Agencies' clients and property and to other employees; and 

WHEREAS, the parties agree that an employee's possession, sale, purchase, manufacture, 
dispensing, use, or being under the influence of alcohol or drugs while at work jeopardizes the 
service to and in some instances the safety and lives of the Agencies' clients and their property and 
other employees; and 

WHEREAS, the parties wish to respond jointly to the potential problems raised by the 
possession or use of alcohol and drugs by the Agencies' employees and desire to enact fair 
procedures with specific guidelines concerning possession of alcohol and drugs and for testing for 
employees' use or being under the influence thereof for the purposes of increasing safety, providing 
for discipline and fostering rehabilitation of employees with dependency problems; 

NOW, THEREFORE, it is mutually agreed by and between the Agencies and the Union as 
follows: 

I. DEFINITIONS

For purposes of this Agreement, the following terms shall have the meanings set
forth: 

A. Alcohol: The intoxicating agent in beverage alcohol, ethyl alcohol or other low
molecular weight alcohols, including methyl alcohol. 

B. Agency Premises: Agency offices, work locations, desks, lockers, all buildings and
grounds, parking lots, vehicles (including employees' and any Agency vehicles or other vehicles 

103 



used by employees) located on Agency premises or wherever located when used on Agency 
business, and other buildings, work locations and other facilities of other Agencies and any other 
buildings or property, wherever located, in which employees enter as part of their duties as 
employees. For impairment as a result of the use of any cannabis products, Agency premises also 
include the period of time when an employee is scheduled with at least 24 hours' notice to be on 
standby or scheduled to work. 

C. Drugs: This term means any substances, which have not been prescribed by a
physician, within the general classes of drugs commonly described as amphetamines, barbiturates, 
benzodiazepine, cannabinoids, cocaine, methadone, methaqualone, opiates, phencyclidine (PCP) 
and propoxyphene. 

D. Good Faith Belief: Means any of the following circumstances:

1. A belief based on articulable observations (1) sufficient to lead a prudent
supervisor or other member of management, who has received a relevant course of instruction or 
training, to suspect that an employee is under the influence of Alcohol or Drugs (e.g. slurred 
speech, alcohol on breath, glassy eyes, inability to walk in a straight line) during working hours or 
while on Agency Premises; or (2) such a belief sufficient to lead such a supervisor or other member 
of management to suspect that an employee or group of employees is or has been in possession of 
or has used Alcohol or Drugs during working hours or while on Agency Premises (e.g. the smell 
of marijuana, the discovery of alcohol or drug containers or of drug paraphernalia in an area used 
or recently evacuated by employees, employees passing a "cigarette" between them, furtive 
conduct which suggests the recent disposal of Alcohol or Drugs or drug paraphernalia). 

2. In the case of testing for alcohol, following an accident involving an 
employee where there has been, or the Agency has a Good Faith Belief that there has been, an 
injury to any person or property damage in excess of $1,000. In the case of drug testing, following 
injury to any person or property damage in excess of $1,000.00 where the Agency has a Good 
Faith Belief that drug use is likely to have contributed to the incident, except where drug testing is 
otherwise required by applicable federal or state law or regulation. 

E. Refusing to Submit to a Good Faith Belief Alcohol and/or Drug Test: An employee 
refuses to submit to an alcohol and/or drug test when: 

1. The employee refuses to submit to Good Faith Belief testing requested by 
the Agencies, refuses to sign the Authorization for Release of Report of Alcohol Test Results and 
Medical Review Officer's Drug Test Report, appended as Attachment B, refuses to complete and 
sign any consent to test and chain of custody forms and/or other forms required by the specimen 
collection facility, laboratory or the Agencies' designated Medical Review Officer ("MRO"), 
refuses to cooperate with the instructions of the facility's staff or refuses to answer any of its or the 
Agency's MRO's questions, or engages in other conduct that unduly delays or clearly obstructs the 
testing process including the refusal or failure to provide a second specimen under supervision if 
requested to do so; or 
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2. The employee fails to provide adequate breath for Alcohol testing as
required by these policies, without valid medical explanation, after they have been informed by 
the Agency of the requirement for such breath testing in accordance with these policies; or 

3. The employee fails to provide an adequate urine sample for Drug testing as
required by these policies, without a genuine inability to provide a specimen (as determined by 
medical evaluation), after they have been informed by the Agency of the requirement for such 
urine testing in accordance with these polices; or 

4. The specimen given by the employee has been diluted, adulterated or
substituted. 

II. PROHIBITED EMPLOYEE CONDUCT AND DISCIPLINE

The following conduct shall constitute grounds for immediate discharge of an
employee for just cause under the parties' collective bargaining agreement: 

A. Possessing, manufacturing, selling, purchasing, dispensing, or using of 
Alcohol or Drugs during working hours or while on Agency Premises; 

B. Being under the influence of Alcohol or Drugs during working hours or 
while on Agency Premises; 

Refusing to sign the Policy for Alcohol and Drug Testing appended hereto C.     
as Attachment A; 

Refusing to Submit to a Good Faith Belief Alcohol and/or Drug Test, as D. 
defined above; or 

E. Failing to notify the Agency of any criminal drug statute conviction for a 
violation occurring while on Agency Premises or during working hours no later than five (5) days 
after such conviction. 

Provided, however, that if the employee informs the Agency that they have an 
alcohol or drug dependency issue before committing a first violation of the rule set forth in 
Paragraph B of this Section II, the employee shall be offered the opportunity to participate in an 
appropriate, legitimate, supervised alcohol or drug rehabilitation or counseling program through 
the Jewish Federation Employee Assistance Program or such other legitimate, supervised program. 
If the employee agrees to participate in such program, they shall do so on their own time and at 
their own expense, except to the extent covered by insurance. The employee shall require the 
provider to submit to the Agency a letter stating that they have enrolled in such program or 
counseling, which letter shall specify whether the employee may safely work while in the program, 
whether in-patient care is required and the anticipated completion date of the treatment. If the 
provider determines that in-patient care is required or that the employee cannot work safely while 
in the program, the employee will be placed on medical leave or FMLA leave of absence pending 
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successful completion of the program subject to the parties' collective bargaining agreement and 
Agency policies governing such leaves. The employee shall require the provider to submit to the 
Agency periodic written reports attesting that the employee continues to be enrolled in the program 
and is cooperating with the programmatic goals and timetables established by the provider. Upon 
completion of the program, the employee shall require the provider to submit to the Agency a letter 
attesting that they have successfully completed the program. The employee shall execute a written 
consent to the submission of such letters and reports from the provider to the Agency in the form 
appended hereto and made part hereof as Attachment C. If the employee refuses to execute such 
consent, or if the Agency does not receive the letters and reports specified herein and in Attachment 
C, or if the Agency is advised by the provider that the employee is not cooperating, or if the 
employee does not successfully complete the program as determined by the provider, or if, after 
completing the program, the employee is found guilty of any second offense involving possession, 
manufacture, purchase, sale, dispensing, use or being under the influence of Alcohol or Drugs on 
Agency Premises or during working hours, the employee will be discharged, which discharge shall 
constitute discharge for just cause under the parties' collective bargaining agreement. 

III. ALCOHOL AND DRUG TESTING

A. If the Agency determines that there is a Good Faith Belief that an employee is in
possession of or has used, manufactured, sold, purchased, dispensed, possessed or is under the 
influence of Drugs and/or Alcohol during working hours or while on Agency Premises, the Agency 
shall have the right to request that the employee submit to urinalysis Drug and/or breathalyzer 
Alcohol testing. In determining Good Faith Belief, the Agency may consult with the appropriate 
Union Steward for advice, if feasible under the circumstances, but management's decision shall be 
controlling, subject to the Union's right to grieve and arbitrate whether there was Good Faith 
Belief. 

B. An employee who is notified that they are to be tested will be directed to proceed 
or will be taken, at the Agency's discretion, to a specimen collection facility designated by the 
Agency. The employee must complete all forms, answer all questions and follow all instructions 
required by the facility. The Agency will notify the Union whenever any employee is to be tested 
under this Agreement; provided, however, that the validity of such test results shall not be affected 
if said notice is given after the employee has been sent or taken for testing. 

C. Alcohol Testing: There are two tests for Alcohol concentration. Both are breath 
tests using evidential breath testing (EBT) devices. The first test is a screening test. A test showing 
less than 0.02 Alcohol concentration will be considered a negative test result. If the screening test 
produces an Alcohol concentration of 0.02 or greater, a secondary confirmatory test will be 
conducted. 
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D. Drug Testing:

1. Employees who are required to be tested for Drugs will be required to give
a urine specimen. The specimen will be sent by the specimen collection facility to a laboratory 
certified by the specimen collection facility to perform controlled substances testing. 

2. There are two tests. The first test is a screening test. If that test produces a
negative result, no further testing of the specimen will be done. If the screening test yields a 
positive result, a confirmatory test will be performed on the specimen. 

3. The laboratory test report will be sent to the Agency's designated MRO who
will evaluate and report the test result to the Agency's Head of Human Resources. In the event that 
the laboratory test result of the employee's specimen is positive, before the test result will be 
reported to the Agency as positive for Drugs, the employee will be given the opportunity to speak 
with the Agency's MRO and demonstrate that there was a legitimate medical explanation for the 
positive test result. If the MRO determines that a legitimate medical reason does exist, the test 
result will be reported to the Agency as "negative." If the MRO determines that a legitimate 
medical reason does not exist, the test result will be reported to the Agency as "positive." If the 
MRO is unable to contact the employee after reasonable attempts within three (3) business days 
from receipt of laboratory results, the MRO will contact the Agency's Head of Human Resources 
for assistance. The Head of Human Resources, in turn, will make all reasonable efforts to contact 
the employee and document such efforts. Pending contact with the employee, the employee will 
be placed on medically unqualified status. The MRO will report an apparent confirmed positive 
test result as positive if: 

a. The employee expressly refuses the opportunity to discuss the test
with the MRO; or

b. The employee has not contacted the MRO after five (5) days have
passed from the MRO contact with the Head of Human Resources, whether
or not the Head of Human Resources has been successful in contacting the
employee with instructions to contact the MRO.

4. In the event that the test result of an employee's urine specimen is verified
positive by the MRO, the employee will be advised by the MRO that they have 72 hours to request 
that the MRO send their specimen to a second, certified laboratory for analysis, at the employee's 
expense. Pending the outcome of this additional analysis, the employee will continue placement 
under medically unqualified status. 

E. Test Results:

1. The MRO will make their test report to the Agency within three (3) business
days following the MRO's review of a negative test for Drugs. Reports of Alcohol tests will be 
provided by the specimen collection facility as soon as feasible. 
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2. Within one (1) business day of the Agency's receipt thereof, it shall transmit
a copy of same to the employee and to the Union if the employee has authorized such disclosure 
to the Union in writing. 

F. Status Pending Good Faith Belief Test Results:

Employees tested for Alcohol and/or Drugs based on Good Faith Belief shall be suspended 
without pay pending the Agency's receipt of the screening or confirmatory Alcohol test results 
and/or the MRO's verified report for Drugs and/or the MRO's report of any additional analysis 
requested by the employee under Paragraph D.4 of this Section III, above. If the screening or 
confirmatory Alcohol test result and/or the MRO Drug test report and/or the report of any 
additional analysis requested by the employee pursuant to Paragraph D.4 of this Section III, above 
is/are verified as negative, the employee will be returned to work and receive back pay for all 
scheduled days and hours of work actually lost. The only exceptions to this policy is in the case of 
an employee who causes a delay in the completion of the MRO's report because of their failure to 
provide the specimen collection facility, the MRO and the Agency with a means to contact them 
and/or failure to contact the MRO upon notification by the MRO or the Head of Human Resources 
to do so. In such case(s), the employee will not be paid for lost work time attributable to their own 
failure to provide such means of contact and/or failure to contact the MRO as requested. 

G. Presumptions:

1. Alcohol. An EBT test result which is positive at 0.04 or greater for Alcohol
shall constitute a rebuttable presumption that the employee was under the influence of Alcohol 
during working hours or while on Agency Premises. In order to overcome such presumption in 
any arbitration proceeding brought by the Union under the parties' collective bargaining 
agreement, the Union and the employee shall have the burden of persuading the arbitrator by clear 
and convincing evidence that the employee was not under the influence of Alcohol during working 
hours or while on Agency Premises. 

2. Drugs. An MRO report, based on the valid test results, which is positive for 
any Drug(s), except for cannabis, shall constitute an irrebuttable presumption that the employee 
was under the influence of that (those) Drug(s) during working hours or while on Agency property 
in any arbitration proceeding brought by the Union under the parties' collective bargaining 
agreement. The test results that yield an MRO report that is positive for Drug(s) shall be 
presumptively valid in any arbitration. However, the Union may introduce clear and convincing 
evidence acceptable to the arbitrator to demonstrate the test results were flawed and failed to 
establish that they validly resulted in a positive for Drug(s). 

3. The presumptions set forth in the foregoing Subparagraphs 1 and 2 shall not 
be construed as limiting the introduction of any other evidence bearing upon the question of 
whether or not the employee sold, purchased, manufactured, dispensed, used or was under the 
influence of Alcohol or any Drugs in violation of this Agreement. Nor do said presumptions in any 
way limit the right of the Agency to take disciplinary action against the employee for any rule 
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violations that may have occurred in addition to any action the Agency may take for an employee's 
violation of this Agreement. 

IV. CONFIDENTIALITY, WAIVER AND ADMISSIBILITY

A. The Agency and the Union shall keep confidential and shall not disclose any
documents relating to the testing of employees or their participation in counseling or programs 
under this Agreement or any information contained therein, except as required by law or in 
connection with any grievance, claim or cause of action brought by or against the Agency, the 
Union, the employee or any other person or entity arising from or in any way related to the subject 
matters covered by this Agreement. The filing of any such grievance, claim or cause of action shall 
constitute a waiver by the employee of the confidentiality of any such documents and the release 
of the Agency, the Union and any other person or entity from any confidential obligations imposed 
by law or this Agreement with respect to any and all such documents. 

B. This Agreement, signed policy statement, authorization form, consent and chain of
custody forms, MRO reports, EBT test results and letters and reports to and from providers of 
alcohol or drug counseling or rehabilitation programs referred to herein shall be admissible without 
the necessity of providing a foundation therefore in any arbitration proceeding between the parties 
hereto. 

V. INCORPORATION WITHIN COLLECTIVE BARGAINING AGREEMENT

This Agreement is specifically incorporated in and made part of the parties' January
1, 2020 bargaining agreement as though set forth in full therein. Any provision of said collective 
bargaining agreement expressly or impliedly in conflict with the provisions of this Agreement are 
construed to be subordinate to and to conform with the provisions hereof as concerns the subject 
matter of this Agreement, but all other terms and conditions of said collective bargaining 
agreement shall remain unaffected hereby. Further, nothing contained in this Agreement shall 
affect, alter or amend, supersede or apply to any other drug and alcohol testing procedures and 
policies employed by any Agency for particular categories of employees which are mandated by 
any law or regulation. 

IN WITNESS WHEREOF, the parties have executed this Agreement as of the day and date 
first set forth above by their duly authorized representatives. 

THE JOINT PERSONNEL COMMITTEE SERVICE INTERNATIONAL UNION, 
LOCAL 73 



ATTACHMENT A 

[NAME OF AGENCY] 

POLICY FOR ALCOHOL AND DRUG TESTING 

Policy: 

Employees whose abilities to work safely and competently are impaired as a result of the 
use of drugs or alcohol pose a risk to the Agency's clients and their fellow employees. Therefore, 
it is the Agency's policy to conduct drug and alcohol tests of its employees where there is Good 
Faith Belief to believe that an employee possessed, manufactured, sold, purchased or dispensed, 
used or has been working under the influence of alcohol or drugs while at work. 

In the event you are tested, you are entitled to a copy of the test result report and your 
Union, Local 73, is entitled to a copy, if you so authorize. 

Refusal to sign this policy, to submit to Good Faith Belief testing, to fill in and sign all 
forms required by the testing facilities, laboratories and/or the Agency's Medical Review Officer 
and to cooperate with their procedures, or to sign an authorization permitting release of the test 
result reports to the Agency is just cause for discharge. 

Employees who test positive at certain levels for alcohol or certain commonly abused drugs 
are subject to discharge for just cause; provided, however, that a positive test result alone for 
cannabis will not result in discharge without a Good Faith Belief that the employee was impaired. 
However, in lieu of discharge, first offenders who are guilty of the offense of being under the 
influence only and not any other violations of the Agency's Drug and Alcohol Agreement with 
your Union, Local 73 SEIU will be offered the option of participating in an alcohol or drug 
rehabilitation or counseling program through the Jewish Federation Employee Assistance Program 
or such other legitimate, supervised program at the employee's own expense except to the extent 
covered by the employee's group insurance, and to take an unpaid medical leave or FMLA leave 
of absence, if necessary, under the provisions concerning such leaves in the contract between the 
Union and the Agency and the Agency's policies. A first offender who successfully completes such 
program will be reinstated without loss of seniority if they present the Agency with a letter of 
successful completion or equivalent document from the treatment facility. The Agency shall 
require certification of enrollment and anticipated completion date and periodic reports from the 
treatment facility to ensure that the employee is cooperating with the program. The employee shall 
consent to the disclosure of such information on forms required by the Agency; however, all other 
information about the employee's participation and progress in the program is confidential. Failure 
to cooperate with or complete the program or commission of a second offense after successful 
completion of such a program is just cause for discharge. 

Employees who have dependence problems are encouraged to seek counseling or 
rehabilitation voluntarily. 
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