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Collective Bargaining Agreement (hereinafter referred to as “the Agreement”) is entered into by and
between the CHICAGO HOUSING AUTHORITY, an lllinois Municipal Corporation (hereinafter referred to
as the “the Authority”) and THE SERVICE EMPLOYEES INTERNATIOAL UNION, Locai No. 73 {hereinafter
referred to as “the Union”), subject to the approval of the Board of Commissioners, and the U.S
Department of Housing and Urban Development.

WITNESSETH

WHEREAS, it is the purpose of this Agreement and it is the intent of the parties hereto to establish
and promote mutual harmonious understanding and relationships between the Authority and the
Union, to promote efficiency and effectiveness, to establish wages, hours, standards and other terms
and conditions of employment of employees covered by this Agreement, and to provide for the
equitable and peaceful adjustment and resolution of differences which may arise from time to time over
the negotiations, interpretation and application of this Agreement.

WHEREAS, the Authority voluntarily adopts collective ba rgaining as a fair, orderly and reasonable way
of conducting its relationships with employees and their Union and acknowledges that such practices
and procedures are consistent with the functions and obligations of the Authority, which retains the
right to operate effectively, responsibly and efficiently in accord with this Agreement,

WHEREAS, it is the intent and purpose of this Agreement to promote sound and mutuaily beneficial
relationships between the Authority and the Union.

WHEREAS, the Union acknowledges that all Authority personnel are public employees and, as much,
must be held to the highest professional standards of integrity, honor, and competence, so as to earn
the trust and confidence of the general public,

PREAMBLE
Both parties agree that in the interest of coliective bargaining and harmonious relations they will at al}

times abide by the terms and conditions as hereinafter set forth and agree upon.

ARTICLE 1 — RECOGNITION CLAUSE

1.1 Definition of the Unit and Exclusions.

The Authority recognizes the Union as the sole and exclusive collective bargaining representative for all
administrative employees excluding executive, managerial, professional, supervisory and/or confidential
employees as defined in the Iitinois Public Labor Relations Act and excluding part time employees,
temporary employees, and new employees who have not completed a ninety (90) calendar day
probationary period.




1.2  Definjtion of Temporary Emplovees.

Temporary employees are those employees hired for periods not exceeding ninety (90) calendar days.
With advance notice to the Union, a temporary employee may work and remain excluded from the unit
for up to an additional ninety (90) calendar days if the purpose of the additional time period is to enable
the Authority to complete temporary assignment, said temporary assignments shall not be used by the
Authority to avoid inclusion in the Unit. Temporary employees will not be hired for any job classification
that has employees on layoff.

1.3 lob Classifications included in the Unit.

The job classifications generally included in the unit are enumerated in Schedule A which is appended to
and made part of this Agreement. The appearance of a job classification in Schedule A does not indicate
that all employees in such job classifications are properly members of the unit as individual employees
in such job classifications may be excluded as provided in sections 1.2 through 1.3.

1.4 New Job Classifications and Successor Titles

A. The Authority shall promptly notify the Union within forty-five (45) calendar days of its
desire to establish a new job classification or successor title to any present job classification
included in its unit, including a new or successor titles to cover duties being performed by a
member of the bargaining unit. Where the successor titles are used to clarify employee
duties or where there are no changes in duties or where the new job classification or
successor title involves “de minimis” changes in or additions to present duties, such new job
classification or successor titles shall automatically become a part of the unit and shall be
covered under this Agreement. Further the wage rate for such new job classification or
successor titles shall be wage rate of the predecessor classification.

B. If the proposed new job classification is a job classification within the unit and involves new,
different or substantial changes in duties (including additions and/or deletions) from
existing job classifications in the unit, the Authority shall meet with representatives of the
Union to discuss the new job classification and the rate of pay assigned buy the Authority. If
there is a dispute about the rate of pay, said dispute shall be arbitrated in accordance with
the arbitration provisions of this Agreement. The authority may implement the proposed
job classification and assign it a temporary rate of pay prior to the arbitration provided
however that in the event the Arbitrator awards a higher rate or pay, the Arbitrator's award
shall be retroactive to the date of implementation.

C. The provisions set forth above do not apply to reclassification of misclassified employees.

1.5 ReclassHication.

Reclassification means permanent change in an employee’s existing job classification to another existing
job classification which is necessitated by the employee’s assumption, on a permanent basis, of all of the
duties of another job ciassification, whether in substitution of prior duties or in addition to prior duties.
Reclassification can occur to higher or lower grades. The Authority has the right to reclassify employees
who are misclassified. Employees have the right to request a job audit bi-yearly if the employee’s job
classification has not been audited in two (2) years immediately prior to the employee’s request.
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Requests for job audits and reclassification are subject to the grievance provisions of this Agreement up
to and including the second step of the grievance procedure only. Employees who believe that they are
working out of job classification have the right to seek acting-up pay pursuant to the applicable
provisions of this Agreement.

ARTICLE 2 — UNION SECURITY

2.1 __Maintenance of Membership

A. The Authority agrees to remit on a monthly basis the total sum deducted for dues, COPE
deduction and initiation fees to the Union on the twentieth (20" day of the month
following the month in which such deductions were deducted.

B. The Authority under no circumstances will be responsible for the collection of past
indebtedness regarding dues and/or initiation fees.

2.2 Dues Deduction.

Upon confirmation by the Union that an employee covered by this agreement has authorized checkoff
of dues, the Employer shall deduct such dues from wages owed to that employee, uniess the
authorization is revoked by the employee in accordance with the terms set forth on the employee’s
checkoff authorization and contained in this section. Specifically, any employee who wishes to revoke
dues checkoff must do so by giving written notice to both the Employer and the Union during the period
not less than thirty (30} days and not more than forty-five {45) days before the annual anniversary date
of the employee’s authorization or the date of termination of the applicable collective bargaining
agreement between the Employer and the Union, whichever occurs sooner.

2.3 Committee on Political Education (COPE) Deduction

The Employer agrees to deduct from the pay of those members who individually request it voluntary
contributions to the SEIU Local 73 COPE Fund. The Union shall notify the Employer of the per pay period
amount that is to be deducted. Such amounts shall be remitted to the Union every pay period.

2.4 Indemnification.

The union shall indemnify, defend and hold the Authority (including its present and former
commissioners, officers, agents, managers and employees) harmless from and against any and all claims,
demand, actions, complaints, suits or other forms of liability, (monetary or non-monetary} including, but
not limited to, damages, attorneys’ fees and costs arising out of, or by reason of any action taken by the
Authority (including its present and former commissioner, officers, agents, managers and employees)
for the purpose of complying with the above provisions of this Agreement, or in reliance on any list,
notices, certification or assignment furnished under any of such provisions in the Collective Bargaining
Agreement.




2.5 Public Aid Recipients

if the lllinois Department of Public Aid (IDPA) requests that the Autharity employ public aid recipients in
exchange for food stamps {“Earnfare”) or their lllinois Department of Human Services IDHS benefits
(“Work Experience”) and the work being done by such Earnfare or Work Experience recipients is work
currently being done by member of the Local 73 bargaining unit, the Authority will be permitted to
retain such individuals as long as the receipt of such services does not directly result in layoffs of any
members of the Local 73 bargaining unit, In addition, any work done by Earnfare or Work Experience
recipients shall have no effect on the amount of hiring done for work normally done by members of the
Local 73 bargaining unit.

Earnfare and/or Work Experience recipients will be limited to a total of eighty (80) hours per month and
will work no more than six (6) months out of any consecutive twelve (12) month period with any
compensation and/or benefits to be paid entirely by the lllinois Department of Human Services (IDHS).

2.6 _Orientation

The employees’ understanding of the CBA and the role of the Union in the em ployment setting is
inherently important to the employment relationship. As such, the employer shall include as an integral
part of its mandatory employee orientation program, a thirty (30) minute session before lunch on the
first or second day of their orientation, or at such other time as the Union may designate, to receive an
overview of the Union and its program. This session will be conducted by Union representatives
designated by the Union, which may include employees designated by the union. Employees designated
by the Union to assist with this orientation shall be allowed to do so during their regularly scheduled
hours of work with no loss of pay. The Empioyer shall provide to the Union a list of all employees
attending the orientation as many days as possible prior to such orientation and no later than three (3)
days before the orientation.

2.7 _Access to Employee Lists

By the first work day of each month, the Employer will send the Union a list of all current employeaes,
which shall include each employee’s name, job title, job number, department, work location, home
address, all telephone numbers (including personal phone numbers if available), personal and work
email addresses, base hourly pay rate, language preference (if available), identification number, hours
worked in the prior month, gross pay, and Union dues. The list will be provided in an agreed-upon
format and transmitted electronically. On December 1st and June 1st of each year upon written request
made by Local 73, the CHA shall notify Local 73 in writing.




2.8 Access to Employee Lists

The Union shall have the right to send emails to the members of the bargaining unit, with their origin as
Union communications being clearly identified, regarding meeting notices and any other Union business.
in order to foster good communications among members of the bargaining unit, the Employer shall post
a full and complete copy of this Agreement within ten (10) days of the signing of this Agreement on the
Human Resources page of its intranet page under Labor Relations.

2.9 Bulletin Boards

The Employer will make avaiiable bulletin board space as appropriate for the Union to post official
notices and other official materials related to Union activities.

ARTICLE 3 — EMPLOYEE SECURITY

3.1 Employee Security

No employee covered by this Agreement shall be discharged, suspended, or otherwise disciplined
without just cause. Any record of discipline imposed for absenteeism or tardiness shall be removed from
an employee’s file, and will not be used in further discipline, if more than twelve {(12) months have
passed without the employee receiving addition discipline for those offenses. Temporary employees,
employees employed for half time or less, newly hired probationary employees, special program
employees and all other employees not covered by this Agreement may be discharged, suspended or
otherwise disciplined with or without cause, when, in the judgment of the Authority, such action is
warranted.

3.2 Pre-Disciplinary Meetings

In the event a supervisor of the Human Resources Department seeks to suspend without pay or
terminate an employee covered by this Agreement, a pre-disciplinary meeting will be conducted. Except
in emergencies, the employee and the Union shall be given, when feasible, five (5) calendar days, but in
no event less than (3) calendar days, advance written notice of the meeting. in this context, emergencies
shall include situations where the safety of people and property is endangered. Said notice shall include
a statement of the grounds for the suspension or termination. The notice shall include either a general
statement of the information then in possession of the Authority that is the basis for the suspension or
termination and/or copes of the documents relied on. The Authority shall give the employee and the
Union copies of any additiona! documents that come into its possession as soon as practicable. The
employee shall remain in pay status except in cases of gross misconduct {i.e. theft from the Authority,
physical altercations, and drug and alcohol violations).




3.3 Prior Discipline

The Authority shall not rely on prior discipline of an employee that occurred more than tweive {12)
months prior to current infractions in determining the level of discipline unless the prior discipline is for
the same or similar infraction.

3.4 Discipline

The parties agree as a general principle that correction of unwanted em ployee conduct should be
accomplished through progressive levels of discipline provided however, that the Authority has the
discretion to determine what level discipline (up to and including discharge) is appropriate, taking into
consideration the nature and gravity of the misconduct, the employee disciplinary record and any
mitigating circumstances. The steps of progressive discipline include an oral warning, a written warning,
and a final warning. A performance improvement plan (PiP} may be used, but is not required, to address
employee performance issues.

3.5 Employee’s Access to Personnel Records

The Authority will grant employees and the Union access to personnel records within 7 business days
after a request in accordance with the (llinois Personnel Record Review Act (820 ILCS 40/1 et seq.)

3.6  Tardiness and Absenteeism

Employees are expected to report to work daily and work through the duration of their scheduled shifts.
Five or more occurrences of tardiness in a sixty calendar day period will be considered excessive.

Excessive absences displaying patterns of sick or unpaid leave before or after holidays or weekends may
result in disciplinary actions unless employee has a reasonable explanation for failing to report. Five or
more such occurrences in a six month period will be considered excessive. Discipline shall be
administered in a progressive and fair manner. The absenteeism policy shall not be administered in a
discriminatory or disparate.

ARTICLE 4 — WAGES

4.1 Graded Positions

The parties adopt the salary schedule (B) and job classifications {A). Employees in job classification shall
receive a wage that falls between the minimum and the maximum of their grade. The minimum and
maximum control points of the Salary Schedule B shall be adjusted annually in accordance with the
Consumer Price index for the Chicago Metropolitan area adjustments {December to December

adjustments) as reported by the United States Department of Labor, Bureau of Labor Statistics in
January of each year,




4.2 Wages

Beginning in the year 2024 and for the lifetime of the contract bargaining agreement, current, active,
non-probationary employees and retirees of the current year who demonstrate acceptable job
performance will receive an increase as follows:

January 1, 2024 — 4%
January 1, 2025 - 4%
January 1, 2026 - 4%
January 1, 2027 - 4%

However, if CHA provides a general wage increase for non-union employees that is greater than these
amounts, bargaining unit employees will receive that same general wage increase.

4.3 _ Grievances Regarding the Performance Program.

The Performance Program is excluded from the grievance arbitration procedure of this Agreement,

except where an employee is placed on a CAP, and/or is discharged after unsuccessfully completing a
CAP plan.

4.4 Unexpected or Unusual Patterns Regarding Performance Program.

The parties understand that under the Performance Program, it is expected that within departments
there will be a distribution of levels of performance and that it is expected that there wil) generally be
employees who fall below expectations, meet expectations and exceed expectations to varying degrees

within any working environment. The parties understand that performance evaluations are reviewed by
Department Directors and by the Department of Human Resources in order to ensure that they are

being properly completed. However, in order to address the Union’s concerns regarding potential
abuses of the Performance Program, the parties agree as foliows:

(a) The Department of Human Resources shall transmit to the Union a listing of all of its bargaining
unit members’ performance evaluation scores and merit increases no later than forty-five (45)
calendar days after the merit increases are implemented into the system.

(b) In the event that an unexpected or unusual pattern of evaluations occur within a department,
the Deputy Chief of Human Resources or designee, the Department Director and the supervisor
will, upon written request, meet with Union representatives for a justification of the unexpected
or unusual pattern. Said written request must be made within thirty (30) calendar days of the
receipt of the information set forth in 4.4(a) above.

(c} Within seven (7) business days of the meeting, the Deputy Chief of Human Resources or
designee will determine whether the unusual or unexpected pattern is justified and so advise
the Union.

(d) Inthe event the Deputy Chief of Human Resources or designee determines that the pattern is
not justified, the Director will immediately direct the supervisor and Department Director to
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conduct new evaluations and the Union will be notified of the new evaluations. If the new
evaluations result in additional wage increases for any affected employee the wage increase
shall be retroactive to the first full pay period in January of the year in question.

{e) In the event the Deputy Chief of Human Resources or designee determines that the patternis
justified, the Union shall have the right to submit the Director’s determination to arbitration
commencing with the arbitration step of the grievance procedure, in which case, the arbitrator
shall only have the authority to direct that new evaluations be prepared.

4.5 Pay for Temporary Assignment to Higher Grade

Where an employee is temporarily assigned to a higher graded job classification for more than ten days
and the employee performs substantially all the duties of the higher graded job classification, the
employee shall receive the higher rate of pay from the 10" day. All other fringe benefits shall not be
affected. If the job classification is considered to be exempt under FLSA, the over-time provisions of this
Agreement do not apply. Employees assigned to a higher graded job classification for ten days or less
will not receive additional compensation for time spent in the higher graded job classification.

4.6 Call-In Pay

In the event an employee is asked to report for work on a day that the employee is not regularly
scheduled to work, and the employee reports to work, the employee will be guaranteed a minimum of
four hours pay for four hours of work.

4.7 Longevity Pay
Annually, employees who receive a performance evaluation rating of meet expectations or higher are
eligible for a longevity bonus in the following amounts;

10-19 years of service = 51,000
20-29 years of service = $2,000
30-39 vears of service = $3,000
40+ years of service = 54,000

The bonus will be paid annually in December to eligible employees.

ARTICLE — 5 MANAGEMENT RIGHTS

5.1 Management Rights

The Authority has and wili continue to retain, regardless of the frequency of exercise, the right to
operate and manage its affairs in each and every aspect. The rights reserved to the sole discretion of the
Authority include, but are not limited to, the following rights:

A. To determine its mission, objectives, purpose and policies;




L.
M.

To plan, direct, control and determine the operations or services to be performed by employees
of the Authority;

To set standards for the services to be offered to the public;

To direct the employees of the Authority including the right to assign work and overtime;

To hire, examine, classify, promote, train, transfer, assign and schedule employees in positions
with the Authority;

To increase, reduce or change, modify or alter the composition and size of the work force,
including the right to relieve employees from duties because of lack of work or funds or, other
legitimate reasons;

To establish, modify, combine or abolish job position and classifications for economic or any
other legitimate reasons;

To establish work schedules, the starting and quitting times, and the number of hours to be
worked, shift assignments and rotating days off as necessary;

To contract or subcontract out for goods and services and to contract or subcontract for services
for economic or any other legitimate reason;

To change or eliminate existing methods of operations, equipment or facilities or to discontinue
the management of any operation or function, permanently or temporarily.’

To suspend, demote, discharge, or take other disciplinary action for just cause against
employees;

To create, modify, enforce or delete Authority orders, directives, and procedures; and

To evaluate performance based standards established by Management.

Except as expressly restricted by the provisions of Section 5.2 and 5.3 below, inherent managerial
functions, prerogatives and policymaking rights, whether listed above or not, which the Authority’s is
not expressly restricted by a specific provision of this Agreement, are not in any way, directly or
indirectly, subject to the grievance procedure contained herein, provided that no right is exercised
contrary to or inconsistent with other terms of this Agreement.

5.2 Subcontracting and Privatization.

(A) Inthe event the Authority makes a tentative decision to subcontract to a third party or privatize

(8)

work currently being performed by employees covered by this Agreement, and where such
decision could result in the permanent layoff of SEIU Local 73 bargaining unit members, the
Authority will meet with the Union prior to making a final decision for the purpose of discussing
the decision and any feasible alternatives. However, such discussion shall not unduly delay the
final decision.

In the event the Authority, in the exercise of its discretion under Section 5.2A, above, makes a
final decision to subcontract a third party or privatize work which was being performed by
members of the SEIU Local 73 bargaining unit and such decision directly leads to the layoff of
members of the SEIU Local 73 bargaining unit, the Authority shall provide employees with a
thirty (30) calendar day notice or pay in lieu of notice. In the event an employee is to be laid off,
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(C)

the Authority shall make available on a seniority basis and bargaining unit job classification
declared by the Authority to be vacant and fillable, provided the employee has the present skill
and ability to perform all of the required work without additional training, but with a reasonable
amount of orientation. If there are no such vacancies, the employee may exercise whatever
other rights are provided for in this Agreement.

in addition to the rights, and obligations under Section 5.2(B} above, the Authority shall require
any contractor or third party to perform work currently being performed by members of the
SEIU Local 73 bargaining unit to:

(1) Meet with the Authority and the Union to discuss the employment of employees subject to
layoff prior to any subcontracting; and,

(2) Interview all current bargaining unit membhers who will be laid off due to the subcontracting
and who performed the work prior to the subcontracting; and,

{3) Give these bargaining unit members first consideration/right of first refusal for employment
as identified below in paragraphs 4, 5 and 6 when they have the necessary knowledge, skill
and abilities; and,

(4) Offer employment to all qualified bargaining unit members who apply for positions and who
meet minimum job qualification requirements who pass reference check/screen
requirements, if there are sufficient openings; and,

(5) In the event there are more candidates than available positions, the contractor shall select
the best qualified candidate. If candidates are relatively equally qualified, employment will
be offered by the contractor to the most senicr applicants. Such decision shall not be
grievable; and,

(6) As future positions become available with the contractor doing the relevant work, the
Contractor shall give first consideration to those bargaining unit members found qualified
far positions for which they apply but for whom positions were not initially available.
Employees laid off shall retain first consideration until re-call rights have expired; and,

{7) If an employee does not attend the scheduled job fair and is unable to provide an
acceptable excuse, or declines an offer of employment, the contractor shall not have any
further obligations to the employee.

5.3 Exclusions

Nothing contained in this Article shall apply to:

a)
b)

c}

d}

Subcontracts below $100,000

Emergencies; provided that the Union is given immediate notice, as soon as administratively
possible, upon management’s knowledge of the emergency;

Transfers of work to any Resident Management Council, provided that the Union is given a thirty
{(30) calendar day notice;

Any owner or manager of any building in which residents reside pursuant to any Section 8
certified/voucher;
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e} Project based assistance each of which shall remain the prerogative of the Authority.

The Union may, in a written request, request relevant documentation on the above exclusions (a)
through (e).

ARTICLE 6 — NO STRIKE

6.1 _No-Strike Commitment

Neither the Union nor any employee wiil call, institute, authorize, participate in, sanction, encourage, or
ratify any strike, work, stoppage, or other concerted refusal to perform duties by an employee or
employee group, or the concerted interference with, in whole or in part, the full, faithful and proper
performance of the duties of employment with the Authority. Neither the Union nor any employee shall
refuse to cross any picket line, by whoever established.

6.2 Resumption of Operations

The Union agrees to notify all employees covered by this Agreement and Union representatives of theijr
obligations and responsibilities for maintaining compliance with this Agreement, including their
responsibility to remain at work during any interruption which may be caused or initiated by others.

In the event of a strike, work stoppage, or other interference with the operation of that Authority, the
Union (by its President or designee) shall within twenty-four (24) hours publicly disavow such strike or
work stoppage and direct the employees to return to work and shall use its best efforts to achieve a
prompt resumption of normal operations. Such directive shall be made in writing and distributed to all
employees with a copy of such written order supplied to the Authority. The Union shali notify the
Authority within twenty-four {24) hours after the commencement of such work interruptions of the
specific measures taken to comply with the provisions of this Article.

6.3 _Union Liability

Upon the Union's failure tg comply with the above conditions, in the event of a strike, work stoppage,
slowdown or other withholding of service in which the members of the bargaining unit participate, and
only in such events, the Union shail be liable for all damages, direct or indirect, arising from its failure to
meet the requirements of this provision.

6.4  Discipline of Strikers

Any and all employees covered by this Agreement who violate this Article shall be subject to immediate
discharge. Any action taken by the Authority against striking employees provided such action is uniform,
shall not be construed as a violation by the Authority of any provisions of this Agreement and shall not
be subject to the provisions of the grievance procedure’ provided that the issue of whether an individual
participated will be subject to the grievance procedure.
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6.5 Jjudicial Restraint

Nothing contained herein shall preclude the Authority from obtaining judicial restraint in the event of a
violation of this Article.

6.6  lLockouts

There shall be no lockout during the term of this Agreement.

ARTICLE 7 - HOURS OF WORK AND OVERTIME

7.1 Hours of Work

The workweek is defined as the period from 12:00 midnight on Sunday to 11:59 p.m. the following
Saturday. The workweek consists of forty hours; eight hours per day (excluding the 30-minute unpaid
lunch period); five days per week. Generally, employees are expected to work their eight daily hours
between the hours of 8:00 a.m. and 5:00 p.m. Monday through Friday, although for some positions the
regular workweek may include weekend days. The Authority may establish staggered shifts in
accordance with the provisions of this article or as expressed in this Agreement.

The Authority will allow a reasonable amount of flexibility to accommodate individual schedules.
Reasonable requests will not be denied. However, the aperational needs of the Authority shall take
priority.

7.2 Breaks and Lunch Period

Employees shall be allowed two fifteen minute paid breaks per day. Employees are allowed a thirty
minute unpaid lunch break. Employees may not use break periods to leave work early or start the
workday late unless the supervisor approves.

Employees are expected to take their lunch periods and may work through their lunch only if they
receive approval from their supervisor or in the event of an emergency. Employees working through
their lunch periods will be paid the applicable hourly wage, however employees working through their
lunch periods without approval from their supervisors may be subject to disciplinary action.

7.3 Overtime Pay

Any overtime worked must be approved by the Department Director or designee. Employees will be
paid for approved overtime hours at the rates set forth below.

7.4  Rate of Overtime Pay

Overtime shall be earned at the following rate:
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1} All hours worked in excess of forty (40) in a work week shall be tompensated at one and one
half (1%) times the individual’s hourly rate;

2) Al hours worked on the sixth (6™) consecutive day worked shall be compensated at one and one
half (1%) times the individual’s hourly rate; even if the employee has worked less than forty (40)
hours during the previous five (5) days;

3} All hours worked on the seventh (7" consecutive day worked shall be compensated at two and
one-half (2%) times the individual’s hourly rate even if the employee has worked less than forty
(40) hours during the previous six (6} days; and,

In addition to hours actually worked, the following shall be counted as hours “worked” for purposes of
overtime:

a) Holidays

b) Approved vacation

c) Approved bereavement

d} Approved jury duty

7.5 Overtime Computation

All overtime will be computed in units of quarter hours after the first one-half {¥2) hour. The hours of
work for which the employee is eligible for overtime payment shall include only those hours of the
activity being performed or attended. It shall not include travel time, waiting time after the close of the
office, or social time after meetings.

The Authority will endeavor to distribute overtime equally among qualified empioyees in the same
department or job classification.

7.6 _ Stapggered Work Shifts

The Authority may set up staggered work shifts as a necessary prerogative of management in order to
conduct its operation. Under such arrangement, work performed after 5:00 p.m. {or when the
employee’s regularly scheduled shift ends) would be paid on a five percent {5%) premium basis as long
as the employee receives at least five (5) business days advance notice of such changed shift from the
employee’s supervisor with the approval of the Department Manager or designee. in the event that less
than five (5) days advance notice is given, the premium shall be ten percent (10%), unless the employee
is in a job classification which is exempt from regular overtime or premium pay. The premiums denoted
to not apply when employees are held over or cailed in to cover shifts when a scheduled employee calls
off.

7.7 _Employees Exempt Under the Fair Labor Standards Act

Employees defined as exempt under the Fair Labor Standards Act shall not be eligible for overtime
compensation under this Section.
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7.8 No Duplication of Pyramiding

There shall be no duplication or pyramiding of overtime pay or premium pay under any provisions of this
Agreement.

7.9 Obligation to Report Absences

Regular and on-time attendance is required for all employees. To the extent an absence or late arrival is
foreseeable, employees should notify the immediate supervisor as soon as practicable and submit an
appropriate leave request.

if an employee is going to be unexpectedly tardy or absent, the employee must contact the immediate
subervisor prior to the employee’s start time. If an employee is unable to contact the immediate
supervisor, a designated contact person may contact the supervisor. However, the employee should
follow up with the supervisor as soon as the employee is able 1o do so.

If the absence extends beyond one day, daily notification is required unless other arrangements have

been made with the immediate supervisor or designee. Failure to call the supervisor or designee
personally may resuit in disciplinary action up to and including termination.

ARTICLE 8 — BENEFITS

8.1  Holidays

A. All regular, full-time employees shall be entitled to take the following paid holidays as designated
yearly by the Authority and the employees birthday holiday.

1. New Year's Eve (1/2 day) 9. Labor Day

2. New Year's Day 10. Columbus Day

3. Dr. Martin L. King’s Birthday 11. Veteran’s Day

4, tLincoln’s Birthday 12. Thanksgiving Day

5. Washington's Birthday 13. Day after Thanksgiving
6. Memorial Day 14. Christmas Eve (1/2 day)
7. Juneteenth 15. Christmas Day

8. Fourth of July 16. Birthday/Floater

B. Employees should inform their supervisor of their intent to take their birthday/floater holiday off at
least ten (10) workdays in advance of the occurrence in writing. The birthday/floater holiday may be
used by employee at any time between the first day of the first full payroll period of January of each
year and the fast day of the last full payroll period in December each year. The birthday/floater
holiday may not be taken in a subsequent year and is forfeited if unused.
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Payment for Holidays

Regular, full-time employees shall be paid for holidays only if they are in pay status on the scheduled
workday before and the next scheduled workday after the holiday, except if on an FMLA Leave. An
employee is considered to be in pay status at all times that the employee is earning pay, either by
working or while on approved:

a) annual leave; d) military training or duty leave;
b) bereavement leave; e) paid sick leave;
c) jury duty leave; f) paid personal leave

In the event that an employee requests sick time for the day before or the day after a holiday, the
Authority may request relevant documentation. An employee using paid personal leave must have such
leave approved at least five (5) work days in advance for such time to be considered as in pay status for
this provision unless, it is a bona-fide emergency.

8.2 Vacation & Eligibility

Vacation shall be earned and accrued by regutar, active, full-time employees at the rate indicated below.
Employees not in pay status will not earn or accrue vacation hours. Employees may accrue up to 240
hours but have a maximum carryover of 80 hours. Any accrued vacation hours over 80 must be used by
December 31% of each year or such time will be forfeited.

A,

Employees receive the following paid vacation days. Each year’s allotment is given to employees
for use on January 1 of each year: Two weeks per year for the first five {5} active years of
continuous pay status;

Three (3) weeks per year after five (5) active years of continuous pay status;

Four (4) weeks per year after ten (10) active years of continuous pay status.

8.3 Paid Personal Leave

A. All regular, full-time, active employees shall earn and accrue paid personal days while in active

pay status in the following manner:

In the first (1*!) year of regular, active employment, full-time employees will be granted two (2)
paid personal lave days on prorated basis.

in the second (2™) year regular, active employment, fuli-time employees will be granted three
{3) paid personal leave days effective in January of the preceding year.

Starting in the third (3™) year of regular, active employment, full-time employees will be granted
four {4} paid personal leave days effective in January of the preceding year,
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Paid personal days are not cumulative from year to year and shall be forfeited if not used by the
last day of the full pay period in December each year.

B. Employees must personally notify their manager or designee in advance and get written
approval for using a paid personal day except for reasons beyond the employee’s control that
can be demonstrated. Such approval will not be unreasonably denied.

8.4 Union Leave

Upon the Union’s written request, and upon not less than thirty {(30) calendar days’ written notice, one
bargaining unit employee shall be granted a leave of absence without pay or benefits, but without loss
of seniority, for a period not to exceed one year. The purpose of such leave shall be solely to permit the
employee to act as full-time staff representative for the Union. An extension may be given at the sole
discretion of the Chicago Housing Authority.

No more than two Union officers, stewards, or committee members at one time may request a leave of
absence of not more than thirty calendar days for the purpose of attending Union conventions, training
sessions, or seminars. Such written request must be made not less than thirty calendar days prior to the
start of such leave. The leave may be extended at the Authority’s discretion. During the initial period
(but not during any extension thereof} the Authority will continue to provide medical/dental/life
insurance premium contributions during the initial period and any extension of the leave that may be
granted.

8.5 Paid Bereavement Leave

in the event of the death of a current spouse, domestic partner, child, brother, sister, parent, current
mother-in-law, current father-in-law, grandparent, grandchild, or legal ward, the employee shall be
entitled to up to three consecutive workdays off {one of which must be the day of the funeral/memorial
service) with pay at the employee’s regular rate of pay. In the event the funeral/memoaorial service falls
on a non-working day, the employee shall take the next workday(s) contiguous to the funeral/memaorial
service. Satisfaction proof of the requirements for paid bereavement leave, including proof attendance
at the funeral/memorial service shall be furnished to the Authority to receive compensation.

For purposes of this section the relations listed include biological, adopted, and current step or foster
relationships. In order to receive pay for time off for the funeral of legal wards and foster relations, the
employee must submit letters of office, appointment, or other legal documents, for guardianships and
foster relationships.

Funerals outside of Chicago

in the event the funeral/memorial service takes place two hundred fifty {250) miles or more outside of
the City of Chicago limits, the employee may be granted five {5) days off {one of which must be the day
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of the funeral/memorial service). The workdays off shall be with pay at the employee’s regular rate of
pay provided that such five (5) consecutive days off are required to attend the funeral/memoaorial service.

8.6 Paid Sick Leave

All employees will receive a one-time allocation of 8 additional paid sick days upon ratification of the
agreement.

Paid Sick Days Accrual

° All regular, full-time bargaining unit employees shall accrue sick leave at the rate of 3.69 hours
per pay period which is an average of twelve paid sick days per year,

* At the beginning of fifteen years of continuous service, ail regular, full-time bargaining unit
employees shall accrue sick leave at the rate of 4 hours per pay period which is an average of
thirteen paid sick days per year.

* At the beginning of twenty years of continuous service, all regular, full-time bargaining unit
employees shall accrue sick leave at the rate of 4.30 hours per pay period which is an average of
fourteen sick days per year.

Accumuiation

Employees may carry over from year to year a maximum of one thousand forty (1040) unused sick
hours. Empioyees who have accumulated in excess of one thousand forty {1040) unused bank sick leave
hours by the last day of the last payroll period of December shall forfeit all unused bank sick hours in
excess of one thousand forty (1040) hours. Unused sick leave hours accumulated will be forfeited upon
the employee’s separation from CHA employment.

Lse

Sick leave time may be used under the following circumstances:

1. llness or non-job injury of the employee;

2. An employee who is injured on the job and leaves work for medical treatment for such injury

shall be paid for times lost from work for such treatment on the day of the injury;

The first (1%) day after the date of injury, the applicable laws of workers compensation shall be

applied;

Medical, dental or optical appointments with prior approval of the immediate supervisor;

An employee being quarantined for having been exposed to contagious disease so that the

employee’s presence would jeopardize the health of others;

5. Cases of serious illness which can be verified in the employee’s immediate family, (parent,
brother or sister, spouse or child) which requires the employee’s presence, not to exceed three
(3) days; and,

6. The minimum amount of sick leave which can be charged is one hour,

B ow
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Proof of lliness

A supervisar may require an employee to provide a written doctor’s statement verifying the illness and a
time estimate of the employees’ ability to return to duties whenever an employee has been absent for
three workdays or more. Where the employee has been absent due to an injury, operation, or for other
extensive medical care, the employee must bring a statement from a doctor verifying the employee is
able 1o return to work duties. The Authority may require an employee to be examined by a doctor of its
choice when a question arises about an employee’s ability to return to work. Employees who use or
attempt to use sick leave for any other purpose must be disciplined, up to and including discharge,
which is subject to the grievance procedure.,

8.7 Paid Military Training or Duty Leave

A regular, active full-time employee with at least one year of service with the Authority who is a
member of the National Guard or Reserve Corps of the United States Shall be entitled to ieave-with-pay,
not exceeding ten working days, while engaged in active duty or training with the employee’s military
unit. In order to receive the ten days compensation, the employee must turn over the military
compensation or the employee will farfeit the Authority’s compensation by retaining the military
compensation. An employee requesting this leave must submit a copy of the orders in advance which
require the employee’s participation, and upon completion of training or duty, must submit a statement
signed by the Commanding Officer or other suitable Officer verifying the employee’s attendance for the
period involved no later than forty-five calendar days, or the employee shall forfeit their right to
compensation. Employees may also be entitled to leave under the lllinois Service Member Employment
and Reemployment Act.

8.8 Unpaid Military Service Leave

A regular, full-time employee who enters the Armed Forces of the United States shall be granted a leave
of absence from the Authority in accordance with the Uniformed Services Employment and
Reemployment Rights Acts (38 U.5.C. Sec. 4304 et seq.), the lllinois Service Member Employment and
Reemployment Act or other applicable law.

8.9 Leave of Absence — FMLA

In accordance with the Family and Medical Leave Act of 1993, and as may be amended, eligible
employees are entitled to take up 1o twelve weeks of leave during a twelve month rolling period subject
to conditions specified in the Authority’s FMLA Policy. Employees who have worked for the Authority for
at least 12 months and at least 1,250 hours during the prior twelve months may be eligible to take up to
twelve weeks of unpaid leave within a roiling twelve-month period for the following reasons:

e  Birth and/or care of a newborn child of the employee

* Placement of a child into the employee’s family by adoption or by a foster care arrangement

* to care for the employee’s spouse, partner, child or parent who has a serious health
condition;
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* toreceive care for your own serious health condition which renders the employee unable to
perform one or more of the essential functions of the employee’s position
* Leave due to the birth or placement of a child in your home for adoption or foster care must

be taken in one continuous 12-week segment and must be taken within 12 months of the
birth or piacement of a child.

You may take leave due to your own or a family member’s serious health condition in:
* one continuous 12-week segment
* anintermittent schedule, such as one day off each week or
® areduced schedule such as beginning two hours late twice a week

The employee must comply with the Authority’s policy concerning the conditions, eligibility
requirements, and obligations of the FMLA. Failure to follow the policy will lead to termination of the

employee. The Human Resources Department is responsible for administering and approving such
leaves.

Employees must complete paperwork provided by the Human Resources department at least thirty
calendar days prior to the start of the leave and return such form to Human Resources for review and
processing for approval.

Benefit and Credit for Service during FMLA Leave

(a) Life, dental and medical coverage may be continued during an FMLA leave of absence. The
employee must pay the appropriate premium(s) according to the Authority’s FMLA policy,
procedures and applicable laws;

(b} Employees shall not accrue vacation or sick-time credits during a leave of absence when not
in pay status, and employees must use all applicable banked benefits denoted in Article 8 during
FMLA leave;

(c) Seniority credit or accrual will be suspended and the accrued balance carried on the seniority
list until the employee’s return;

(d) Employees are not paid holidays while on leave of absence; and,

{e) Employees returning from an approved FMLA leave shail be restored to the same or
equivalent position which the employee was in before the FMLA leave started unless the
employee is laid off during the FMLA leave as provided for in the Reduction in Forces article of
this Agreement.

8.10 __ Unpazid Personal Leave

A regular, full-time, non-probationary, active empioyee who has at least one year of continuous

employment service in this bargaining unit may request an unpaid personal leave if the FMLA does not
apply and may be granted up to 210 calendar days. Such unpaid personal leaves are of primary benefit
to the employee and shail be interpreted as a privilege rather than a right. Al requests for such leaves

must be submitted in writing to their supervisor and the Deputy Chief of Human Resources or designee.

Employees must secure Human Recourses and their Department’s approval for such leaves prior to their
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absence. Such unpaid leave of absence shall not be used for the purpose of securing alternative
employment — self-employment. An employee during such leave may not be gainfully employed ~
independently self-employed without the prior approval by the Deputy Chief of Human Resources.
Violation of the provisions shall subject the employee to immediate discharge with loss of all benefits
and rights accrued or granted per the terms of the Agreement,

The written request shall state the length of leave desired, and the reason for leave, each request for
such unpaid leave of absence is within the sole discretion of the Authority to grant or deny.

Employees shall not accrue seniority, sick-time, persona!l time, annual time, holidays, or any other
compensatory benefits while on such leave. Failure to follow the conditions, requirements and
obligations of the leave will result in termination.

Employees returning from any type of absence must notify their immediate supervisor in writing and
Human Resources at least two weeks prior to the expiration of the approved unpaid personal leave
period of the employee’s availability to return to work. Prior to the start of an unpaid perscnal leave,
employees must use all available annual, personal days, and, sick time, if applicable, or any other
compensatory benefits. The employee must also make arrangements to pay the applicable
health/dental/life insurance premium(s) (COBRA} and other eligible benefits available while on unpaid
personal leave, or their insurance coverages shall be canceled during the leave. The employee must
submit to a drug/alcohol test and possibly a physical examination prior to returning to work if approved.

Reinstatement will be made, upon request, within the time approved, according to the plan included in
the approvatl for the leave, as follows:
1. Immediately to the same position, if vacant or filled by temporary assignment or appointment;
or,
2. Immediately to a position of like duties and pay of available; or,
3. To a position of like duties and pay of one is available within a pericd of one year. For this
purpose, the person’s name will be entered on the Recall List.

8.11 Moedical and Dental insurance

The Authority will provide and maintain medical and dental insurance for current, full-time, active,
eligible employees who are members of the bargaining unit covered by this Agreement. The coverage
plans will be the same as provided to non-union employees. Coverage will begin on the first of the
month following employment, provided that all necessary enroliment forms are completed.

Single or dependent medical/dental coverage eligible participants and dependents shall be available at
the same contribution rates applicable to Non-Union employees. Such medical and dental coverage will
terminate immediately upon separation except to the extent the employee is entitled to maintain such
coverage under the Consolidated Omnibus Budget Reconciliation Act of 1985 (COBRA).
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Employees in the bargaining unit shall pay an annual employee contribution to the premiums for the
coverage effective the first payroll period in January 2024 per the following salary percentages. These
amounts may be increased by no more than 1.00% each year.

HMO PPO
Single 2.50% 3.00%
Employee + 1 3.50% 3.75%
Family 4.00% 4.50%

8.12 Uniforms

Upon the Authority requiring employees to wear uniforms, the Authority will shall furnish employees
five uniforms by February 1% each year. The Employer will pay each employee a cleaning allowance of
one hundred doilars ($100.00) per calendar quarter, effective the next quarter after ratification and
Authority’s Board approval of this Agreement. Payment shall be made the second pay period following
the end of each calendar quarter,

8.13 Jury Duty Leave

All regular, full-time, active, non-probationary employees are authorized to be absent from work with
pay when summoned for jury duty up to thirty calendar days per year provided the employee:
(1) Sign over the Authority the jury duty per diem;
(2) Was otherwise scheduled to work;
(3} Has advised the supervisor in writing of the jury obligation in advance and submits a copy of the
jury summons; and,
(4) Pravides daily proof of jury service.

This provision does not apply to cases in which employee is one of the litigants.

8.14 Voting Time

All employees eligible and desiring to vote at a general or special election shall, no later than the day
before the election, notify the Authority of his or her desire to vote. Employees who start work between
7:00 a.m. —9:00 a.m. shall leave home at their reguiar time and be allowed up to, but no longer than,
two hours from their regular starting time to arrive for work late without losing compensation if a
certificate of voter participation is provided upon the employee reporting to work.

Union Voting

Employees are permitted to take two hours to vote in the Union election held once every three years.
The Union will notify management a reasonable time in advance of the election of the specific time
during the day the employee will be required to be refieved of job duties in order to vote. Employees
must notify their supervisor prior to the Election Day and provide proof of voting to receive the time
paid.
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3.15 Pension

The Chicago Housing Authority provides a Retirement Plan, {the Plan) for regular, full-time, eligible
employees who have one year of continuous, active service. Employees who are eligible to participate
will be covered and governed by the provisions of the Plan as restated effective July 1, 1997 and as
amended.

8.16 Group Term Life Insurance

Each eligible participant is insured under a group term a life insurance plan after one year of continuous,
active pay status equal to one and one-half {1%) times the employee’s annual wage in effect at the time
of enroliment. The amount of such life insurance is adjusted each January 1% to an amount equal to one
and one-half (1%) times the annual salary in effect on that date. Coverage ceases at the time of
separation. Employees have thirty-one calendar days from the coverage end date to convert all or part
of the insurance to permanent form of individual life insurance policy. In such event, premiums shall be
paid directly to the insurance company by the participant.

8.17 Mileage Reimbursement

Mileage reimbursement of employees covered by this Agreement will be the current allowabie IRS rate
and as said IRS rate for all miles traveled between or within developments or other Authority locations,
excluding the miles between the employee’s home and the first stop of the day, and the mileage from
the employee’s last stop of the day to home or other location. Reimbursement will be administered in
accordance with Authority policy.

8.18 Long Term Disability

Employees who are regular, active, full-time and who have one year of continuous active service are
covered by the Chicago Housing Authority’s Long-Term Disability Plan as provided to non-union
employees affective the first full pay period in January.

8.19  Short Term Disability

The Chicago Housing Authority proves Short Term Disability coverage to eligible, active and full-time
regular CHA employees who have been continuously actively employed for a period of one year or more
per the CHA Policy. Short Term Disability insurance commences after a fourteen day elimination period
as defined by the provider policy. The insurance currently provides a benefit based on the employee’s
current annual salary up to an established maximum per the provider Policy.

8.20 Long Term Care

The Chicago Housing Authority provides Long Term Care coverage to eligible, active and full-time regular
employees who have been continuously actively employed for a period of one year or more per the CHA
Policy. Long Term Care commences as defined by the provider Policy.
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8.21 Family Military Leave Act

In accordance with the Family Military Leave Act of August 14, 2005, employees will be granted up to
thirty (30) days of unpaid leave for employees who are either spouses or the parent of soldiers being
ordered into active military duty. Coverage under the Family Military Leave Act is limited to employees
who have been employed for at least twelve months and who have worked at least one thousand two-
hundred and fifty (1250) hours of employment during the twelve month period immediately preceding
the commencement of the leave. Employees are required to provide at least fourteen days’ notice of
the intended date upon which the leave will begin if the leave consists of five or moare consecutive
workdays. Employees must use all accrued vacation hours and other available paid leaves, excluding sick
leave during the leave.

8.22 457(b) Plan Match

Effective January 1, 2024 through the end of this Agreement, if an employee contributes into a 457{b)
Empower account, the Authority will provide a matching contribution up to a maximum of 2%. To
receive this benefit, employees must be eligible to participate in the plan.

ARTICLE 9 — SENIORITY

9.1 Definition

Seniority is defined as the time spent in pay status with the Authority, an employee will accumulate no
seniority during the employee’s probationary period. Upon successful completion of the probationary
period, seniority will be credited retroactively to the first day of employment. An employee will not
accumulate seniority during periods when the em ployee is employed but is not in pay status.

9.2 _ Loss of Seniority Rights

Service of an employee shall be broken, seniority rights, if any, lost and the employment relationship
terminated by:

A. Resignation, discharge or retirement;

Employees on an approved leave of absence for more than 210 calendar days,

Absence from work for three (3) consecutive working days without notifying the Authority;
Failure to return at the expiration of leave of absence;

Failure to report back to work within five (5) days after notice of recall which shall be sent
certified mail to the address on record;

monw

F. Failure to obtain and retain a valid lilinois Driver's License as required per the job description;
and,
G. If convicted of a felony.
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ARTICLE 10 - PROMOTION AND LATERAL TRANSFER

10.1  Job Posting

It is the policy of the Authority to promote from within the bargaining unit for higher graded bargaining
unit job classifications not filled through demotion, lateral transfer or reduction in force, when possible.
To this end, the Authority will post all bargaining unit vacancies via e-mail at the Office of Human
Resources for a period of seven {7) workdays except for vacancies to be filled through demotion, lateral
transfer or reduction in force. Employees may bid on any posted job classification by delivering a written
application for a posted job classification to the Office of Human Resources prior to the end of the
posting period. In addition, the Authority will transmit the posting, either by e-mail, to the Union’s Chief
Steward and SEIU Local 73 Union Representative.

The Office of Human Resources will evaluate each application to determine whether the candidate
meets the minimum qualifications of the job classification. Preferential consideration shall be given to
internal candidates on the basis of seniority and ability and fithess to perform the required work.

The top three (3) candidates will be sent for an interview with the hiring supervisor. The supervisor may
seiect one {1} of the three (3) candidates or request additional candidates if none of the three (3) is
acceptable. In the event that there are no minimally qualified internal applicants, or none of the
minimally qualified candidates is accepted, the Authority may hire from outside the bargaining unit.

10.2  Promotion

The employee selected for promotion must satisfactorily complete a six (6} month probationary period
to remain in the job classification. Failure to satisfactorily complete this period will result in the
employee returning to the employee’s original job classification, if available. In the event that
employee’s job classification is no longer vacant, the employee will be placed on the Recall List for up to
one {1) year. An employee who successfully completes the probationary period is eligible to bid on
another job posting following completion of the probationary period. A promotion will not affect an
employee annual increase.

10.3  Transfer

The transfer of an employee lateraily between departments from one job classification to another of like
pay grade and for which the employee is qualified may be affected when, in the opinion of the Chief
Executive Officer or designee, such transfer is in the best interest of the Authority, the employee’s status
{probationary or non-probationary) remains the same where the transfer has not heen at the
employee’s request. In the event that the transfer is at the request of the employee, the employee shall
serve a six {6} month probationary period, the employee will be returned to their job classification, if still
vacant or placed on the Recall List for up to one year.
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A lateral transfer within a department, division or development may be made by the Department
Director. Proper notice shail be sent to the Deputy Chief of Human Resources through supervisory
channels. An employee laterally transferred within a department will not be required to serve an
additional probationary period.

10.4 Job Descriptions

Job descriptions are to be brought up to date for all bargaining unit job classifications and copies are to
be forwarded to the Union. The Authority will post job opening via e-mail at the Office of Human
Resources.

ARTICLE 11 — REDUCTION-IN-FORCE AND RECALL

11.1  Position and Incumbent Selection

In the event of a reduction-in-force, the Authority will select the position to be abolished and the
appropriate size of the workforce. The most senior employees (Authority Wide) will be retained,
provided they have knowledge, skill and ability to properly perform the duties of the position without
further training, but with reasonable orientation except those employees who have received a
suspension of five {5) day or more within the last year. If all things are equal, the least senior employee
in the job classification will be laid off.

11.2 Notice and Bumping

Employees shall have up to maximum of thirty calendar days of the layoff or pay in lieu of notice except
in circumstances beyond the control of the Authority in which event, such notice shall be given as soon
as reasonably possible after the Authority knows.

1) The Authority will provide notice of the employees’ placement to a position of a less senior
employee, if they can exercise bumping rights;

2) Inthe most recent job classification(s) which the employee held within the ten (10) years prior
to the date of the layoff notice; provided that the employee has the knowledge, skill and ability
to perform the duties of the job classification without further training, but with reasonable
orientation.

11.3  Qualifying Period

Employees shall have up to a maximum of thirty calendar days to demonstrate that the employee is
qualified to perform the duties of the job classification to which the employee has been assigned under
the procedure in Section 11.2. if the employee does not qualify, the employee will be laid off.
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114 Recall

Employees laid off from a position will be recalled in reverse seniority order to their position. In the
event that an employee has been placed in a lower graded position (either by filling a vacancy or
bumping a less senior employee) and then receives a promotion to another position, they will have lost
their recall rights.

Except as otherwise provided in this article, employees with one or more years of seniority will retain
their right to recall for one (1) year; employees with less than one year seniority who have successfully
completed their probationary period shall be entitled to recall for a number of months equal to their
months of seniority.

ARTICLE 12 — GRIEVANCE AND ARBITRATION PROCEDURE

12.1 Definition of Grievance

A grievance is defined as a dispute or difference of opinion raised by an employee, by a group of
employees, or the Union involving the meaning, interpretation, or application of the provisions of this
Agreement.

12.2  Procedure

In order to assure standard and consistent implementation of the Grievance Procedure, the Deputy
Chief of Human Resources or designee, shall be responsible for monitoring and reviewing all phases of
the procedure. A grievance may be initiated by the aggrieved employee and/or the Union. itis
understood, however, that the employee and/or the Union should attempt to satisfy concerns on an
informat basis before invoking the procedure. In the event an informal resolution proves to be
unsatisfactory, a grievance shal! be filled and processed in the following manner:

Step One

The grievant and/or the Union will reduce the grievance to writing on a grievance form (Attachment 2)
and submit to their Manager within seven (7) working days of when the grievant knew or reasonable
shouid have known of the events giving rise to the grievance but in no event longer than ninety (90)
calendar days from the event giving rise to the grievance. The Manager or designee shall investigate all
pertinent documents and information and meet with the grievant within seven (7) working days of the
submission of the grievance. A Union steward may accompany the grievant. The Manager or designee
shall render a response to the grievant and the Union within seven (7) working days of the meeting.

Step Two

If the aggrieved employee is not satisfied with the Manager’s or designee’s response or no response
within the time frame established, the employee and/or Union shall forward copies of the “Grievance
Form” to the Deputy Chief of Human Resources or designee within seven {7) working days of receipt of
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the Manager’s Step One response or no response. The Deputy Chief of Human Resources or designee
shall conduct an investigation of all available pertinent documents and information surrounding the
grievance. The Deputy Chief of Human Resources or designee shall meet with the Union representative
within seven (7) working days of receipt of the grievance form and render a written response to the
Union within ten (10) working days of meeting.

Grievances over termination for employment shall be initiated at Step Two of the procedure by
submitting a written grievance to the Deputy Chief of Human Resources or designee, within ten (10)
working calendar days of the employee’s receipt of the notice of termination shall be simultaneously
forwarded to the Business Representative. In the event the notice of termination is returned to the
Authority as undeliverable or refused, the grievance must be filed within ten (10) working days after the
postmark on the envelope in which the notice of termination was sent.

A grievance which concerns Authority-Wide policy, as opposed to department policy over which a
Departmental Director has control, shail be initiated at Step Two by submitting a written grievance to
the Manager of Labor Relations, and the Department Director within seven (7) working days of the
grievable event.

12.3  Arbitration

The Union must notify the Deputy Chief of Human Resources or designee in writing of its intent to
arbitrate a grievance within thirty (30) working days of receipt of the Authority’s Step Two response per
the time frames established. The parties shall attempt to agree on an arbitrator, In the event the parties
are unable to agree on an Arbitrator the grieving party must within forty-five (45) working days must
request form the Federal Mediation and Conciliation Service (FMCS), a panel of seven (7) qualified
arbitrators who are members of the National Academy of Arbitrators. If the request for a panel of
arbitrators is not filed in a timely fashion, the right to arbitrate the matter is waived and the matter shall
be deemed to have been settled by the parties.

Within ten (10) working days after the receipt of the panel from (FMCS), the parties shall select as the
arbitrator one of the persons on the panel or have the option to request one additional panel per party
from (FMCS). If the parties cannot agree on an arbitrator, both the Authority and the Union shall each
alternatively strike names from the most recent panel submitted by (FMCS). The order of striking shall
be determined by a coin toss. The fast remaining person shall be the arbitrator.

12.4 Authority of the Arbitrator

The arbitrator shall have no right to amend, nullify, ignore, or add to the provisions of this

Agreement. The arbitrator shall consider and decide the question presented to determine whether
there has been a violation, misinterpretation, or misapplication of the specific provision of this
Agreement. The arbitrator shall be empowered to determine only the issue raised by the grievance as
submitted in writing at the second step. The arbitrator’s decision on any issue not so submitted or raised
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shall not be considered. The arbitrator shall be without power to make any ruling contrary to or
inconsistent with, in any way, the Agreement. The decision of the arbitrator shall be final and binding
upon the Authority, the Union and the employee(s) involved, provided the decision is in conformity with
the provisions of this Agreement.

12.5 Fees and Expenses of the Arbitrator

The expenses and fees of the arbitrator shall be borne equally by the parties. All other expenses shall be
paid by the party incurring them.

12.6  Processing and Time Limits

The resolution of the grievance satisfactory to the Union at any step shall be deemed a final settlement,
and any grievance not initiated or taken to the next step within the time limit specified herein will be
considered settled on the basis of the last response or no response from management. All of the time
limits specified in this Article are “of the essence” and can only be waived or extended by mutual written
agreement. No arbitrator shall have the authority o find that any time limit has been waived or
extended unless all of the provisions of this Article have been complied with.

12.7 Investigation of Grievances

Grievance meetings shall be scheduled at reasonable times and in a manner which does not
unreasonably interfere with the Authority’s operations or the work of any employee. Grievance
meetings will begin promptly as scheduled. Grievants who are not Union representative(s) will be
allowed time off work without the loss of pay if reasonable and necessary 1o process grievances as
described in Section 12.2 above. All time spent by the grievant or Union Steward must be approved in
advance by their supervisor. Such time will not be unreasonably denied. It is the Union’s responsibility to
inform the grievant of such meetings. There will be no more than one steward per department,

Where a grievance has advanced to Step Two, the Union shall be permitted to have the steward and/or
the Chief Steward present when Step Two meetings are held with the Manager, Labor Relations or
designee and shail also be entitled to present witnesses who have refevant information regarding the
grievance at hand. Upon signing this Agreement, the Union will present the Authority with a list of
stewards including Chief Stewards, Stewards and committee members regardless of designation, and
will advise the Authority of any change in the composition of the steward list during the term of the
Agreement.

12.8 Exhaustion of Grievance Procedure

It is the intent of the parties to this Agreement that the procedure set forth in this Article shall be
mandatory as to any grievance unless expressly and specifically excluded by the terms of this
Agreement,
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12.9 Stewards

All time spent by stewards, and representatives in arbitration hearings shall be without pay.

12.10 Expedited Arbitration

With the mutual agreement of the parties, written warnings, suspensions and discharges, that have
been processed through the grievance procedure, and which do not involve interpretation of the
Agreement {other than those articles concerning discipline of employees and arbitrarily) may be
submitted to expedited arbitration rather than the arbitration process outlined in Section 12.3,
Arbitration of Article 12, provided expedited arbitration has been requested within fifteen (15) calendar
days after the Step Two (2) response (or failure to respond in a timely manner). If the request for
expedited arbitration is rejected by either party, arbitration shall proceed in accordance with Article
12.3. Selection of the expedited arbitration process described in this section shall preciude the
arbitrability of the matter so submitted to the regular arbitration process described above. The
expedited arbitration process shall function as follows:

1. The Expedited Arbitration Panel shall be developed by the parties with the aid of the Federal
Mediation and Conciliation Service or other service mutually agreed upon.

2. Each twelve months, the parties will select five Midwest based arbitrators to be members of the
Expedited panel who will be assigned to case on a rotation system. The order of rotation shall be
chosen by lottery at the beginning of each year. Immediately upon such notification, the
designated arbitrator shail arrange a place and a date for hearing promptly but within a period
of not more than ten business days. If the designated arbitrator is not available to conduct a
hearing within the ten business days, the next panel member in rotation shall be notified and so
on until an available arbitrator is selected. Extension of the time limits requires written
agreement of the parties.

3. Ifeither party concludes that the issues involved are of such complexity or significance as to
warrant reference to regular arbitration, that party shall notify the other party of such reference
at least seventy-two hours prior to the scheduled time of the expedited arbitration. The party
who cancels the expedited arbitration shall be respansible for paying all of the arbitrator’s
cancellation fees, if any.

4. The hearing shall be conducted in accordance with the following:

a) The hearing shall be informal. Generally, opening and closing statements can be made. The
parties will have the right to either use direct examination to present their case or to have
their witnesses briefly sate their testimony. Witnesses shall be sworn and shall be subject to
cross examination.

b) Generally, counsel will not be used. However, if one party decides to utilize the services of
counsel, it shall notify the other party in writing via mail or facsimile at least seven business
days prior to the scheduled date of the expedited arbitration,
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c)

d)

f)

g)

h)

No briefs shall be filed, however, either party may cite relevant case law, statutes, prior
awards or other reference materials that support its position and provide copies of the same
to the arbitrator at the hearing. Said materials will be provided as soon as available to the
other prior to the hearing. A verbatim record of the hearing shall be made by either a
stenographer or by audio recording. No transcript shall be written except upon request of
either of the parties. The parties shall equally bear the cost of having a stencgrapher
present for the hearing. Any party who orders a written transcript shall be responsible for
the cost of transcribing the original. If the other party orders a copy, that party shall be
responsible for the cost of the copy.

There shall be no formal rules of evidence but the arbitrator shall be able to exclude
evidence from consideration if the arbitrator determines that the evidence is not probative
of any issue, is prejudicial or there are other grounds on which the arbitrator believes the
evidence should not be accepted. For these purposes, the Federal Rules of Evidence shall be
used as a general reference for the arbitrator and the parties.

The authority of the arbitrator shall be as set forth in the arbitration article.

The hearing shall be completed within six hours. The parties shall have three hours each to
present their cases-in-chief and rebuttais. The arbitrator may, in their discretion, issue a
pench decision at the conclusion of the evidence and closing argument. in the case of a
bench decision, the arbitrator shall issue a written award within seventy-two hours of the
close of the hearing, Said written award shall briefly sate the evidence, the arguments and
the arbitrator’s conclusions. If the arbitrator does not issue a bench decision, the arbitrator
shall in any event render a written decision within seven calendar days of the close of
hearing, the arbitrator’s decision shall be final and binding.

The Authority and the Union will produce for the other party, copies of requested
information in its possession which is relevant to the expedited arbitration in a timely
manner. The arbitrator may draw negative inferences when such requested information is
not provided.

The time limits set forth herein are of the essence and may not be extended except upon
mutual written agreement of the parties. No arbitrator shall deem said time limits waived
unless these provisions are strictly adhered to.

ARTICLE 13 — WORKING CONDITIONS

13.1  Safety

The Authority will use its best efforts to comply with all applicable local, state and federal health and
safety laws and regulations. Upon receiving any legitimate complaint from an employee, the Authority
will investigate such compfaint.
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13.2 Dignity and Respect

The Employer and the Union agree to promote a professional working atmosphere. The parties agree to
act at all times in such manner as to assure proper dignity and mutual respect so as to maintain and
encourage the professional character and standing of all employees for the Employer.

ARTICLE 14 — DRUG AND ALCOHOL TESTING

14.1 _ Policy Statement

The Chicago Housing Authority’s essential mission is to provide services and housing to its residents and
to serve the general public in carrying out its mission in a safe and economic manner. The parties to this
Agreement recognize that drug and alcohol abuse in the workplace has a deleterious effect on the
health and safety of employees, as well as their morale and productivity, ali of which creates an undue
burden on the persons which the Authority and the employees covered by this Agreement serve.

The Authority and the Union maintain a strong commitment to residents and to providing a safe and
drug/alcohol free working environment. To this end, the Authority has also established its confidential
Employee Assistance Program for employees with personal problems, including alcohol and substance
abuse, and the parties to this Agreement urge employees who have such problems to utilize the
Program’s service,

14.2  Disciplinary Action

(a) All employees must report to work in a physical condition that will enable them to perform their
jobs in a safe manner, Further, employees shall not use, possess, dispense or receive prohibited
items or substances on or at the Authority’s premises. Nor shall they report to work under the
influence of drugs and/or alcohol.

When, based upon the direct observation of a supervisor, the Authority has reasonable
individualized suspicion to believe that an employee is under the influence of drugs and/or
alcohol, the Authority shall have the right to subject that employee to a drug and/or alcohol
test. Where practicable, a supervisor whose observations give reasonable suspicion to believe
that an employee is under the influence, the supervisor will request that another supervisor
confirm the observations. At the Authority’s discretion, the employee may be placed on
administrative leave with pay until test results are available. If the test results prove negative,
the employee shall be reinstated.

{b) All adverse employment action taken against an employee pursuant to this program shall be
subject to the Grievance and Arbitration Procedures of this Agreement.

14.3 Drug and Alcohol Testing

(a) The Authority may require drug or alcohol testing under the following conditions:
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(b)

{c)

(d)

()

(f)

(8)

{§)

(k)

i. Tests may be administered in the event that a supervisor has reasonable
suspicion to believe that an employee has reported to work under the influence
of or is at work under the influence of drugs or alcohol;

. Tests may be required if an employee is involved in a workplace accident or
physical altercation;

iii. Tests may be required as part of a follow-up to counseling, rehabilitation or
after-care plan for substance abuse for up to a one (1) year period; and,

iv. Tests may be administered to employees who are returning from any absence
of thirty or more calendar days.

Employees who are subject to testing may request the presence of a Union representative at
the testing provided that the attendance of the Union representative will not compromise or
delay the testing.

Employees to be tested will be escorted to the testing laboratory by a Management
Representative.

Drug and alcohol testing will be conducted by an independent laboratory accredited by the
National Institute on Drug Abuse, and may consist of either blood or urine tests, or other
acceptable methods of testing. The Authority reserves the right to utilize a breathalyzer test for
the presence of alcohol, in lieu of other clinical testing.

Laboratory testing procedure will conform to the procedures specified in the national institute
on Drug Abuse (“NIDA”) guidelines for federal workplace drug testing programs, dated April 11,
1988 and as may be amended hereafter by NIDA.

Initial and confirmatory test results which meet or exceed the cutoff levels for drugs set forth in
the NIDA guidelines (and as they may be amended) shall be regarded as “positive”.

Initial and confirmatory (or breathalyzer) test results which meet or exceed the level of bleod
alcohol established in the lllinois Motor Vehicle Act as legal intoxication shall presumptively
establish that the tested employee was under the influence of alcohol.

The cost of initial and confirmatory testing will be borne by the Authority.

Drug and alcohol test results shall be reported to the Deputy Chief of Human Resources or
designee in the manner to be prescribed by the Director. The employee shall be notified of the
test results. The Director will inform the applicable Department Director of any employee who
tests positive for alcohol or drugs.

All urine or blood samples shall be taken in sufficient quantity as to aliow for re-testing. Any
portion not used in the test will be preserved by scientifically reliable means for one (1) year
following the test. Any empioyee whose test result is positive may elect, at the employee
expense, to be re-tested by the same or other NIDA certified laboratory satisfactory to the
Deputy Chief of Human Resources, provided that the Authority’s testing laboratory shall arrange
for transmitting the original sample or a part thereof to the second laboratory. Positive results
of said re-testing shall be conclusive as to the presence of alcohol or drugs.

No laboratory report or test results shall appear in the incumbent’s personnel file unless they
are part of a personnel action under this program, but shall be placed in a special locked file
maintained by the Director or designee, and the results shall not be disclosed except as such
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disclosure may be required by this Policy, law or ardinance or upon the employee’s express
written consent.

14,4 Employee Assistance Program

Employees are encouraged to seek help for drug or aicohol problems before it deteriorates into a
disciplinary matter and may participate if they wish in voluntary Em ployee Assistance Program available
through their medical carrier.

ARTICLE 15 — NON-DISCRIMINATION

15.1 Non-Discrimination

Neither the Authority nor the Union shall discriminate against any employee covered by this Agreement
in a manner which would violate any applicable laws because of race, creed, color, national origin, age,
sex, disability, marital status, sexual orientation, Union affiliation, religion, parental status, military
discharge, political affiliation and/or beliefs.

15.2  Americans with Disabilities Act

The CHA is committed to complying fully with the Americans with Disabilities Act (ADA, Section 504 of
the Rehabilitation Act of 1973, and all other state, federal and local laws ensuring equal opportunity in
employment for qualified persons with disabilities. It is the policy of the CHA to fully explore reasonable
accommodations in accordance with the law to enable disabled individuals to safely and effectively
perform their jobs. This is neither exhaustive nor exclusive.

In the event the Authority shall make a reasonable accommodation under the Americans with
Disabilities Act (“ADA”), or the regulations promulgated there under to the disability of any employee
that may be in conflict with any provisions of this Agreement, the Authority shall be privileged to make
such accommodation notwithstanding the requirements of this Agreement.

Prior to the implementation of any such accommodation, the Authority shall notify the Union. If
promptly requested to do so, the Authority shall meet with the Union to discuss such accommodation,
provided the employee requesting such accommodation does not object to such discussion on the basis
of any legal claim of confidentiality.

No incumbent shall be displaced from their present job by any such accommodation.

ARTICLE 16 — SECONDARY EMPLOYMENT

Full-time employees many have secondary employment, provided, however, that such secondary
employment does not interfere with full-time employment with the Authority. The Authority reserves
the right to restrict any secondary employment for good cause.
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ARTICLE — 17 SAVINGS CLAUSE

If any provision of this Agreement or any application thereof should be rendered or declared unlawful,
invalid or unenforceable by virtue of any judicial action, or by any existing or subsequently enacted
Federal or State legislation, or by Executive Order or other competent authority, the remaining
provisions of this Agreement shall remain in full force and effect, in such event, upon request of either
party, the parties shall meet promptly and negotiate with respect to substitute provisions for those
provisions rendered or declared unlawful, invalid or unenforceable.

ARTICLE 18 — COMPLETE AGREEMENT

The parties acknowledge that during the negotiations which preceded this Agreement, each had the
unlimited right and opportunity to make demands and proposals with respect to any subject or matter
not removed by law from the area of collective bargaining. The understandings and agreements arrived
at by the parties after the exercise of that right and opportunity are set forth in this Agreement. The
Agreement supersedes and cancels all prior practices and agreements, whether written or oral, uniess
expressly stated to the contrary herein. Except as may by stated in this Agreement, each party
voluntarily and unqualifiedly waives the right, and each agrees that the other shall not be obligated to
bargain collectively with respect to any subject or matter specifically referred to or covered in this
Agreement, even though such subjects or matters may not have been within the knowledge or
contemplation of either or both of the parties at the time they negotiated and signed this Agreement.

ARTICLE 19 — DURATION ENFORCEMENT AND DISPUTES RESOLUTION

The Agreement shall be effective from January 1, 2024 and shall remain in full force and effect until
December 31, 2027. It shall continue in effect from year to year thereafter unless notice of termination
is given in writing by certified mail by either party no earlier than ninety (90) days preceding expiration
and no later than sixty (60) day preceding expiration. The notices referred to shall be considered to have
been as of the date shown on the postmark. Written notice may be tendered in person, in which case
the date of notice shall be written the date of receipt.
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SCHEDULE A
BARGAINING UNIT }OB CLASSIFICATIONS AND GRADES

Title Grades
ADMINISTRATIVE ASSISTANT | 58
ADMINISTRATIVE ASSISTANT il 59
ADMINISTRATIVE ASSISTANT HI 60
ACCOUNTS PAYABLE BOOKKEEPER 50
ACCOUNTING ASSISTANT 59
ADMINISTRATIVE SECRETARY | 59
ADMINISTRATIVE SECRETARY 1} 60
ADMINISTRATIVE SECRETARY lil 61
ADMISSIONS & OCCUPANCY ASST (Property Division) 59
ASSOCIATE PROGRAM SPECIALIST 55
DESKTOP ENGINEER | 61
DESKTOP ENGINEER 11 62
EMERGENCY DISPATCHER (Property Division) 59
FAIR HOUSING ANALYST/COORDINATOR 61
FINANCIAL ASSISTANT 60
FRONT DESK MONITOR (Property Division) 55
HEARINGS COORDINATOR 61
HOUSING LOCATOR 61
HQ FACILITIES COORDINATOR : 62
{ICPV {Inquiry, Complaints and Program Violations) Analyst 61
LEGAL SECRETARY Il (Legal) 59
OCCUPANCY SPECIALIST | 59
OCCUPANCY SPECIALIST i 61
PERSONAL ASSISTANT (CAC/LAC) 60
PROGRAM ANALYST (HCV) 62
PROGRAM OPERATIONS SPECIALIST 62
PROGRAM SUPPORT SPECIALIST 62
QUALITY CONTROL HUD FiLE REVIEWER 61
QUALITY CONTROL INSPECTOR 62
RELOCATION SPECIALIST (Resident Services) 62
SERVICE COORDINATION SPECIALIST 62
SENIOR DOCKET CLERK 60

*Senior Coordinator who reports to CEQ is excluded from Bargaining Unit.
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UNION SALARY - SCHEDULE B

LOWER UPPER
cuor | o | | comou | O | woront | RS cowmon | CEEL | e | AR
{ARRUAL) [ANNUAL)
55U 16.32 33,948.51 1743 36,263.35 19.37 40,292.61 21.31 44,322.12 23.2% 43,351.38
56U 16,99 35,347.11 12.90 39,307.10 21.00 43,674.50 23.20 48,042.15 25.20 52,409.55
57U 18.59 38,658.73 20.67 42,989.75 22.86 47,766.55 25.26 52,543.11 27.56 57,319.66
53U 20.46 42,546.45 22.75 47,313.04 25.27 52,570.02 27.80 57,827.25 30,33 63,084.22
s9u 2274 47,298.34 25.29 52,597.18 28.10 £8,441.48 30,91 64,285.53 33,72 70,129.82
60U 25.37 52,770.86 28.21 58,682.93 3135 55,203,51 34,48 71,723.84 37.62 78,244.16
(219 2713 56,428.59 30.17 62,750.32 33.52 69,722.66 36.36 75,635.98 40.22 83,667.34
624 29.03 50,378.61 32.22 67,020.04 35.77 74,394.81 28.75 80,595.69 43.01 89,461.31
53U 31.06 64,604,58 34.48 71,711.38 38.27 79,602.20 41.85 §7,043.25 46.02 95,723.48
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MEMORANDUM OF UNDERSTANDING

During the fifetime of this contract bargaining agreement, if the hours of operation change, per Article
7.1,7.2,7.3, 7.4, 7.6 we agree to bargain with the union.
MENMORANDA OF UNDERSTANDING RELATING TO NEGOTIATION OF 2024-2027 AGREEWVIENT

Employees will receive a 51,000 ratification bonus within 30 days of ratification of the Agreement as
part of the settlement of the vacation policy arbitration.

Upaon ratification by the union, CHA will issue longevity pay and ratification bonus to members within 3
business days on a separate paycheck, Any member with a vacation bajance of more than 80 hours as
of December 31, 2023, will receive a one-time payout on the first paycheck in January of 2024 for
vacation hours in excess of 80.

FOR THE AUTHORITY: FOR LOCAL NO. 73

'\Q»%“
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