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ARTICLE I

INTENT AND PURPOSE

1.1. Intent and Purpose

This Agreement is made and entered into by the City of Rockford (hereinafter referred to as the "City") and
the American Federation of State, County and Municipal Employees, Council 31, AFL-CIO, for and on
behalf of Local 1058 (herein after referred to as the "union"). It is the purpose of this Agreement to assure
the efficient and economical operation of the CITY OF ROCKFORD, to secure and sustain maximum work
effort of each employee covered by this Agreement to maintain a harmonious relationship between the
employees in the bargaining unit and the CITY OF ROCKFORD; and furthermore the UNION agrees that
it will cooperate in any reasonable manner with the CITY OF ROCKFORD to support its efforts to assure
a fair days work on the part of its members, that it will combat absenteeism, conserve materials and supplies,
maintain quality workmanship, prevent accidents and strengthen good will between the UNION and the
CITY OF ROCKFORD and to work cooperatively to establish the CITY OF ROCKFORD as a world class
customer service organization.



ARTICLE 11

CITY AUTHORITY

2.1. City Authority

Nothing in this Agreement shall be construed as delegating to others the authority vested in the CITY, a
municipal corporation, in the State of Illinois, and its duly elected and appointed officers, or in any way
abridging or reducing the authority of the CITY, said elected or appointed officers, or infringing upon the
responsibility thereof to the people of the CITY.

2.2, Management Rights

Except as expressly modified by this Agreement, the CITY retains the sole right and authority to operate
and direct the affairs of the City, including:

A.

The exclusive management control and operations of the affected departments including
all rights and authority exercised by the City prior to the execution of his Agreement;

The right to set standards of service to be offered to the citizens;

To control, plan, and determine the operation of the departments and the services to be
delivered to the citizens;

To determine the hours of work, direct the workforce, prescribe overtime and related
policies;

To select the managerial and supervisory employees;

To assign, reassign, hire, promote, demote, suspend, discipline and discharge employees.
Employees may not be suspended, disciplined or discharged without just cause.

The City shall relieve employees due to lack of work or other legitimate reasons, make
and enforce reasonable rules and regulations and make reasonable changes;

Change methods of operations, equipment or facilities, including contracting and
subcontracting;

The exercise of any of the above rights shall not conflict with any of the provisions of
this Agreement. All of the foregoing is to be in accordance with the currently existing
applicable State Statutes, City Ordinances and City Rules & Regulations.



ARTICLE III

UNION RIGHTS

3.1.  Recognition

The CITY OF ROCKFORD recognizes AFSCME Council 31 as the sole and exclusive organized
representative for the purposes of collective bargaining with respect to wages, hours of work and conditions
of employment for the classifications listed on Appendix A/A-1. Any employee occupying a classification
listed within Appendix "A/A-1" on a regular, full-time or regular, part-time basis shall be considered
covered by this Agreement. For regular part-time employees working 32 hours or less per week all benefits
provided by this Agreement shall be pro-rated.

This recognition will continue so long as the majority of employees desire to be represented by AFSCME
Council 31. Their desire not to be represented shall be expressed under the applicable Statutes under the
Ilinois Collective Bargaining Act.

The employer agrees not to interfere, restrain, coerce, deter, or discourage employees from becoming or
remaining members of the union or authorizing representation by a labor organization, or authorizing dues
or fee deductions to a labor organization. There shall also be no discrimination, interference, restraint or
coercion by the employer or any employer's representative against any employee because of union
membership or because of any employee activity in an official capacity on behalf of the union, or for any
other protected concerted activity. The employer shall establish and make a good faith effort to implement
a policy to prohibit and block the use of its email system by outside third parties to engage in the above
conduct. All inquiries about union membership shall be referred to the union, except an employer may
communicate with employees regarding payroll processes and procedures.

3.2.  Employees Not Covered

Employees not covered under this Agreement will include:

A. Supervisory employees as defined by the Illinois Public Labor Relations Act and temporary
employees,

B. Any confidential employee listed on Appendix "B",
C. Any employee covered by another collective bargaining agreement.

D. The Engineering Technician position refers to employees of the same title/classification
in the Community and Economic Development Department.

3.3. Probationary Period

A newly hired or rehired employee will be considered on probation for the first nine months of employment
or re-employment except for the classification of Telecommunicator. Telecommunicators hired after
January 1, 2016 will serve a one and one-half (1.5) year probationary period for training, or a shorter period
at the discretion of the CITY. Telecommunicators who previously worked as Telecommunicators in the
City of Rockford 911 Call Center who are rehired or promoted/reassigned from another bargaining unit
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will serve a probationary period of a one year period or six (6) months after the completion of training,
whichever is shorter. During the probationary period the CITY shall be the sole and exclusive judge of the
probationary employee's qualifications and ability and shall be the sole and exclusive judge in deciding
whether to continue such an employee's employment. During the probationary period new hires and rehires,
shall be subjected to dismissal without recourse to the grievance procedure. Promoted or demoted
employees, during the probationary period, shall not be dismissed without just cause.

In the event a probationary employee becomes a regular full-time or regular part-time employee, his/her
seniority shall accrue to the original date of such employment, if such employee was continuously employed
by the CITY in this bargaining unit.

An Employee demoted for failing to meet the qualifications during a six- or nine-month promotional
probationary period shall not be required to serve another probationary period in the position to which
he/she is demoted.

3.3A. Probationary Period for AFSCME-B

A newly hired or rehired employee will be considered on probation for the first nine months of employment
or re-employment. Persons promoted or demoted must serve a new six-month probationary period.
During the probationary period the CITY shall be the sole and exclusive judge of the probationary
employee's qualifications and ability and shall be the sole and exclusive judge in deciding whether to
continue such an employee's employment. During the probationary period new hires, rehires, or demoted
employees shall be subjected to dismissal without recourse to the grievance procedure. Bargaining unit
employees promoted or transferred to another bargaining unit position (in same unit) shall have at
least fourteen (14) and up to thirty (30) days if the previous position has not yet been offered and
accepted by another individual from their new anniversary date to return to their previous position.
Written notice must be provided to the Human Resources Director within this time period.

In the event a probationary employee becomes a regular full-time or regular part-time employee, his/her
seniority shall accrue to the original date of such employment, if such employee was continuously
employed by the CITY in this bargaining unit.

34. Checkoff

The employer shall honor employees’ individually authorized deduction forms, and shall make such
deductions in the amounts certified by the union for union dues, assessments, or fees; and PEOPLE
contributions. Authorized deductions shall be irrevocable except in accordance with the terms under which
an employee voluntarily authorized said deductions and applicable laws. The employer must commence
dues authorizations within 30 days of notice of authorization from the union and must transmit the
deductions to the union within 30 days. The union will be the record keeper of the cards. The union is not
required to provide a copy of the dues card/authorization to the employer. Dues deduction authorizations
remain valid until the employee leaves the bargaining unit or the employer receives notice from the union
that an employee has revoked his/her authorization in writing in accordance with the terms of the
authorization. Employees who want to revoke dues authorizations must be directed to the union by the
employer. The union will be responsible for processing the request and notifying the employer of the
revocation. Employers must rely on information provided by the union for both dues authorizations and
revocations. The union shall indemnify the employer for any damages and reasonable costs incurred for
any claims made by employees for deductions made in good faith reliance on that information provided by



the union. If an employer does not timely deduct dues or accepts revocations directly from employees, the
employer shall reimburse the union for dues that should have been deducted or paid based on a valid
authorization given by the employee or employees.

The amount of the above employee deductions shall be remitted to AFSCME Council 31, 615 So. 2nd St.,
PO Box 2328, Springfield, IL 62705-2328, after the deduction is made by the Employer with a listing of
the employees, the employees' addresses, the employees' social security number, and the amount of the
individual employee deduction(s).

The City shall provide to the Union at AFSCME Council 31, 615 So. 2nd St., PO Box 2328, Springfield,
IL 62705-2328 within 30 days of hire or reinstatement, the names, addresses, and social security numbers
for payroll deduction.

3.5. Suspension of Deductions

Deductions shall not be withheld after the Payroll Officer receives notice of the Employee's death, or an
Employee's transfer from or termination of employment, or where there are insufficient funds available in
the Employee's earnings after withholding all legal and required deductions. Information concerning
deductions not made under this Section shall be forwarded to the Union Treasurer by the Payroll Officer,
which action will discharge the City's only responsibility with regards to such cases.

3.6. Indemnification

Only Union monthly dues, and the Public Employees Organized to Promote Legislative Equality
(P.E.O.P.L.E.) deduction will be deducted, and any deductions improperly made by the City because of
Union constitutional or by-law provisions, as well as rebates and death reimbursements, shall be refunded
by the Union to the Employees. The Union will indemnify and hold the City harmless from and against
any and all claims, demands, damages, suits, or other forms of liability that may arise out of or by reason
of any action taken or not taken by the City for the purpose of complying with the provisions of this
Agreement or in reliance upon any list, notice, assignments, authorization or certification furnished to the
City. Any sum paid to the Union in error will be refunded upon presentation of proper evidence thereof.

3.7.  Union Bargaining Committee

For negotiating purposes and on other matters where the CITY and the UNION meet, the CITY will
recognize and deal with the UNION Bargaining Committee (hereinafter referred to as the "Committee")
selected by the Employees. The number of Employees attending bargaining sessions as members of the
Committee shall not exceed twelve (12) employees from 1058 and two (2) employees from 1058-B, but
rotation of employees will be permitted. In addition, the Committee must be accompanied by additional
staff from Council 31 during contract negotiations. The UNION shall furnish the CITY with the names of
Employees who shall serve as members of the Committee and shall notify the CITY of any changes made
thereafter. Unless otherwise agreed by the parties, negotiations will be conducted during normal work
hours without loss of pay for the Committee. Negotiations will be conducted in accordance with good faith
bargaining procedures, under working rules agreed upon by the negotiators and their respective teams. The
Committee shall be released one half-hour prior to a scheduled negotiated session. The Committee shall be
allowed up to sixteen (16) hours of paid release time for the purpose of developing initial proposals for the
successor CBA. Paid release time under Article 3.7 may only be scheduled in minimum increments of 4
hours, subject to supervisor approval and notice requirements.
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3.8. Union Access

The City shall provide the Union reasonable access to workplaces to meet with employees covered by this
Collective Bargaining Agreement. This access shall at all times be conducted in a manner so as not to
impede normal operations. The access includes the following:

1. During the workday for meetings on the City’s premises, involving grievance investigations, and
workplace-related complaints of employees covered by this CBA without loss of pay for employees
(including employees representing the union).

2. For new City employee orientation, which shall be for up to one hour within the first two weeks of
employment without loss of pay for employees (including employees representing the union).

3. During non-work times to discuss collective bargaining negotiations, administration of collective
bargaining agreements, other matters related to the duties of the exclusive representative, and internal
matters involving the governance or business of the exclusive representative.

In processing grievances, permission must be received from the Department Head or his/her designee before
an employee shall leave a work area to conduct UNION business, or before a UNION officer may enter
CITY property to conduct UNION business, such request shall not be unreasonably denied. The
Department Head shall provide notice to the Employee's immediate Supervisor upon occasions in which
such mutual agreement has been reached in order that the Employee can be released during normal working
hours. If an Employee is required to attend a grievance hearing or a joint UNION/CITY meeting by virtue
of being a UNION officer, steward, witness or grievant, , the Employee shall be allowed to attend such
meeting during normal working hours with no loss of pay.

AFSCME Staff Representatives shall have reasonable access to the premises of the Employer to resolve
problems. Local Union members shall be allowed time off without pay for legitimate Union business such
as State or Area Wide Committee Meeting and International Conventions provided such members give
reasonable notice to his/her supervisor of such absence, and provided that departmental staffing levels allow
the time off in the opinion of the supervisor. The employee may utilize any accumulated time (holiday,
personal, vacation days, compensatory time) in lieu of taking such without pay. Such time off shall not be
detrimental in any way to the employee's record.

3.9. Bulletin Boards

The CITY will provide an appropriate number of locked bulletin boards where brief UNION bulletins may
be posted. Such bulletins may provide information on the UNION’s meetings, elections and results,
educational and social activities, and other UNION-related matters.

3.10. Safety

The City recognizes its responsibilities to provide a safe and healthful working environment for employees.
The Union also recognizes its responsibilities to cooperate with the City in maintaining and improving a
safe and healthful working environment. The parties agree to use their best efforts jointly to achieve these
objectives. It is understood that reasonable safety rules of the City not inconsistent with Federal, State or
Municipal Laws shall be complied with by all employees.



An employee shall not be assigned to any task abnormally dangerous or hazardous at the employee’s place
of employment. An abnormally dangerous or hazardous task shall be defined as those tasks, the dangers or
hazards of which are identifiably and substantially greater than the dangers or hazards inherent to the usual
performance of a given job, assignment, or task. This provision shall not be used, however, as an excuse
to avoid undesirable or unpleasant work conditions or assignments.

In the interest of each employee’s personal safety, the Union agrees to cooperate to the fullest extent with
Management’s safety and health measures and will impress upon its members the good and common sense
of observing all safety procedures and requirements. Employees are requested to notify their supervisors
of hazardous conditions and present suggestions to correct these conditions to make the job safer for all
employees. To this end, the Employer will provide a safety form upon which an employee may notify
management of safety items he/she desires to bring to the attention of the Employer. Cooperation in
observing safety rules will result in a safer, more pleasant work environment. Failure to observe a safety
rule is an unsafe practice and, as such, is subject to corrective disciplinary action.

The Union shall be entitled to submit recommendations and suggestions to the City and be represented on
the safety committee. The City agrees to confer with the proper representative of said Union in order to
coordinate and accomplish a safety program.

3.11. Time Off for Union Meetings

The Local President and the Secretary will be allowed time off work with pay for up to the equivalent hours
of three (3) working days each year, which resets every August 1%, according to their predominant shift
assignment (i.e. 12 hour shift = 36 hour, 8 hour shift = 24 hour). Time off of one full day or more must be
requested not less than seventy-two (72) hours in advance. Time off of less than one full day must be
requested not less than twenty-four (24) hours in advance and must be taken in not less than two (2) hour
increments. All such time off shall be for the purpose of conducting Union meetings for employees who
are working during the regularly scheduled Union meeting. If the Local President or Secretary is unable to
attend, then a member from this bargaining unit may substitute for the Local President and Secretary.
However, such substitution shall not result in an expansion of benefits already provided under this section.

3.12. Information provided to the Union

The Employer shall provide bargaining unit lists and employee contact information to AFSCME Council
31 at least once per month and upon request, in Excel or other mutually agreed upon editable digital file
format. These lists shall be emailed to the email address provided by AFSCME Council 31. The information
shall include name, address, job title, worksite location, work telephone numbers, identification number if
available, date of hire, work email address, any home and personal cellular telephone numbers on file with
the employer, and any personal email addresses on file with the employer. In addition, the employer must
provide the union the same information as above for all new hires within 14 calendar days of the date of
hire. The employer shall, upon request, and within ten (10) business days, provide to the union, personnel
transactions such as, promotions, layoffs, leaves, temporary transfers, returns from leaves, suspensions,
discharges and terminations involving bargaining unit personnel. The parties may mutually agree to a
reasonable extension of time to complete the information request(s).



3.13. Freedom of Information Act Disclosures to Outside Parties

The employer shall not disclose the following information of any employee: (1) the employee's home
address (including ZIP code and county); (2) the employee's date of birth; (3) the employee's home and
personal phone number; (4) the employee's personal email address; (5) any information personally
identifying employee membership or membership status in a labor organization or other voluntary
association affiliated with a labor organization or a labor federation (including whether employees are
members of such organization, the identity of such organization, whether or not employees pay or authorize
the payment of any dues of moneys to such organization, and the amounts of such dues or moneys); and
(6) emails or other communications between a labor organization and its members. As soon as practicable
after receiving a request for any information prohibited from disclosure under this subsection, excluding a
request from the exclusive bargaining representative of the employee, the employer must provide a written
copy of the request, or a written summary of any oral request, to the exclusive bargaining representative of
the employee. The employer must also provide a copy of any response it has made within 5 business days
of sending the response to any request.



ARTICLE IV

SENIORITY
4.1. Seniority

Seniority is defined as an Employee's total length of continuous service with the CITY, measured from the
most recent date of hire. An Employee shall be granted credit toward seniority while employed by the
CITY but not covered by this Agreement. There shall be no accumulation of seniority during an unpaid
Leave of Absence, or extension thereof, which exceeds thirty (30) days, unless accumulation of seniority
during a leave of absence is specifically granted by this Agreement.

For AFSCME Local 1058-B:

Seniority is defined as an employee's total length of service with the CITY, measured from the most
recent date of hire. An employee shall be granted credit towards seniority while employed by the CITY,
but not covered by this Agreement. There will be no accumulation of seniority for an unpaid leave of
absence except where required by law.

4.2. Seniority in Grade (Local 1058-B excluded)

Seniority in grade shall be interpreted to mean time in a classification of an Employee, measured from the
date of appointment to his/her current job title plus any time employed by the City in a higher classification
in that division.

Any new Telecommunicator employee hired, or transferred from another bargaining unit, shall be the least
senior in grade as of the date of their appointment or transfer.

4.3. Seniority Lists

A seniority list shall be compiled quarterly of all employees in accordance with length of service as an
employee of the CITY OF ROCKFORD as determined by the personnel records. The seniority list will
show name, start date, AFSCME range and step (pay grade) and current position title by Department and
division and will be available for inspection in the Human Resources Department during working hours. A
copy will be furnished to AFSCME.

AFSCME Local 1058-B:

On the first day of each January, a seniority list shall be compiled of all employees in accordance with
length of service as an employee of the CITY OF ROCKFORD as determined by the personnel records.
The seniority list will be available for inspection in the Human Resources Department during working
hours. A copy will be furnished to AFSCME Council 31 upon request.

4.4.  Loss of Seniority and Termination of Employment

Seniority and the employment relationship shall be broken and terminated if the employee:
A. Quits or retires;

B. Is discharged for just cause;



Is absent from work for three (3) consecutive working days without notification to the
CITY unless the employee cannot notify the CITY because of a proven physical
disability;

Fails to advise the CITY of intent to return to work within ten (10) working days after
receiving a notice of recall from lay off directed to the employee’s last known address by
certified mail, return receipt requested;

Fails to return to work within ten (10) working days notifying the CITY of intent to
return to work after receipt of a notice of recall from lay off;

Performs no work for the CITY for a period of time equal to the employee’s seniority;

Fails to report for work at the termination of a leave of absence or any authorized
extension thereof.

For AFSCME Local 1058-B:

Seniority and the employment relationship shall be broken and terminated if the

employee:
A)
B)

0)

D)

E)

F)

G)

H)

Quits or retires;

Is discharged for just cause;

Is absent from work for three consecutive working days without notification
to the CITY unless the employee cannot notify the CITY because of a
proven physical disability or an act of God proven to the satisfaction of the
CITY;

Fails to advise the CITY of intent to return to work within three (3) working
days after receiving a notice of recall from lay off directed to the employee's

last know address by registered mail, return receipt requested;

Fails to return to work within five (5) working days after notifying the CITY
of intent to return to work after receipt of a notice of recall from lay off;

Performs no work for the CITY for a period of time equal to the
employee's seniority;

Works for another employer during a leave of absence;

Fails to report for work at the termination of a leave of absence or
any authorized extension thereof.
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4.5. Equal Seniority

In cases where two or more employees are hired on the same date, a lottery drawing will be held within ten
(10) working days of the date of hire to determine total seniority ranking. The lottery shall be held in the
presence of the employees, a representative of management and a representative of the local UNION.

4.6. Job/Shift Assignments

Individual qualifications based on job performance to do the tasks required shall be considered first when
making job/shift assignments. For the purposes of job/shift assignment, where the ability and qualifications
to perform work are relatively equal, seniority as listed below shall be considered in the following order:

1. Seniority in grade
2. Seniority in classification
3. Employee preference

For AFSCME Local 1058-B:
The Department Head or his/her designee shall determine the size and composition by job title of the
work force required to be on duty at any and all times.

For CRU Assistants:
The Department Head or his/her designee shall determine the size and composition by job title of the work
force required to be on duty at any and all times.

4.7. Shift Assignments/Bumping — (Except for Telecommunicators, 1058-B, and CRU
Assistants)

Employees within a work section shall have the opportunity to exercise seniority for shift assignments
within each section. Employees wishing to bump may do so on each succeeding April 30. Employees
wishing to exercise this option must notify their Division Head in writing, 30 calendar days prior to April
30.

An employee may not be bumped during their probationary period. However, after successful completion
of the probationary period, an employee may be bumped. Upon notification by management to the
appropriate work section, any active employee within that section wishing to exercise seniority for shift
assignments must notify their Division Head in writing within five (5) working days. The bumping of an
employee coming off probation may occur only once, after which the requirements for active employees
will apply.

4.8. Reduction in Force (Excludes Local 1058-B)

Should a reduction in the workforce be required due to lack of work, lack of funds, the closing of a
classification, division, department or elimination of a position or positions, the Employer will meet with
the UNION to discuss the action to be taken in effecting the reduction before making any final decision. At
this meeting the CITY will provide the UNION with the rationale for reduction in force and give the UNION
the supporting data. The UNION may use this information to develop alternative approaches to achieving
the same financial and/or organizational goals and present these alternatives to the Employer for discussion
within two weeks after receiving the information from the Employer.

4.9. Reduction in Force Procedures
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Any required reduction in the work force shall proceed as follows:

A.

Part-time, temporary and probationary employees within the affected department shall be
laid off before regular Employees. Those Employees on probationary status as a result of
promotion, however, shall be considered regular Employees with respect to this paragraph.

If further reductions are required within a department after all part-time, temporary and
probationary employees have been laid off, the CITY shall determine the composition of
the work force to be retained. The number of Employees in each classification shall then
be reduced as necessary by laying off the Employees in that classification in reverse order
of their CITY seniority within a department as well as individual qualification to do the
tasks required.

An Employee subject to layoff may bump an Employee with less seniority who is in the
same classification and department. Employees exercising this option shall first attempt to
displace the less senior Employees in the immediately affected work location, then within
the division, and finally within the department, providing the Employee possesses the
knowledge, skill and ability required to perform the job, as determined by the Department
Head or his/her designee.

An Employee unable to exercise his/her seniority as provided in 4.9.C. above, may bump
Employees with less seniority in the next lower classification(s) within that department.

Any Employee who is "bumped" shall have the same rights to bump Employees in equal
or lower classification(s) as outlined above.

Employees scheduled to be laid off in accordance with the above provisions will be given
the opportunity to transfer to any vacant positions which might exist in another division,
provided he/she possesses the knowledge, skill and abilities to do the work, as determined
by the Department Head or his/her designee.

Any Employees reduced by virtue of bumping will be placed in their former position
provided a vacancy exists within that department.

4.10. Recall from Lay Off

Employees laid off under the terms of this Article will have recall rights to bargaining unit positions for a
period of one (1) year following layoff.

The following provisions shall apply to recalling bargaining unit employees:

A.

Laid off employees will be put on a recall list by City seniority and position classification
in reverse order of their layoff;

An Employee laid off from work shall retain his/her seniority and sick leave during such
layoff. No benefits shall accrue during the layoff period.

An Employee who removes his/her name from the recall list or fails to notify the Human
Resources Department within ten (10) working days from receipt of the Notice for Recall
shall lose all prior seniority rights. The Notice of Recall for any employee who has been
laid off shall be sent by certified mail to the last known address of the Employee.
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Employees on layoff shall forward any change of address to the Human Resources
Department.

The Employee is not obligated to accept a position lower than he/she occupied at the time
of layoff.

The Employee right to recall shall exist for one (1) year from the date of layoff.

The Employer will not hire any new Employees in position classifications for which a
recall list exists, if the Employee(s) on the recall list possess the knowledge skills and
abilities to do the work, as determined by the Department Head or his/her designee, or
unless all Employees on the list waive their right to recall to that position. New titles or
classifications shall not be used to circumvent the intent of this Article.

All recall lists will be made available to the UNION upon reasonable request within a
reasonable period of time.

For AFSCME Local 1058-B:
Employees laid off under the terms of this Agreement will have recall rights to bargaining unit positions
represented in Appendix "A" for a period of one (1) year following lay off under the following

provisions:

A)

B)

Laid off employees will be put on a recall list by position classification
in reverse order of their lay off;

Employees on the departmental recall list have the obligation to keep the
CITY advised in writing of their current address.

If there is a vacancy in the department and job classification from which the employee was laid off,
employees who are on the recall list shall be recalled in the reverse order of their lay off provided they
are qualified to perform the duties of that classification.
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ARTICLE V
CLASSIFICATIONS AND JOB POSTINGS
5.1. Classifications

The CITY shall provide the UNION with the current classification plan and classification specifications for
all jobs listed on Appendix "A". The classification specifications (job descriptions) will be provided by the
Human Resources Department. Classification specifications (job descriptions) will list appropriate
requirements for the position including desirable knowledge and skills, suggested training and experience
and a specific example(s) of duties. Although examples of duties shall not be all inclusive, they will list all
major duties expected to be performed by the Employee. The phrase "performs related work as required,"
where appearing in the job descriptions, shall be interpreted to mean "performs other duties as required or
assigned which are reasonably within the scope of the duties enumerated above." Classification
specifications (job descriptions) will be written and approved by the Human Resources Department.
Questions or disputes regarding classifications and/or job audits are not subject to the grievance procedure
contained in this Collective Bargaining Agreement. Classification specifications (job descriptions) will be
written and maintained as provided for in the City of Rockford's Personnel Rules & Regulations. Ten
working days prior to the implementation of the City's changes to classification specifications, and /or the
creation of new position classifications, the Union and the City will meet to discuss the impact of said
changes, or the inclusion of the new positions in the Bargaining Unit.

For AFSCME Local 1058-B:

The CITY shall provide the UNION with classification specifications for all jobs listed on Appendix
"A". The classification specifications (job descriptions) will be provided by the Human Resources
Department. Classification specifications (job descriptions) will list appropriate requirements for the
position including desirable knowledge and skills, suggested training and experience and a specific
example(s) of duties. The phrase "performs related work as required,” where appearing in the job
descriptions, shall be interpreted to mean "performs other duties as required or assigned which are
reasonably within the scope of the duties enumerated above."  Classification specifications (job
descriptions) will be written and approved by the Human Resources Department. Questions or disputes
regarding classifications are not subject to the grievance procedure contained in this Collective
Bargaining Agreement. Classification specifications (job descriptions) will be written and maintained as
provided for in the City of Rockford's Personnel Rules & Regulations.

5.2. Audits

The CITY, the employee(s) or the UNION may request a job audit. The process shall be as follows:
a. The requesting party must put in writing their reason for requesting a job audit including specific
details why it is warranted and citing where significant deviation exists from their current duties. The
request is submitted to the employee’s immediate supervisor.

b. The supervisor must approve the request acknowledging there is a valid reason for an audit. The
supervisor forwards the request to Human Resources.

c. The City shall provide the party requesting the audit with the employee's position questionnaire and
relevant job descriptions within ten (10) business days.

d. Upon the employee’s completion of the Position Description Questionnaire (PDQ), the employee
will provide a copy to their supervisor for review. The employee requesting the audit shall return the
completed audit not later than sixty (60) calendar days after receiving the audit forms. Any audit form
returned after this date shall be denied for consideration.
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e. The supervisor must observe the employee for one (1) day and note the findings of their observation.
The observation must justify the changes in the position that are being requested by the employee
and confirm that the duties and responsibilities identified by the employee in the PDQ are, in fact,
beyond the scope of the position.

f. The supervisor will forward the PDQ and their findings to Human Resources for review.

g. The Human Resources review will be concluded within thirty (30) business days and forwarded to the
requesting party, the Employee, the Union President, and supervisor/Department Head within ten (10)
business days after the completion of their review.

If the requesting party wishes to appeal the results, such appeals will be processed as follows:

The requesting party shall be entitled to appeal to the City’s Human Resources Appeal Board for
reconsideration of the allocation of the position. Such appeal must be submitted in writing to the Director
of Human Resources within thirty-one (31) calendar days of receiving the results of the audit. The Director
of Human Resources, within thirty (30) business days shall convene the City’s Human Resources Appeal
Board to conduct the appeal process. Before a recommendation by the City’s Human Resources Appeal
Board is made on the appeal, the applicable Department Head or designee and/or the requesting party shall
be given an opportunity to present information pertinent to the appeal. A recommendation on the appeal
shall be completed by the City’s Human Resources Appeal Board no later than thirty (30) business days
after hearing the appeal. Notice of final action on the appeal by the Mayor shall be given to the requesting
party, the Employee, the Union President, and the applicable Department Head no more than five (5)
business days after the Mayor’s determination on the appeal. A subsequent audit for the same position shall
not be filed for a period of one (1) year. When a job audit results in an upward reclassification (a
classification with a higher pay grade), the incumbent employee shall assume the title and grade and be
paid within the range of the reclassified position from the date the audit was received by the Human
Resources Department. An employee who, by reclassification, is assigned to a lower pay grade shall remain
at his/her same pay rate until further increases raise the maximum salary for his/her new classification.

5.3.  Job Postings

When a regular vacancy, that the CITY wishes to fill, occurs in a job classification covered by this
Agreement, the CITY will post the vacancy on designated City job posting bulletin boards and on
Sharepoint or equivalent intranet site for a period of ten (10) business days indicating that the position is
vacant. The posting shall state the position classification, the current shift assignment, the division section
to which the position is assigned, the qualifications as required by the CITY, a general statement of the job
duties and responsibilities and the rate of pay for the position. An employee may apply for a position by
completing the job application. Any bargaining unit employee may apply for a vacant position. Only
applications submitted within the time period shall be considered.

For AFSCME Local 1058-B:

When a regular vacancy, that the CITY wishes to fill, occurs in a job classification covered by this
Agreement, the CITY will post the vacancy for a period of five (5) working days indicating that the position
is vacant. The posting shall state the position classification, the current shift assignment, the division
section to which the position is assigned, the qualifications as required by the CITY, a general statement
of the job duties and responsibilities and the rate of pay for the position.

An employee may apply for a position by completing the job application. Any bargaining unit employee
may apply for a vacant position. Only applications submitted within the time period shall be considered.
54. Temporary Transfers
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Work assignments within a particular division shall be made first to Employees who are in the same division
in that classification. Documented temporary transfer of Employees outside of their classifications shall be
permitted for the following reasons:

A. To replace absent Employees who are in the classification;
B. To supplement the number of Employees who are in the classification; or
C. To train Employees.

Temporary transfer between departments/divisions or assignments of work in another classification will be
permitted when required by weather or emergency conditions, except that Clerical Employees shall not be
assigned outside work. Temporary transfer will be allowed between departments/divisions where there is
no other similarly classified person available within the same division/department.

For AFSCME Local 1058-B:

There shall be no restrictions on temporary, lateral transfers or transfers into a lower paying classification
as long as the CITY maintains the employee's current rate. Employees who are assigned and who are
held responsible for all duties and responsibilities of a higher classification shall be compensated at a rate
within the range of the higher classification. However, no change in pay will result until the employee
has performed all of the duties and responsibilities of the higher classification for fourteen (14)
consecutive calendar days.

5.5. Temporary Transfer Time Limits

Temporary transfer may not exceed ninety (90) days except where the transferee replaces another employee
absent due to leave of absence, vacation, illness, disability (of a duration of up to six months), or other
unusual circumstances designated by the Department Head or his/her designee.

Employees, upon request, will be provided written documentation of out-of-class opportunity.

5.6. Out of Class Pay

An Employee temporarily assigned to a position classification in an equal or lower pay grade than his/her
regular position classification shall be paid his/her regular rate. Whenever any Employee is assigned work
normally done by those in a higher classification, the corresponding higher rate shall be paid retroactively
to the first hour worked, when such assignment exceeds two (2) hours consecutively, and when the
Employee shall also accept fully all of the responsibilities and obligations attendant upon the higher
classification while on such assignment. There shall be no rotation of temporary assignments to circumvent
this provision.

No out-of-class pay shall be paid to an employee while receiving training. For purposes of this section,
"receiving training" shall mean being in the presence of an employee, designated as a trainer, for a specified
time period. The trainer (individual providing the training) may qualify for out-of-class pay, if applicable,
as outlined above.
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ARTICLE VI
PROMOTIONS/DEMOTIONS AND DISCHARGE
6.1. Promotions/Transfer

The City of Rockford believes in equal opportunity for all and will employ and/or promote/transfer the best
qualified persons to fill positions regardless of race, color, creed, sex, age or national origin. For purposes
of promotions/transfers where the ability and qualifications to perform work are relatively equal, past job
performance, performance evaluations, attendance, tardiness, training, testing, interviews, and seniority as
determined by the CITY as defined in Article IV shall govern. The order of selection for promotion/transfer
shall be as follows:

A. Qualified applicants within the same division.
B. Qualified applicants within the same department.
C. Qualified applicants within City service.

It is understood and agreed that City Affirmative Action goals may impact upon the above selection process.

For AFSCME Local 1058-B:

The City of Rockford believes in equal opportunity for all and will employ and/or promote the best-
qualified persons to fill positions regardless of race, color, creed, sex, age or national origin. The CITY
will also periodically review and evaluate all employment and/or promotional procedures and, when
necessary, take affirmative action to remedy any disparities found.

Consideration for promotion shall be given to applicants within the same division, applicants within the
same department and applicants within City service.

It is understood and agreed that City affirmative action goals may impact upon the above selection
process.

6.2. Demotion

Demotion is assignment of an Employee to a vacant position in a position classification having a lower
maximum salary than the classification from which the demotion was made. A Department Head or his/her
designee may demote an Employee for substandard performance or for inability to perform all the duties
of his/her position. Demotion to a vacant position (provided all parties agree) may be an alternative to
dismissal. An Employee shall not be demoted to a position for which he/she is not qualified. Written notice
of the demotion shall be given to the Employee and the Union at least three (3) calendar days before the
effective date of the demotion.

Twelve (12) calendar days following the effective date of the demotion, the salary of such Employee shall
be adjusted to that step of the new classification pay range nearest to, but less than, his/her current rate of

pay.

For AFSCME Local 1058-B:
A department head or his/her designee may demote an employee for substandard performance and/or for
inability to perform the duties of his/her position provided a vacancy exists.

Demotion to a vacant position (provided all parties agree) may be an alternative to dismissal. An
Employee shall not be demoted to a position for which he/she is not qualified. Written notice of the
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demotion shall be given to the Employee and the Union at least three (3) calendar days before the
effective date of the demotion.

6.3. Discharge

A department head or his/her designee may discharge an employee for substandard performance or for the
inability to perform the duties of the classified position. Discharge will be for just cause only.
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ARTICLE VII

DISCIPLINE
7.1. Discipline

The City agrees with the tenets of progressive and corrective discipline. While progressive discipline is
preferable there are instances when a written notice, suspension or dismissal is clearly warranted for the
first offense. Disciplinary action, therefore, may result in one of the following:

A. Written Notice of Oral Reprimand
B. Written Reprimand

C. Suspension

D. Discharge

Written notices of oral reprimands will not be used for the purpose of progressive discipline after a period
of twelve (12) months. Written reprimands will not be used for the purpose of progressive discipline after
a period of eighteen (18) months. The stated time period for considering progressive discipline does not
include time off for on-the-job injury, extended leave of absence, or illness which extends longer than ten
(10) working days. Disciplinary action may be imposed upon an Employee only for just cause. An
Employee shall not be demoted for disciplinary reasons. Discipline shall be initiated as soon as possible,
but not more than five (5) working days after the City is aware of the event or action giving rise to the
discipline and has a reasonable period of time to investigate the matter.

The date upon which discipline commences may not exceed forty-five (45) days after the completion of the
pre-disciplinary meeting.

For AFSCME Local 1058-B:

The City agrees with the tenets of progressive and corrective discipline. Disciplinary action may be
imposed upon an employee only for just cause. While progressive discipline is preferable there are
instances when a written warning, suspension or dismissal is clearly warranted for the first offense.
Disciplinary action, therefore, may result in one of the following:

A. Oral Reprimand

B. Written Reprimand
C. Suspension

D. Discharge

Written notices of oral reprimands will not be used for the purpose of progressive discipline after a
period of twelve (12) months. Written reprimands will not be used for the purpose of progressive
discipline after a period of eighteen (18) months. Discipline shall be initiated as soon as possible, but
not more than five (5) working days after the City is aware of the event or action giving rise to the
discipline and has a reasonable period of time to investigate the matter.

7.2. Multiple Violations (Excludes AFSCME Local 1058-B)

Disciplinary violations, whether related or not, may be cause for more severe disciplinary action.

7.3. Disciplinary Actions

When disciplinary action is contemplated by the Employer the Employer shall:
A. Inform the employee of pending disciplinary action and the nature of the offense;
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B. Set a time and place for the disciplinary meeting; and

C. Advise the employee that UNION representation may be present at the established
meeting.
D. Normally be done in a manner which will not embarrass the Employee before other

Employees or the public.
For AFSCME Local 1058-B:

E. Issue a written and electronic copy of all discipline imposed on bargaining unit members
to the union at the same time it is issued to the employee. Discipline shall be issued in the
presence of a union official. If an employee declines to have a union representative
present at the disciplinary meeting, the City shall issue an electronic copy of discipline
imposed on bargaining unit members to the union.

7.4.  Notification of Disciplinary Action

At the disciplinary meeting the City will furnish the employee with a clear, concise statement for the reasons
of disciplinary action. The Employee and Union representative, if present, shall be given the opportunity
to rebut or clarify the reasons for such discipline. After the rebuttal or clarification, the City shall determine
to reduce or uphold the disciplinary action and inform the Employee and Union representative.

7.5. Suspension Pending Discharge

The CITY may suspend an employee for up to thirty (30) calendar days with or without pay pending the
decision for discharge. If the Union desires to contest a discharge, it shall be initiated at the third step of
the grievance procedure. In the event the City discharges an employee, the Union shall be immediately
notified.

For AFSCME Local 1058-B:
The CITY may suspend an employee for up to thirty (30) calendar days with or without pay pending the
decision whether or not charges for discharge shall be filed against the employee.

7.6. Removal of Discipline

An Employee shall have the right to review his/her personnel file and, following eighteen (18) months from
the date of any written warning or reprimand, shall have the right to confer with the Human Resources
Director or his/her designee regarding the continuing relevance or appropriateness of the document. The
record shall then be removed if the Human Resources Director or his/her designee, after consultation with
the affected Department Head, agrees that the discipline is no longer relevant or appropriate.

7.7. Scheduling of Disciplinary Meetings (Excludes AFSCME Local 1058-B)

If the Employee desires Union representation, the disciplinary meeting will be scheduled at a time mutually
convenient to the Union representative, the Employee and the Management Representative.
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8.1.

ARTICLE VIII

HOURS OF WORK

Work Day/Work Week

A.1)

2)

3)

The established workweek shall begin at 12:01 a.m. Sunday, and extend to 12:00 midnight
the following Saturday and shall consist of forty (40) hours. Regular part-time employees
may be assigned to a workweek, which is less than forty (40) hours.

For Telecommunicators, the established workweek shall begin and end according to the
following shift assignments:

A & C (days) — 12:01 PM Saturday through 12:00 PM (Noon) the following Saturday
B & D (nights) — 12:01 AM Sunday through 12:00 AM (Midnight) the following Sunday

The workweek shall consist of an average forty-two (42) hour workweek. The above shifts
shall be permanently assigned shifts according to the provisions in this agreement.

Flex Time - An employee may submit a written proposal to their supervisor for a revision
in their working schedule. This schedule must be feasible for the job site. Denials will not
be subject to arbitration. This does not apply to Telecommunicators.

The normal workweek is Monday through Friday. Employees shall be scheduled for five
(5) consecutive workdays with two (2) consecutive days off during each seven- (7) calendar
day period. Work schedules may be changed, in accordance with the Collective Bargaining
Agreement, to represent four (4) consecutive ten (10) hour days with three (3) consecutive
days off during each seven- (7) calendar day period. This article shall be consistent with
8.1.A. Regular part-time employees may be assigned other schedules consistent with the
needs and operational requirements of the City.

If the City desires to initiate a ten- (10) hour schedule, they will meet first with the Union
and present information regarding the necessity for the change. If individuals are assigned
a ten- (10) hour schedule, two (2) of the three- (3) consecutive days off must be Saturday
and Sunday. Nothing in this article shall prohibit covered employees and management to
establish temporary or compressed work schedules, upon mutual agreement. The Union
will be provided with a list of employees serving non-traditional work schedules upon the
schedule’s inception.

A workday shall consist of twenty-four (24) hours beginning at 12:01 a.m. and ending at
12:00 midnight and there shall be seven (7) workdays in a workweek.

The hours of work in a workday shall be consecutive. If a workday extends beyond 12:00

midnight, the hours worked continuously thereafter shall be considered as a part of the
workday on which the shift began.
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A workday shall be divided into three shifts (i.e., first shift 6:00 a.m. to 2:00 p.m.; second
shift 2:00 p.m. to 10:00 p.m.; third shift 10:00 p.m. to 6:00 a.m.). Second and third shift
shall be subject to the payment of night differential. The determination of shift shall be
based on the time period in which the majority of the Employee's scheduled workday falls.

There shall be no re-scheduling of shifts to circumvent this provision.

Telecommunicator’s workdays shall be divided into two (2) shifts. Day shifts shall be 6:00
a.m. to 6:00 p.m. Night shifts shall be 6:00 p.m. to 6:00 a.m. Night shift subject to third
shift differential. Employees will not be forced to work more than twelve (12) hours in a
workday and no more than six (6) hours at any specific workstation.

911 Telecommunicators shall be provided with a minimum of twelve (12) hours of rest in
between all shifts.

Pilot Program: For a period of one year after the approval and ratification of the successor
CBA, Telecommunicators shall be provided with a minimum of twenty-four (24)
consecutive hours of rest during each pay period, this twenty-four (24) hour period shall
not include the twelve (12) hour rest period. The twenty-four (24) consecutive hours shall
be designated by management during each pay period. An employee who has used accrued
time off during a pay period shall not be subject to this provision. The twenty-four (24)
consecutive hours shall not accumulate from one pay period to the next pay period. This
provision shall not apply to an employee who voluntarily works overtime on all of his/her
scheduled days off in any pay period. This Pilot Program may only be extended by mutual
agreement of the parties.

The City shall have the right to change the shift and hours of City Employees; however, all
such changes shall be made in a reasonable manner and notice shall be given to the
Employee seven (7) calendar days before any change in shift or hours are made. 911
Employees shall be given a fourteen (14) calendar day notice before any change in shift
that results in an “a.m. to p.m.” or “p.m. to a.m.” change of shift. Shift assignment and
schedules shall be governed by the provisions of Article IV of this Agreement. If there are
insufficient volunteers for a particular shift assignment, the Department Head or his/her
designee shall assign Employees to the shift by inverse order of seniority among those
Employees qualified to do the tasks required. All Employee schedules will be posted at
the work site.

Employees will be paid every two- (2) weeks. When changing from Standard Time to
Daylight Time, and vice-versa, Employees will be paid only for actual hours worked.

For AFSCME Local 1058-B:

A.

The established work week shall begin at 12:01 a.m. Sunday, and extend to
12:00 midnight the following Saturday and shall consist of forty (40) hours.
Regular part-time employees may be assigned to a work week which is less
than forty (40) hours.

A work day shall consist of twenty-four (24) hours beginning at 12:01 a.m.

and ending at 12:00 midnight and there shall be seven (7) work days in a
work week.
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The hours of work in a work day shall be consecutive. If the work day
extends beyond 12:00 midnight the hours worked continuously thereafter
shall be considered the part of the work day on which the shift began.

The CITY has the right to change the hours for employees, however notice of
said changes and time shall be given in a reasonable manner. For changes in
schedule that are reasonably anticipated to last five (5) consecutive working
days or more, the Employee shall be afforded a minimum of five (5) working
days notice of said change.

The department head or his/her designee shall determine the size and
composition by classification of the workforce required to be on duty at any
and all times. The Employees' abilities and qualifications will be considered
and weighed when making job/shift assignments.

When changing from standard time to daylight time and vice versa,
employees will be paid only for actual hours worked.

If employees are assigned to a forty (40) hour work schedule of greater than
eight (8.0) hour days (compressed work week), they shall be eligible to utilize
vacation, personal, or unpaid time to cover for any difference between their
work day and eight (8.0) hours holiday pay.

8.2. 911 Center Shift Trades

Employees shall be allowed to trade shifts with other employees to gain specific days/hours off; with
supervisory approval provided no overtime shall accrue to the employer. Shift/time trades shall be
governed by the following guidelines:

A1

2)

3)

4)

S)

6)

7)

Employees on probation are prohibited from shift/time trades without the prior written
approval of the 911 Director.

Any employee fulfilling any shift/time trades will not be allowed to use any vacation
time, personal time, or holiday time to satisfy the shift/time trade commitment.

Once a time trade has been established, employees shall not be allowed to trade within
the trade.

Employees engaging in shift/time trades are responsible for the coverage of their on-call
commitments.

Employees who are sick twice within a six (6) month period to satisfy a shift/time trade
commitment will be prohibited from shift/time trades for the following six (6) month
period.

Shift/Time Trade procedures may be reviewed and/or modified by mutual agreement of
the management and the union on a bi-annual basis.

Employees shall be limited to a total of 24 whole shift trades in a calendar year. A “whole”
shift trade shall be defined as the combination of an initiated trade and a subsequent
repayment, or an accepted trade and the subsequent repayment. For purposes of counting
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8.3.

C.

1)

2)

3)

4)

5)

6)

trades, an individual shift duty day (12 hours) or time less than 12 hours on a duty day shall
be counted as a trade. Consecutive days traded count as individual trades for each day.
Any time trade of one hour or less shall not be recorded as a trade for purposes of this
article.

Shift assignments shall be made through a process of selection bidding to begin and be
completed on a single workday designated by management during the last full week of
October in order of seniority in grade. Management shall also post an updated list
displaying seniority in grade and a list of the number of available positions for each shift
at least one week prior to the designated day. Shift Assignments will begin with the first
day of the first full payroll period in January and shall end on the last day of the last payroll
period that begins in the following December month. The period for vacation selection
shall correspond with the shift assignment period.

Employees shall be eligible to designate their shift preference by selecting an available
shift slot. The selection of a shift shall be determined by seniority in grade in accordance
with Article 4.2. Shift preferences shall be chosen and completed by individual employees
on a single master schedule.

Probationary employees whose anniversary date is after December 31 of the current year
shall not be eligible for selecting a shift preference, unless they are fully certified and
eligible for mandatory overtime. Non-eligible probationary employees will be assigned to
specific shifts by management discretion.

Any shortfalls/over-runs on a particular shift shall be assigned by drawing first from the
same day or night shift, and then filling any additional imbalances from the opposing day
or night shift, until all appropriate levels are met. For fifty percent of the desired number
of positions for a particular shift, seniority in grade shall bind them to this shift, the
remaining fifty percent of available positions shall be moved to either particular shift (i.e.
Days A or C, Nights B or D) according to management discretion.

If any employee fails in any way to make their selection within the time designated for
their selection (maximum one-half hour); they will be passed over by all subsequent “in
grade” Telecommunicators. Telecommunicators who cannot attend on the designated
selection day, may make their specific preference known in writing and must submit such
preference to the 911 Center Manager no later than 6:00 PM on the day preceding the
designated selection day. Employees unavailable for selecting shifts may designate an
employee to serve as proxy by providing written notice to their supervisor at least 24 hours
prior to the designated day. There shall not be any other form or method of selection other
than what is described in this article. Any Telecommunicator failing to make a selection
on this date shall be assigned by management discretion.

Whenever there is an initial opening on any shift, due to termination, resignation, or
additional personnel passing probation, the shift opening shall be offered to existing
personnel, in order of seniority with management approval. Any subsequent vacancy
following the initial opening shall be barred from existing personnel, unless management
chooses to open up to existing staff.

Assistant Shift Supervisors shall select shifts by order of Seniority in Grade

911 Center Shift Transfer
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Whenever there is an opening on any shift, due to termination, resignation, or additional personnel passing
probation, the shift opening shall be offered to existing personnel, in order of seniority with management
approval.

8.4. Recording Time (Excludes AFSCME Local 1058-B)

All employees are required to punch or record their own time at the beginning and at the end of each work
shift and fill out any necessary work sheets. Employees reporting late for work shall be docked for only
the time missed rounded to the nearest fifteen- (15) minutes, unless a disciplinary suspension has been
imposed.

8.5. Break Periods (Excludes AFSCME Local 1058-B)

Regular full-time Employees shall be given two (2) fifteen (15) minute breaks for a normally scheduled
eight (8) hours day, two (2) twenty (20) minute breaks in a normally scheduled ten (10) or twelve (12) hour
work day, one during each half work shift. Breaks may not be granted immediately after the beginning of
the workday or immediately prior to the close of the workday unless designated by the Department Head
or his/her designee.

Weather permitting, breaks shall be taken at the work site unless otherwise approved by the Department
Head or his/her designee. Exact time of the breaks will be at the discretion of the Department Head or
his/her designee as governed by the nature of the ongoing work. Unusual and emergency work situations
may preclude the taking of rest periods during the work shift.

For AFSCME Local 1058-B:
There shall be two (2) fifteen (15) minute rest periods, one during the middle portion of each half of a
work shift. Rest periods shall not be continuous to the lunch period.

8.6. Lunch Periods (Excludes AFSCME Local 1058-B)

Lunch periods of thirty (30) or sixty (60) minutes may be established by the Department Head or his/her
designee and will be made part of the work schedule. Rest periods shall not be continuous to the lunch
period. Employees who are required to eat a meal while at work shall have no scheduled lunch hour. All
established lunch periods will be deducted from the workday in determining the total hours worked. In the
event Employee(s) must forego their lunch period, at the direction of their immediate supervisor, the time
worked during the lunch period shall be deemed to be overtime in the event the Employee(s) works longer
than the regularly scheduled work day as a result of the lack of a lunch period.

There shall be a paid twenty (20) minute scheduled lunch period in the 911 Communications Center for
Telecommunicator employees.

For AFSCME Local 1058-B:

Lunch periods of thirty (30) or sixty (60) minutes may be established by the Department Head or his/her
designee.

8.7. General Provisions (Excludes Telecommunicators and AFSCME Local 1058-B)

All employees, except for 911 Telecommunicators, shall be granted the following privileges:
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A. Return to yards by field or outside workers is permitted to a maximum of ten (10) minutes
before the end of the shift for personal cleanup or wash up time.

B. All personnel will be granted a paid rest period of fifteen (15) minutes within every four
(4) hour period worked outside of the Employee's regularly scheduled work shift. After
said four (4) hours, all personnel will be entitled to a paid lunch period of one-half (1/2)
hour. However, in emergency operations, the exact time of these rest periods will be
determined by the Department Head or his/her designee.

C. Field or outside workers shall be assigned inside work, where such work is available when
the temperature is below 0 Fahrenheit, except in cases of emergency.

D. If an Employee (excluding standby personnel for time prior to receiving a call to work in
accordance with Article 10.4) works for a period of twelve (12) hours or more, he/she shall
be granted a paid meal by the Department Head or his/her designee not to exceed eleven
dollars ($11.00) per person. Upon occasions designated by the Department Head or his/her
designee, it may be necessary to split the work crew, in order to maintain a workforce at
the job site in question. Reimbursement must be requested within the payroll period that
it is incurred or the immediately following payroll period, or the same shall be deemed
waived.

8.8. Physical Examinations (Excludes AFSCME Local 1058-B)

Time missed by Employees for medical treatment and/or therapy for work related injuries/illnesses, or to
take physical examinations that are required by the City, will be paid for as hours worked at straight time.
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ARTICLE IX
GRIEVANCE PROCEDURE
9.1. Definition

A. A grievance is defined as any dispute or controversy between the City and the Union or
between the City and any employee covered by this Agreement concerning the application
or interpretation of this Agreement, or the discipline or discharge of any Employee. Every
attempt will be made to keep the grievance procedure free of non-meritorious grievances.

B. Grievances may be processed by the Union on behalf of an Employee or on behalf of a
group of Employees having similar or identical grievances, setting forth name(s) or
group(s) of Employee(s). Either party may have the grievant or one grievant representing
a group grievance present at any step of the grievance procedure, and the Employee is
entitled to Union representation at each and every step of the grievance procedure. The
resolution of a grievance filed on behalf of a group of Employees shall be made applicable
to the appropriate Employees within that group.

9.2. Timing for Filing a Grievance

A grievance shall be barred and not considered if based upon a condition or event that has or has not
occurred during the ten (10) working days immediately prior to the date on which the employee knew of
the event.

9.3. Procedure

The CITY and the UNION agree to the following exclusive procedures of presenting and adjusting
grievances, which must be processed in accordance with the following steps, time limits and conditions.
Both parties to this Agreement believe that better Employee relationships are promoted by an exchange of
ideas and a discussion of mutual problems in a timely manner. The parties further agree that the purpose
of this procedure is the resolution of disputes defined in 9.1.A. at the earliest possible step in the grievance
procedure.

Step One Following the procedure above, an employee and/or a Union Official may initiate the
grievance process by notifying in writing the designated management representative for that
section/division within five (5) working days after the event or condition which gave rise to the grievance.
The written notice shall include, at a minimum, the applicable section in the Collective Bargaining
Agreement and a synopsis of the facts giving rise to the grievance. In the event a grievance develops, the
employee will continue to perform their assigned duties and grieve their complaint later. The City will
operate under a "work now grieve later" condition. A written presentation of the grievance should be made
by the employee and/or a Union Official to the supervisor. The supervisor will meet with the employee
and Union Official and attempt to resolve the grievance. The supervisor shall respond in writing to the
employee's and/or Union Official's presentation within five (5) working days. If this matter is not resolved,
the Union Official should proceed to step two.

Step Two If the response of the supervisor in Step One is not satisfactory the Union Official, shall
present the written grievance and response from Step One to the department head or his/her designee within
five (5) working days after the receipt of the answer in Step One. The grievance at this step will be in
writing and signed by the employee and/or Union Official. The grievance shall set forth the facts of the
dispute; the remedy sought and shall refer to the specific provision or provisions of the contract alleged to
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have been violated. Only one subject matter shall be covered in any one grievance and the subject matter
may not change during the course of the grievance procedure outlined herein.

The department head may investigate the grievance and shall schedule a conference with the Employee.
The department head or his/her designee will prepare a written response to the employee and/or Union
Official within ten (10) working days of the receipt of the grievance. The response will be given to the
Union Official.

Step Three (Excludes AFSCME Local 1058-B) If the response of the department head to the Union in
Step Two is not satisfactory, the Union may present the written grievance from Step Two to the Director of
Human Resources or his or her designee within five (5) working days after receipt of the answer in Step
Two. The Director of Human Resources or his or her designee shall have a conference with the employee
and other employees as necessary to fully review the employee's grievance. Said conference shall be held
within fifteen (15) working days of the receipt of the grievance. The Director of Human Resources or his
or her designee shall prepare a written response to the employee within twenty (20) working days of the
final conference. The response will be given to the Union Official.

In the event that the Director of Human Resources or his or her designee fails to respond to a grievance
within twenty (20) days as provided above, the Union shall have five (5) business days to deliver written
notice to the Director of Human Resources of such failure. After receipt of such notice the Director of
Human Resources shall have five (5) business days in which to furnish a response or the grievance shall be
deemed denied.

For AFSCME Local 1058-B:

Step Three If the response of the department head to the Union in Step Two is not satisfactory, the
Union may present the written grievance from Step Two to the Director of Human Resources or his or
her designee within five (5) working days after receipt of the answer in Step Two. The Director of
Human Resources or his or her designee shall have a conference with the employee and other employees
as necessary to fully review the employee's grievance. Said conference shall be held within fifteen (15)
working days of the receipt of the grievance. The Director of Human Resources or his or her designee
shall prepare a written response to the employee within twenty (20) working days of the final conference.
The response will be given to the Union Official.

In the event that the Director of Human Resources or his or her designee fails to respond to a grievance
within twenty (20) days as provided above, the Union shall have five (5) business days to deliver written
notice to the Director of Human Resources of such failure. After receipt of such notice the Director of
Human Resources shall have five (5) business days in which to furnish a response or the grievance shall
be deemed sustained, and the requested adjustment shall be made to the grievant. Any grievance that is
sustained pursuant to this paragraph shall be on a non-precedent setting basis. In order for a grievance to
be eligible to be automatically sustained, the grievance must meet the requirements outlined in the
grievance procedure above, and shall be clear and specific as to the adjustment sought.

94. Arbitration

If the Director of Human Resources’ written response in Step Three does not satisfactorily dispose of the
dispute, the grievance may be appealed to arbitration by the Union. Such appeal must be requested within
thirty (30) calendar days after the date of the Step III response. Only the Union or the Employer, and not
individual employee(s) can submit a demand for arbitration.

Both the Union and City agree to establish a permanent roster of four (4) arbitrators who will hear arbitration
cases on a rotating basis in order of date/time received in the Human Resources Department. The arbitrator
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roster shall be selected by a striking process through separate panels of seven (7) named arbitrators. For
each panel, both the Union and the City have the right to reject the panel once. The Union will strike first
on the First and Third arbitrator to be selected, and the City will strike first on the Second and Fourth
Arbitrator to be selected. All arbitrators submitted on the panel for selection shall be accredited with the
American Arbitration Association.

The Roster of Arbitrators will be listed in alphabetical order and such list will be retained by both the
Employer and Union. Arbitrators will be designated by the parties in alphabetical rotating order. The
designated arbitrator must be notified within seven (7) working days after the date the notice of the appeal
request was presented by the Union to the Human Resources Department. If the designated arbitrator is
unavailable to hear the grievance within sixty (60) calendar days from the date of notice, the next arbitrator
in rotating order shall be chosen, and so on until a selection has been made.

The parties may mutually agree not to use a particular arbitrator for a specific case, or to select an arbitrator
who is not on the roster. The term for each arbitrator shall not exceed two (2) calendar years. For the initial
panel, the first and second arbitrator selected shall serve a three- (3) year term, and the third and fourth
arbitrator shall serve a two- (2) year term. The removal of an arbitrator shall not interfere with any
arbitration cases already designated. The parties may mutually agree at any time to remove any arbitrator
from the Roster. The selection of a new arbitrator shall be in accordance with the above described selection
process.

Arbitration shall be conducted in accordance with the American Association Rules for Expedited
Arbitration, except as amended in this agreement, subject to the following conditions:

A. The arbitrator has no authority to change an existing wage rate, establish a new wage rate, or rule
on the city’s right to manage or direct its workforce unless this Agreement contains a specific and
explicit limitation of such right and the arbitrator may not infer from any provision of this
Agreement any limitations of such rights.

B. The arbitrator shall not add to, subtract from, ignore, or change any of the provisions of this
Agreement.
C. Each party shall furnish to the arbitrator and to the other party whatever facts or materials the

arbitrator may require to properly weigh the merits of the grievance being arbitrated, provided,
however, that such facts or materials must have been presented and discussed during the grievance
procedure preceding arbitration.

D. Both parties shall equally share the cost and expenses of the arbitration proceedings, including
transcript fees and fees of the arbitrator.

E. The arbitrator’s decision on an arbitrable matter within his/her authority shall be final and binding
on both parties.
F. If either party wishes to submit a post hearing brief for a particular grievance, it shall notify the

other party prior to the designation of an arbitrator. In the event of the filing of briefs, the arbitrator
shall render his/her decision within thirty (30) calendar days after the agreed upon submittal date
for the filing of briefs.

9.5. The Effect of Time Limits
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The parties agree to follow each of the foregoing steps in the processing of a grievance; and if in any step,
the CITY'S representative fails to give their written answer within the time limit, the grievance shall
automatically be transferred to the next step. Any grievance not moved by the UNION to the next step
within the time limits provided following the CITY'S answer will be considered settled on the basis of the
CITY'S last answer. Extensions of days to answer or move a grievance or hold a meeting may be allowed
by mutual agreement (in writing).

9.6. Release Time
During the grievance meeting and during the arbitration hearing the grievant, a designated representative

from the Union and any pertinent Employee witnesses shall, during working time, be granted release time
and time spent in such attendance shall be counted as time worked.

9.7. General Provisions

All documents upon which the past grievance decision was based, shall be provided prior to the next step
of the grievance procedure.
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ARTICLE X
OVERTIME OPPORTUNITIES AND PAY
10.1. Definition

Any employee who is required to perform work in excess of forty (40) hours per week, shall be compensated
at the rate of time and one half his/her regular base hourly rate. Overtime shall not be compounded nor
paid on overtime. For purposes of overtime computation, vacation time, holidays, sick time, jury duty and
bereavement leave shall be considered as time worked.

10.2. Overtime Calculations (Excludes AFSCME Local 1058-B)

All calculations of overtime, whether paid or compensatory time, time worked prior to or immediately
following the Employee's regular shift, shall be computed in no less than fifteen (15) minute increments.
The excess of any overtime work, which cannot be divided by fifteen (15) minutes shall be rounded to the
nearest fifteen- (15) minutes, for the purposes of overtime calculations. The employee shall choose pay or
compensatory time in writing during the overtime shift or next regular shift, otherwise said overtime shall
be paid out.

10.3. Call-In Pay

An Employee called in to work at any time after or before his/her regularly scheduled work hours, shall
receive no less than two and one-half (2 1/2) hours pay, at the rate of time and one-half his/her regular base
hourly rate. This call-in provision shall not apply if hours worked in addition to the regularly scheduled
hours are worked as an extension of the Employee's regularly scheduled hours, subsequent to the
Employee's regularly scheduled hours of work. If an Employee is called in under the provisions of this
Section and works at least two and one-half (2 1/2) hours, he/she shall be entitled to at least thirty (30)
minutes travel time, at the applicable overtime rate, in addition to the two and one-half (2 1/2) hours
minimum guarantee. If an Employee is called in to work under the provisions of this Section and works
less than two and one-half (2 1/2) hours, he/she will be guaranteed at least two and one-half (2 1/2) hours
pay, but will not receive the thirty (30) minutes travel time guarantee.

For AFSCME Local 1058-B:

1. The City may utilize supervisory or on-duty City employees to respond to after- hours events
including but not limited to fires, building damage events, warrant service or other matters that
may require inspection or potential condemnation.

2. A 1058 B Employee called in to work at any time after or before his/her regularly
scheduled work hours, shall receive no less than two and one-half (2 1/2) hours pay, at the rate
of time and one-half his/her regular base hourly rate. This call-in provision shall not apply if hours
worked in addition to the regularly scheduled hours are worked as an extension of the
Employee's regularly scheduled hours, subsequent to the Employee's regularly scheduled
hours of work. If an Employee is called in under the provisions of this Section and works at least
two and one-half (2 1/2) hours, he/she shall be entitled to thirty (30) minutes travel time, at
the applicable overtime rate, in addition to the two and one-half (2 1/2) hours minimum
guarantee. If an Employee is called in to work under the provisions of this Section and works
less than two and one-half (2 1/2) hours, he/she will be guaranteed at least two and one-half (2
1/2) hours pay, but will not receive the thirty (30) minutes travel time guarantee. Employees
called in shall calculate the time worked from the time they punch in until they punch out.

10.4. Stand-By Pay
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Individual Employees who are scheduled, pursuant to Paragraph 10.6., to handle customer calls, service
calls, or emergency calls outside of regularly scheduled working hours, are paid straight time pay at two
hours for any hours the Employee is on stand-by in each twenty-four (24) hours period. Stand-By Pay shall
be paid each payroll period as it is earned and may be accumulated as Compensatory Time. Employees
called in subject to this provision shall receive call-in pay when called in as a stand-by Employee. Any
Employee required to be on stand-by will be provided at the request of the employee with a portable
communication device for those periods when the Employee is on standby.

Any employee who receives stand-by pay pursuant to this article shall be required to report for duty, if
called, within one (1) hour of being summoned. If an employee is unable to fulfill a stand-by obligation
due to illness, the employee shall notify supervision immediately. An employee who is unable to fulfill his
or her stand-by obligation shall forfeit stand-by pay.

10.5. Stand-By Pay for the 911 Center

Telecommunicators will be assigned, by seniority, a full stand-by shift no more than one time in a two- (2)
week period. Employees required to cover an on call shift shall receive (1) one hour stand- by pay.
Effective 1/1/97, Employees required to cover an on call shift shall receive (2.0) two hours stand-by pay.
Stand-by pay may be accumulated as compensatory time.

Any employee who receives stand-by pay pursuant to this article shall be required to report for duty, if
called, within one (1) hour of being summoned. If an employee is unable to fulfill a stand-by obligation
due to illness, the employee shall notify supervision immediately. The employee will forfeit stand-by pay
for that day.

Telecommunicators may volunteer to work overtime in place of the on-call person by signing up on a list
at the supervisor's console. The on-call person shall call in no later than one (1) hour prior to the beginning
of the shift. If overtime is required and volunteers have signed up, the on-call person shall have the choice
of whether to work the shift.. The employee is subject to discipline if they report an illness after being
called for duty.

Employees shall not be subject to discipline for violation of stand-by pay provisions if the supervisor is
advised of a legitimate illness prior to the placement of the call to the employee being called for duty.

When mandatory overtime is needed the on-call employee will be utilized prior to forcing an employee
from the alternative shift (nights for days; days for nights).

10.6. Assignment of Overtime

Assignment of employees to overtime shall be governed by the following considerations and procedures:
A. The decision as to whether overtime is required to complete tasks shall be at the discretion of the

Department Head or his/her designee. It is understood that Employees shall not have the right to
authorize their own overtime.

B. Overtime shall be assigned as follows:
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1. In assigning overtime, those employees currently working on a task, which is to be continued
or completed through the use of overtime shall first be offered the opportunity to perform the
overtime work. Employees refusing such overtime opportunity shall be credited with the
overtime for purposes of overtime equalization.

2. In the event of approved leave the individual on the rotating list for assignment for overtime
will not be passed up. When they return from the approved leave their assignment will then be
made at the next opportunity for being assigned to overtime duty.

3. Protected days off will begin with the first scheduled one-half (1/2) work day approved off
throughout all concurrent days until the employee’s next scheduled work day.

Separate rosters of employees in each classification within a section shall be maintained by the
Department Head or his/her designee, for the purposes of overtime equalization. For the purposes
of overtime, employees in the respective Department, Division, or Section will be offered the
opportunity, once annually, on April 30 to sign up for overtime. Employees who indicate a
willingness to perform such work will be selected according to policies outlined For overtime
equalization practices. Whenever an insufficient number of employees have volunteered, the
Department Head or his/her designee involved has the right to assign employees having the
required skills on an inverse seniority basis.

The order of force-backs shall be as follows:

1. Qualified employees within the respective section
2. Qualified employees within the respective division
3. Qualified employees within the respective department

The City agrees to distribute force-back overtime on a rotating basis, in an inverse seniority order
and to post the list related to this practice.

Employees who refuse to perform assigned overtime work shall be subject to disciplinary penalty.
Upon request of management personnel or a supervisor, employees who have signed up for
overtime work shall be required to perform such work; however, upon presentation of an excuse
acceptable to management, such employee may be relieved of overtime assignment.

For AFSCME Local 1058-B:

Assignment of Employees to overtime shall be governed by the following considerations and

procedures:

A.

The decision as to whether overtime is required to complete tasks shall be at the discretion
of the Department Head or his/her designee. It is understood that Employees shall not have the
right to authorize their own overtime.

Overtime shall be assigned as follows:

1. Those Employees currently working on a task which, is to be continued or completed
through the use of overtime shall be required to perform the overtime work.

2. Separate rosters of Employees in each classification within a division shall be
maintained by the Department Head or his/her designee. Said roster shall indicate
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the number of overtime hours worked by each employee. Overtime shall be required
of the Employee who has performed the fewest overtime hours in his/her respective
classification. If there is an equal number of overtime hours performed between
Employees of a classification, overtime shall be first offered to the most senior Employee.
Thereafter, Employees shall be assigned overtime work in order of seniority. If all
Employees with an equal number of overtime hours decline overtime, overtime shall be
assigned to the least senior Employee with that number of overtime hours.

10.7. Overtime Equalization Policy (Excludes AFSCME Local 1058-B)

The following criteria outlines the procedures to be utilized in all occurrences of overtime assignment,
except as described in 10.4, 10.5 and 10.6.B.1. It is understood that overtime equalization attempts to
maintain a balance of overtime opportunities for all eligible employees as outlined in this section.

A. The most senior employee will initiate the equalization of overtime, upon the establishment of a
new volunteer list.

B. A weekly list displaying overtime opportunities recorded by volunteers is to be posted.

C. Overtime opportunities are to be assigned to those volunteers who have the least amount of
overtime opportunities recorded. Overtime opportunity is defined as the hours assigned/offered for
overtime.

D. Based on the number of employees required for overtime work, the same number with the least

amount of overtime opportunity recorded shall be offered the opportunity first, then proceeding
upward to the next employee with the least amount of overtime until the desired number of
employees is attained.

Should an eligible employee establish/be determined to have been overlooked or passed up
(excepting for 10.6.B), within ten (10) working days, the employee shall be offered an available
non-emergency opportunity working the same number of hours the employee lost. If management
fails to provide this opportunity within the time limits specified above, the employee shall be
compensated for the hours lost, based on the maximum number of hours worked by individuals
assigned the opportunity. For the purposes of this section, the term “non-emergency opportunity”
shall mean work which would otherwise not have normally been assigned to the affected employee
(i.e. emergency work, normal equalization assignment).

E. Overtime opportunity shall be recorded in the following situations:
1)  The actual amount of overtime hours worked by the employee, including call-in-pay.

2)  When an overtime opportunity is refused, the maximum number of hours worked by the
individuals accepting the opportunity will be recorded. Example: If an employee who
accepted overtime opportunity worked 7 hours, all those who refused the same opportunity
will be recorded with 7 hours as well.

3)  When an employee is called but not contacted, for work outside of the employee’s division,
the opportunity will be treated as a lost opportunity, but the employee will not be charged
with the hours for the opportunity. However, when an employee is called, but not contacted,
for work within the employee’s division, the opportunity will be treated as a lost opportunity
and the employee will be charged with the hours for the lost opportunity. Said charging of
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10.8.

lost hours for the lost opportunity shall be posted by the end of the employee’s next regular
shift. For Snow and Ice Operations or other emergencies as defined in 10.7.G, employees
called but not contacted will be charged appropriate hours in accordance with 10.7.E.2.

The City agrees to distribute force-back overtime on a rotating basis, in an inverse seniority order,
and to post the list related to this practice. Force-backs shall be recorded as occurrences for the
purpose of overtime equalization. The force-back equalization shall be reset every May Ist. All
overtime hours worked shall be recorded in compliance with subsection E in Article 10.7.

Any employee not on the volunteer list is not eligible for measurement for overtime opportunity
and has no grounds for equalization.

Nothing in this policy shall preclude the right to require any employee to work overtime in the
following situations:

a) When such an emergency exists that may require additional or supplemental manpower
levels.

Assignment of Overtime for 911

Weekly sign-up sheets will be distributed to all employees at least one week before they are due
back. Sheets will be due on Tuesdays at 0800, which would be twelve (12) days prior to the first
overtime day that needed to be filled. This will leave adequate time for notification of assignments,
as well as time for unfilled slots to be assigned. Employees are to fill in their name and status along
with their overtime selections.

Sheets not turned in by the due date will be considered as a "Pass" on the opportunities for that
week.

Any regular full time employee who does not receive any overtime in a given week will be placed
ahead of those with more seniority in the following week for the purpose of equalizing overtime.
This equalization will only occur if this person volunteered to work at least twelve (12) hours of
overtime in the week that they did not receive an assignment.

Unless indicated otherwise on the sign-up sheet, the employee will be expected to work every slot
they volunteer for. For example, if the employee selects three (3) twelve-hour (12) slots, yet does
not indicate that they only want one (1) of the slots, they will be expected to work all three (3) slots
if assigned. Any and all conditions and/or preferences must be recorded on the form to be
considered.

Employees who have signed up for overtime work shall be required to perform such work, however,
upon presentation of an excuse acceptable to management, such employee may be relieved of the
assignment. An employee may call in sick (and thereby miss an overtime assignment) for a
maximum of twelve (12) hours during a twelve (12) week period. After this, any employee missing
an overtime assignment for any reason shall be removed from the voluntary overtime sheet
distribution list for a twelve- (12) week period. This removal will not prevent the employee from
filling any "overtime still needed" slots however, which are distributed after the voluntary program
has been applied to that week's openings.

After the weekly sign-up sheets for a given week have collected, distribution of overtime will
proceed as follows:
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1))

2)

3)

4)

5)

6)

7)

Regular full time employee sheets will be placed in seniority order. Sheets will be
processed sequentially assigning six (6) or twelve (12) hour selections until no more are
available. Starting again with the most senior person sheets will be processed assigning
six (6) hour selections until no more are available.

Probationary employee sheets will then be processed in the same manner as regular sheets.

Any unfilled time slots will be listed on an "additional overtime available" sheet on which
regular full time employees and probationary employees may sign up for additional
overtime. These sheets will be processed as indicated in (1) and (2) above.

Part time employees sign-up sheets will then be processed to fill any possible time slots.

Any unfilled time slots, after Steps 1-4, will be filled by assigning employees as necessary
to maintain a complete work shift. The City agrees to distribute force-back overtime on a
rotating basis, in inverse seniority order, and to post the list related to this practice. When
it becomes necessary to force a Telecommunicator to serve an overtime obligation that is
anticipated at least seven (7) days in advance, the City will make its best efforts to force
from the shift covering the same hours on the opposite shift (days for days, nights for
nights), prior to forcing from the alternate shift (nights for days, days for nights). Should
a Telecommunicator question his or her forced obligation to serve overtime, that
Telecommunicator shall have the right to review with the 911 Administrator, or his or her
designee, the manner in which the selection was made. If an error is found, the Shift
Supervisor shall have authority to make the appropriate correction.

Pilot Program: For a period of one year after the approval and ratification of the successor
CBA, if an employee volunteers and works one (1) 12 hour overtime shift during their
normal consecutive days off, they may only be mandated to work the other consecutive
day(s) off if those positions are unable to be filled by someone assigned to the same shift
grouping (days for days, nights for nights).

911 Telecommunicators shall be provided with a minimum of twelve hours of rest in
between all shifts.

A master schedule will be compiled and posted on the bulletin boards and supervisors
console. This will serve as notification of overtime assignments.

G. Assistant Shift Supervisors shall be eligible for “Telecommunicator” overtime along with all other
Telecommunicators.

10.9. Compensatory Time (Excludes AFSCME Local 1058-B)

Employees shall accumulate compensatory time off subject to the provisions of the Fair Labor Standards
Act. Accumulated compensatory time in excess of eighty (80) hours (eighty four (84) hours for 911
telecommunicators) shall be paid as it is accumulated. All accumulated compensatory time over forty (40)
hours shall be paid June 30 and December 31 with the exception of Telecommunicators. All accumulated
compensatory time over forty (40) hours for Telecommunicators shall be paid on May 31 and November
30. Any request for compensatory time off shall be submitted at least twenty-four (24) hours in advance.
The Department Head or his/her designee shall authorize all compensatory time off before it is taken after
considering the operational needs of the department. When compensatory time off is taken in increments
of three (3) days or more in conjunction with vacation, the employee shall request such time at least one
(1) week in advance.
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Telecommunicators may request TC and/or personal days)s) in conjunction with a vacation pick up to two
(2) times per year and management will not turn this request down based solely on the necessity to hire
overtime to fill the slot. However, if the TC or personal day picked falls on a holiday, forced overtime will
be a valid reason for rejecting the request, as it would be unduly disruptive to operations. Employees will
be allowed a maximum of five (5) days before and five (5) days after a scheduled vacation once; and,
Telecommunicators will be allowed to take a maximum of three (3) days before and three (3) days after a
scheduled vacation once.

10.10. General Rules (Excludes AFSCME Local 1058-B)

A. All time worked on a continuous shift will be considered as having been worked on the day the
shift begins.

B. Hours worked at overtime or at premium will not be duplicated or pyramided in computing pay
earned.

C. Stand-by hours are not counted in computing overtime.

D. The Employee's straight time hourly rate shall be paid for the first forty (40) hours of work within

the work week. When an Employee works, as a part of his/her regular work schedule, on a holiday,
he/she will receive payment for that time worked in addition to any holiday payment for which
he/she qualifies under the provisions of this Agreement.

E. Employees who are:
1. Called in to perform job duties prior to the start of their regularly scheduled shift,

2. The actual work time continues into their regular work shift, and

3. Said employee becomes ill prior to working a total of eight (8) hours from the time he/she was
called in to time work until the time he/she became ill;

shall be credited with eight (8) hours of straight time in a manner such that the difference between
actual hours worked and eight (8) hours shall be paid from accrued sick time (providing the
employee has an adequate number of accrued sick hours). No sick time shall be awarded after a
total of eight (8) hours has been accumulated. Employees who are called in under the above policy
shall receive one-half hour of travel time at a rate of time and one half.
F. Employees who are:
1. Called in to perform job duties prior to the start of their regularly scheduled shift,
2. The actual work time continues into their regular work shift; will be allowed to complete their
normal shift.

10.11. 911/Report Review Training

911 Telecommunicators, Central Reporting Unit, and Police Technicians in Report Review who are denoted
and assigned by the City of Rockford as a trainer shall be paid $1.00 premium pay per hour while training.
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ARTICLE XI

HOLIDAYS
11.1. General

Holidays with pay, as provided herein, are listed below:

1. New Year's Day - January 1

2. Martin Luther King's Birthday - Third Monday of January
3. President’s Day

4. Good Friday - four (4) hours p.m.

5. Memorial Day

6. Juneteenth (June 19)

7. Independence Day (July 4)

8. Labor Day (first Monday in September)

9. Indigenous Peoples Day

10. Veteran's Day

11. Thanksgiving Day

12. Friday after Thanksgiving Day
13. Christmas Eve (December 24)
14. Christmas Day (December 25)

The Mayor may declare additional holidays when it is deemed in the best interest of the City and consistent
with good business practice.

Whenever a holiday falls on Sunday, such holiday will be observed on the following Monday; whenever a
holiday falls on a Saturday, it will be observed on the preceding Friday.

For AFSCME Local 1058: If a holiday is missed by an Employee because it is his/her regular day off, it
shall be allowed as another day off with pay.

Telecommunicators shall receive on January 1 of each year, 162 hours of holiday time to be chosen in
accordance with the vacation schedule, and shall work on the above listed holidays if scheduled at the
straight time rate.

11.2.  Eligibility

A regular full-time employee shall be eligible for holiday pay if the employee has been in the employ of
the City for at least thirty (30) days and work their full schedule of hours on the last scheduled work day
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before the holiday and must work the day after the holiday; provided, however, that absence on either such
day caused by any of the following conditions shall not result in disqualification:

A.

Illness which is substantiated by a doctor's certificate where required by the Department
Head or his/her designee.

Death in the immediate family.

Appearance in Court on City business, jury duty, or by official order of a government
agency.

Employees who are on vacation or compensatory time off.

Time off for official Union business when requested by the Union president and authorized
by the City.

11.3. Holiday Pay (Excludes AFSCME Local 1058-B)

Eligible full-time Employees who qualify shall receive holiday pay for those holidays falling on regularly
scheduled workdays of the Employee as defined in Article 11.1. The pay shall be the number of hours in
the shift they work times their straight hourly rate in effect on the holiday.

Payment of Employees scheduled for work on holidays shall be at the normal pay rate for the holiday(s)
plus time and one-half (overtime) for the hours worked on that holiday.

11.4. Holiday Pay -- Telecommunicators

L.

New Hires — Shall be pro-rated available holiday time beginning with the first month
following their month of hire. Holiday time will be pro-rated at 10 hours per month.

e.g., If a Telecommunicator is hired in September, they will be assigned 30 holiday hours
(October, November, December) to be eligible to be utilized during October 1 — December
31.

Existing employees on unpaid absences of greater than one month. For any employee who
is off payroll for an entire month(s), their holiday time will be recovered in the following
order:

a) If, in the current year, unused holiday time exists with the affected employee, it
will be reduced by the necessary amount unearned (10 hours per month).
b) If, in the current year, the affected employee has an insufficient holiday time bank

to recover from, that employee’s beginning holiday balance for the next year will
be adjusted accordingly.

e.g., An employee is on a leave of absence for 3 months, with two of those months

off payroll. That employee would require a deduction of one of the formats
described above.
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ARTICLE XII
VACATIONS
12.1. Vacation Schedule
Effective 01/01/2002 vacation for regular full-time employees shall be allowed as indicated below based

on continuous, uninterrupted employment pursuant to Article IV, Seniority. Vacation shall accumulate as
follows:

Years of Continuous Service Vacation Earned Twelve (12) Hour Shifts

Date of hire to one full year 6.667 hours per month 7 Hours per month

1 full year through 8 full years 6.667 hours per month 7 Hours per month
(80 hours)

9th year through 14 full years 10 hours per month 10.5 hrs. per month
(120 hours)

15th year through 24 full years 13.333 hours per month 14 hours per month
(160 hours)

25th year and over 16.667 hours per month 17.5 hrs. per month
(200 hours)

Vacation requests must be made in advance to the Department Head or his/her designee. Seniority will be
used in determining vacation approval, however, where conflicts arise, the date of the request submittal
shall prevail. Except for employees in the 911 Center ,vacation periods must be taken in no less than one
(1) hour increments. For employees in the 911 Center, vacation periods must be taken in no less than one
half (1/2) day increments. Two weeks prior approval of the Department Head or his/her designee is required
for use of vacation requests of more than two (2) days. The Department Head or designee shall, upon
receipt of a vacation request for more than two (2) days, respond within seven (7) calendar days. Vacation
request for two (2) days or less, must be presented no less than twenty-four (24) hours in advance. All
vacation requests must be submitted in writing.

All vacation time should be taken by the end of the calendar year after which it is earned. Employees failing
to take earned vacation accrued beyond two year's shall forfeit future vacation accrual.

No Employee shall be paid vacation time in lieu of taking time off. The hourly rate in effect for the pay
period prior to the commencement of the Employee's vacation shall be utilized in calculating vacation pay.
Vacation pay shall be available no later than three (3) days prior to the commencement of the Employee's
vacation.

For AFSCME Local 1058-B:

In the event of a conflict between designated vacation preferences the CITY will, consistent with
operational requirements, consider seniority where conflicts arise, and the date the request was
submitted, with the understanding that final allocation of vacation periods shall rest exclusively with the
CITY in order to insure continuity of operations. The CITY may limit the number of people from one
department, division or classification that can be scheduled off at the same time.

The City must have at least two (2) weeks notice before vacation of one (1) week or more shall be granted.
For vacation time less than one (1) week, two (2) days notice shall be provided.
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For all regular full time employees vacation shall be as indicated below:

A. Date of hire through fifteen (15) full years the employee will earn ten (10) hours per

month.

B. Sixteen (16) years through twenty-five (25) full years the employee will earn 13.333 hours
per month.

C. Twenty-six (26) years and over the employee will earn 16.667 hours per month.

All vacation time should be taken by the end of the calendar year after which it is earned. Carry over
vacation leave shall not exceed one year's earnings. Employees failing to take earned vacation accrued
beyond two year's earnings shall forfeit such vacation time.

12.2.

Vacation Selection for 911

The City shall, by December 1 of each year, have a new vacation selection chart for the 911 Center.
Seniority shall rule in the selection of vacation periods. Each person shall be allowed one day to
make his choice of a vacation period. For the first selection only, a maximum of eighty-four (84)
consecutive work hours may be selected. The period for vacation selection shall correspond with
the shift assignment period as defined in Article 8.2.B.

If an Employee does not select his vacation time within the time allowed, provided he was able to
select, he will be passed over by the Employees following him on the seniority list. All selections
shall be made by January 15, and the list returned to the Shift Supervisor by that date.

The selection process will continue until all time has been selected or everyone has passed. Any
subsequent requests for vacation must be submitted at least thirty (30) days in advance. Requests
will not be denied solely on the basis of a 30-day notice. Vacation is determined by seniority, one
selection at a time, and no bumping will be allowed. Holiday time is considered the same as
vacation time except it cannot be carried over from one year to the next. When holiday time is
chosen, it will be designated "holiday time.”

Vacations and holidays may be selected for dates within the annual permanent shift period as
defined in Article 8.2.B of each year; however, no vacation or holiday time shall be allowed to be
selected for any period of time already designated by two (2) employees on the same shift. It shall
be the responsibility of the Shift Supervisor to consider manpower requirements in publishing the
schedule and determining the number of personnel on vacation at any given time. Vacations may
be postponed in event of an emergency.

Assistant Shift Supervisors shall pick vacation periods with the Shift Supervisor on his or her
particular shift. Such selection shall be made in a manner that maintains either a Shift Supervisor,

or an Assistant Shift Supervisor covering each shift.

Protected days off will begin with the first scheduled work day requested off through all concurrent
days until the employee’s next scheduled work day.
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12.3. Separation from Service

A regular full-time or regular part-time Employee with at least one (1) year of seniority upon retirement,
being laid off or leaving City service in good standing shall be entitled to vacation pay for vacation earned
but not received as of the date of separation. "In good standing" means voluntary resignation with two- (2)
weeks’ notice. The Department Head or his/her designee and the Human Resources Director shall make
the determination of "good standing" and their decision shall be subject to the grievance procedure.

For AFSCME Local 1058-B:
A regular full-time employee, having worked for at least one year, upon leaving the CITY service in good
standing, shall be compensated for vacation earned and not used as of the date of separation.

12.4. New Employees
Newly hired or rehired employees may accrue vacation leave during their probation period, but may not
utilize such until successful completion of their probationary period or after six months from date of hire,

whichever is shorter. Any requested time off during this period shall be unpaid and require approval in
accordance with the above.

For AFSCME Local 1058-B:
Earned vacation leave may not be taken until satisfactory completion of the probationary period.
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13.1.

ARTICLE XIII
LEAVES OF ABSENCE

Unpaid Leaves of Absence

In accordance with Article IV, unpaid leaves of absence as set forth in the Rules & Regulations of the City
of Rockford are accepted by the parties for the following types of leave. If unpaid leave changes during
the term of this agreement, the Union reserves the right to negotiate these seven types of leave.

Section XXV. Rules & Regulations of the City of Rockford
I (a) General

11 (¢) Military

III (f) Maternity

111 (g) Educational

I (h) Job Related Disability Leave

I (1) Non-Job Related Disability Leave

I () Family & Medical Leave

For AFSCME Local 1058-B:

Unpaid leaves of absence are set forth in the Rules and Regulations of the City of Rockford, Section
25. The provisions for Family Medical Leave in accordance with FMLA shall apply as set forth in the
Rules & Regulations. Section 25-A.

13.2.

A.

Paid Leaves of Absence

Jury Duty: Regular full-time employees shall be paid the difference between their regular straight
time wages and that received while serving on jury duty in a court of record in the State of Illinois.
If jury pay is turned into the CITY, the employee will receive his/her regular straight time weekly

pay.

Bereavement: Where there is a death in a regular full-time employee’s immediate family, the
employee shall be granted three (3) consecutive scheduled workdays off, with pay for the
bereavement of a member of the employee’s immediate family. “Immediate Family” shall include:
father, mother, spouse, children, step-children, grandchildren, grandparents, step-grandparents,
grandparents of spouse, brother, sister, father-in-law, mother-in-law, brother-in-law, sister-in-law,
step-parents, step-siblings or step-grandchildren. Additionally, the department head or his/her
designee may in his/her discretion, authorize time off without pay, or if the employee chooses, use
of accumulated paid benefit time (excluding sick leave, unless the employee qualifies under 13.2
(¢)). Such authorization shall not be unreasonably denied.

Sick Leave: All regular full-time employees shall earn sick leave with pay at the rate of eight (8.0)
hours per month on an accrual basis for each month of service beginning thirty (30) days after the
date of hire. Telecommunicators shall earn sick leave at the rate of twelve (12) hours per month.

Sick leave shall be authorized for absence from duty because of personal illness, legal quarantine,
illness of spouse and dependent children, or for doctor/dentist appointments. Under the Illinois
Employee Sick Leave Act, an employee can take up to %2 (one-half) of their annual sick leave
allotment on account of the “employee’s child, spouse, sibling, parent, mother-in-law, father-in-
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law, grandchild, grandparent, or stepparent, for reasonable periods of time as the employee’s
attendance may be necessary, on the same terms upon which the employee is able to use sick leave
benefits for the employee’s own illness or injury.”

For AFSCME Local 1058: Before sick leave will be granted, the Employee must contact the
designated person in his/her department no later than one-half (1/2) hour before he/she was to report
for work, and he/she may be required to submit a statement on his/her return to work indicating the
nature of the illness. After three (3) consecutive days of absence or two (2) separate occurrences
of absence within a thirty (30) calendar day period, the Employee may be required to submit a
certificate signed by a physician stating the nature and extent of the Employee's disability.

For AFSMCE Local 1058-B: Before sick leave will be granted an employee must contact his/her
supervisor at the beginning of the scheduled shift. The employee may be required to submit a
certificate signed by a physician stating the nature, extent and date of the employee's illness.

13.3. Discipline for Abuse of Leaves of Absence

Abuse of leaves of absence, tardiness and other misconduct related to attendance shall be subject to
progressive discipline according to 7.1 of this agreement.

For AFSCME Local 1058-B: It is understood that excessive absenteeism, excessive tardiness or the abuse
of sick leave constitute just cause for discipline and it is the intent of the employer to take corrective
action. If the employee is disciplined for excessive absenteecism, excessive tardiness or the abuse of sick
leave, the discipline shall not be set aside unless it is found to be arbitrary and capricious.

13.4. Accumulation

Sick leave may be accumulated to a maximum of 1,000 hours. Upon death or retirement the employee, as
defined by IMRF, is entitled to receive payment for 75% of their accumulated sick leave, not to exceed 750
hours. In the event of an employee's death this payment shall go to the employee's estate.

13.5. Personal Leave

All regular full-time employees covered under this agreement shall be allowed up to sixteen (16) hours
personal leave in each calendar year. Telecommunicators shall be allowed up to twenty-four (24) hours of
personal leave in each calendar year. For new hires and rehires, Personal Leave shall be credited in four
(4.0) hour increments based on the beginning of the next calendar quarter following their date of hire.

Use of such personal leave shall be subject to the following conditions:

A. Personal leave shall be subject to prior approval of the department head or his/her designee.
B. The employee must give the employer one (1) days’ notice prior to taking personal leave.
C. Personal leave may be taken in no less than one-(1) hour increments.

D. If the employee does not use the personal leave in the calendar year it is forfeited.
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In the event of a bona fide emergency, a department head, or his/her designee, at his/her discretion, may
waive the one- (1) day notice as required in 13.5.B, above.

For AFSCME Local 1058-B:

All regular full-time Employees covered under this Agreement shall be allowed up to sixteen (16) hours
from their sick leave accumulation as personal leave during each calendar year. Use of such personal
leave shall be subject to the following conditions:

1. Personal leave shall be subject to prior approval of the Department Head or his/her
designee.

2. The Employee must give the Employer two (2) days notice prior to taking personal leave.

3. Personal leave may be taken in no less than one hour increments.

4, If the Employee does not use the personal leave in the calendar year, the right to the use of

accumulated sick hours for this purpose is lost.

13.6.  Sick Leave Donation
Employees may voluntarily donate their accrued sick leave for employees in the same bargaining unit who
sustain a catastrophic disabling physical or mental illness, injury impairment or condition that requires

in-patient care in a hospital, nursing home or hospice.

The following conditions shall apply to donated sick leave:

a. The employee shall be receiving care as described above for a period of over thirty (30) days.
b. Donated sick leave shall not be used by the recipient during the first thirty (30) days of confinement.
c. To be eligible for donated sick leave an employee shall first expend all accumulated sick leave,

vacation, personal days, etc.

d. To be eligible to donate sick leave hours an employee shall have no less than 200 hours of accrued
sick leave at the time of the donation.

e. Forty (40) hours of accrued sick leave is the maximum that any employee may donate for an
employee’s illness.

f. Application for donated sick leave shall be made to the Human Resources Department, and notice
of the need for donated sick leave shall be communicated to the bargaining unit members. Such
notice shall indicate the individual seeking donated sick leave, his or her qualification under this
article, the amount of sick leave sought (if known), and the time frame in which employees wishing
to donate must do so.

Should the employee receiving donated sick leave not utilize the entire amount donated, the remaining
unused sick leave shall be returned to the donating employees on a pro-rated basis.
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ARTICLE XIV

WAGES
14.1. 'Wage Plan

Appendix "C" attached hereto and the step increase procedures as outlined in 14.2. below shall continue for
the term of this Agreement. The step increase procedure as outlined in 14.2. shall be in effect for the
duration of this contract for movement from one step to another. Appendix "C" further identified by
effective date shall describe the hourly rates for each range and step.

Within thirty (30) days of both AFSCME 1058/1058-B’s ratification and City Council approval of this
Agreement, each bargaining unit member shall receive a one-time $300.00 bonus on a separate check less
the withholdings required by law.

14.2.  Step Increases

Step increases will be processed without discrimination and in a timely fashion. Effective January 1, 2024,
those Employees eligible for the step increase shall receive it on the anniversary date of their current
position. Effective January 1, 2024, to be eligible for a step increase, an Employee shall have achieved a
score of at least fifty-five (55) on their performance evaluation. An Employee who is dissatisfied with
his/her evaluation shall have the right to appeal the evaluation to his/her Department Head at a meeting of
the Employee, Supervisor, Department Head and a Union representative, if the Employee so desires. If the
step increase is granted after this meeting, the increase will be made retroactive to the Employee's
anniversary date.

Telecommunicators/assistant shift supervisors shall receive a thirty-year step increase at the employee’s
thirty-year anniversary date. Said thirty year step increase shall be a fixed figure that will not change unless
it is so bargained, or otherwise agreed to in writing by both parties. That fixed figure shall be $53,447.40

For AFSCME Local 1058-B:

Step Increases shall not be automatic, but are awarded by the department head based on performance.
Performance is judged by the City using the performance evaluation form. Effective January 1, 2024,
employees scoring less than a total score of fifty-five (55) will not be eligible for a step increase.
Those deemed to have earned a step increase shall receive it on the anniversary date of their current
position. Employees who are deemed not to be meritorious of an increase shall be re-evaluated within
sixty (60) days after the previous evaluation.

14.3. Longevity Plan (Excludes AFSCME Local 1058-B)

For each five- (5) years of service, there will be an increase of two percent (2%) on the base rate of eligible
Employees. Employees become eligible for longevity on the particular anniversary of certification of their
appointment to the City date.

14.3A. Certification Bonus

For AFSCME Local 1058-B: Effective January 1, 2024, certification bonus shall be paid for all ICC
certifications exceeding minimum requirements according to the following schedule in 26 pay period

installments and subject to supervisor approval.
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First and Second Certification - $520 per year each ($20 per pay period)
Third and Fourth Certification - $780 per year each ($30 per pay period)
Fifth and greater Certification - $1040 per year each ($40 per pay period)

For all positions without specified minimum certification requirements, Certification Bonus’ shall be
payable for all certifications in excess of two (2) (i.e., an employee would receive $780 for his or her
third and fourth actual ICC certification).

14.4. General Increases

When an employee is promoted to a position in a higher pay range, the employee’s wage shall be increased
to the minimum rate for the higher range. In the case of overlapping pay steps and the employee to be
promoted is at or above the minimum step of the pay range to which promoted, the promoted employee’s
wage shall be increased to the next step in the new range that represents at least a full step increase in wage.
No promoted employee may exceed the maximum wage for the position to which they are promoted.

There shall be a general wage increase of 3.5% effective January 1, 2022.
There shall be a general wage increase of 3.5% effective January 1, 2023.
There shall be a general wage increase of 3.5% effective January 1, 2024.
There shall be a general wage increase of 3.5% effective January 1, 2025.

AFSCME Telecommunicators, Assistant Shift Supervisors, and 911 IT Support Techs would forego the
general wage increases listed above in 2022, 2023, and 2024 in exchange for the City accepting the Union’s
proposed wage scale below effective on January 1,2024. The wage scale shall not be applied retroactively.

Within thirty (30) days of both AFSCME Council 31 Local 1058/1058-B’s ratification and City Council
approval, each bargaining unit member shall receive a $2,000 bonus subject to appropriate tax withholdings.

14.5.  Shift Differential (Excludes AFSCME Local 1058-B)

A sixty-five cent (65¢) per hour bonus shall be paid for hours worked on the second shift; a seventy-five
cent (75¢) per hour bonus shall be paid for all hours worked on the third shift as provided for in Article
8.1.E.

The shift differential for Telecommunicators shall be seventy-five (.75) cents per hour for the shift
beginning at 6:00 PM and ending at 6:00 AM.
14.6. Uniform Provisions (Excludes AFSCME Local 1058-B)
The City shall continue to provide uniforms for the following positions, in accordance with present practice:
Auto Mechanic Water Service Inspector
Water Meter Reader
Maintenance Repair Worker Telecommunicator

Inventory Control Clerk
Central Garage Crew Leader
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Effective January 1, 2024, employees in the above-listed positions shall be eligible for reimbursement one-
time up to $150 for the purchase of safety toe work footwear each calendar year upon submission of a
receipt. The receipt shall document the purchase of safety toe work footwear for the eligible employee
during the calendar year in which reimbursement is sought.

Effective January 1, 2024, employees in positions not listed in Article 14.6 shall be eligible for the
following: (1) a $100 uniform allowance to purchase City-branded work clothing from a vendor designated
by the City in each calendar year; and (2) reimbursement one-time up to $150 for the purchase of safety toe
work footwear each calendar year upon submission of a receipt. The receipt shall document the purchase
of safety toe work footwear for the eligible employee during the calendar year in which reimbursement is
sought.

The City shall continue to provide uniform shirts for CRU Technicians.
14.7. Tool Allowance (Excludes AFSCME Local 1058-B)

Effective January 1, 2024, all Auto Mechanics shall be eligible to receive up to $500 reimbursement for
tool purchases per year, upon presentation of receipt for purchases made within the same year.

14.8. Telecommunicator Cleaning Allowance

Employees who have completed their first year of service by January 1 shall receive an annual cash
allowance in the amount of $220. The allowance shall be issued in a separate check in the payroll period
immediately preceding July 1 of each calendar year, to purchase and maintain such clothing and equipment
as required. An employee who completes his/her first year of service after January 1 shall be entitled to a
uniform allowance on July 1 in proportion to the number of days between his/her first anniversary date and
December 31.

14.9. Translator Pay (from Article 17.8 in 1058-B)

Effective January 1, 2024, employees shall be eligible for additional compensation of thirteen hundred
dollars ($1300), to be paid at the rate of $50.00 per pay period, for providing translation services for a
department of the City. For an employee to be eligible for translator pay, an employee shall be required to:

A. Register with the Department of Human Resources
B. Pass a Competency Test

The City shall reserve the right to determine the number of employees necessary to provide translation
services for each language or type of translation needed. As each translator position becomes available
then the position shall be filled to the bargaining member meeting the requirements of this article and having
the highest total seniority of City service.

14.10. Class A License Pay (Excludes AFSCME Local 1058-B)
Employees shall be eligible for additional compensation of three hundred ninety dollars, to be paid at the
rate of $15.00 per pay period, for acquiring and maintaining a valid Illinois Class A driver’s license. The

employee will become immediately ineligible for the compensation should the license become lost,
suspended or not maintained. The City reserves the right to set the number of individuals eligible to apply
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for such compensation from each division. As openings become available individuals shall be accepted on
a seniority basis from the particular division that the opening has occurred. The City shall pay for and
provide the equipment for testing for said license. All new hires shall be ineligible for such compensation
and it is further agreed that new hires shall be required to obtain a Class A driver’s license as required by
job description.

14.11. Pesticide License Pay (Excludes AFSCME Local 1058-B)

Effective January 1, 2024, after obtaining pre-approval from his/her supervisor or if required by the
employer, employees shall be eligible for additional compensation of five hundred twenty dollars ($520),
to be paid at the rate of $20.00 per pay period, for acquiring and maintaining a valid pesticide license,
except as otherwise provided herein. The employee shall become immediately ineligible for the
compensation should the license be lost, suspended or not maintained. The City reserves the right to set the
number of individuals eligible to apply for such compensation from each division. As openings become
available, individuals shall be accepted on a seniority basis from the particular division that the opening has
occurred.
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ARTICLE XV
INSURANCE
15.1. Insurance Benefit

The payment of these benefits constitutes the sole liability and responsibility of the City with regard to
employee’s insurance program. The City agrees to maintain substantially equivalent benefits during the
term of this Agreement. The City further agrees to discuss proposed benefit changes with the Union before
implementation. The Health Insurance Focus Group shall, in an ongoing basis, continue to review health
insurance and health related issues and make recommendations to the City regarding the City’s Health Plan.
The City reserves the right to change insurance carriers, self-insure or implement cost containment features
so long as the overall coverage available to employee’s employed on the date of this Agreement is
substantially the same. The City may implement annual changes in Plan Providers and Prescription Drug
Vendors to pursue savings on a notice and consult basis, so long as coverage does not substantially change.
Any changes in coverage shall be subject to collective bargaining negotiations and prior to any
implementation of plan changes then respective bargaining units must notify the City of their acceptance
of such changes or reach an agreement through collective bargaining with the City.

15.2. Coverage and Contributions

CITY OF ROCKFORD HEALTH PLAN

PPO PLAN Annual EE Payroll EE Payroll EE Annual Annual
2009 Contribution Contribution Contribution Deductible Out of Pocket
with Discount | with Discount | w/o Discount In-network In-network

Single $650 $25 $27.50 $400 $1,200
Plus One $1,300 $50 $55.00 $800 $2,400
Family $1,950 $75 $82.50 $1,200 $3,600
HSA PLAN Annual EE Payroll EE Annual Deductible Annual Out of
2009 Contribution Contribution In-network Pocket In-network
Single $130 $5 $1,500 $3,000
Plus One $260 $10 $3,000 $6,000
Family $390 $15 $3,000 $6,000

1. City will contribute $750 to HSA accounts on Single coverage and $1,500 to HSA accounts on

Plus One and Family coverage on the first day of each plan year.
2. PPO Plan Participants will incur a 10% contribution surcharge if not participating in the Wellness

Plan. The Wellness Plan does not include IHAP since IHAP participation is voluntary.

3. The annual in-network deductible for the PPO is $400 per person, not to exceed $1,200 for the
family.
4, In-network coinsurance is 90/10 for the PPO, 80/20 for the HSA. Out-of-network deductible and

out-of-pocket are double the annual in-network amounts. Out-of-network co-insurance is 60/40
for both plans.




Effective January 1, 2020, the employee contributions, deductibles and maximum payments are
stated in the box below:

PPO Plan | Annual EE | Payroll EE Payroll EE Annual Annual Out of
2020 contribution | contribution | contribution | deductible Pocket
with after without in network
discount discount discount
Single $780 $30 $40 $550 $2,000
Plus One | $1,560 $60 $80 $1,100 $4,000
Family $2,340 $90 $120 $1,650 $6,000
HSA Plan Annual EE Biweekly EE Payroll EE |Annual Deductible| Annual Out-of-
2020 Contribution Contribution contribution In-Network Pocket In-
without Network
discount
Single $260 $10 $20 $1,800 $3,600
Plus One $520 $20 $40 $3,600 $7,200
Family $780 $30 $60 $3,600 $7,200
1. City will contribute $500 to HSA accounts on Single coverage and $1,000 to HSA accounts

on Plus One and Family coverage on the first day of each plan year.

2. In-network coinsurance is 90/10 for the PPO, 80/20 for the HSA. Out-of-network
deductible and out-of-pocket are double the annual in-network amounts. Out-of-network
co-insurance is 60/40 for both plans.

3. Deductibles for family coverage shall not exceed three times the per person deductible in
the PPO Plan.

Deductibles for the HSA plan are subject to any change required by modification to federal
regulations. The Qualified High Deductible Plan (HSA) is subject to federal regulation; therefore,
the City may be compelled to alter deductible, out of pocket maximums, and other aspects of the
plan as such regulation(s) may indicate. The City will give notice of any mandatory HSA plan
changes prior to implementation, but would negotiate on any non-mandatory plan changes prior

to making any change affecting coverage, benefit levels or employee contributions.

Effective January 1, 2021: In-network coinsurance is 85/15 for the PPO, 80/20 for the HSA.

Out-of-network deductible and out-of-pocket are double the annual in-network amounts. Out-of-
network co-insurance is 60/40 for both plans.
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15.3. Network Options

BlueCross/Blue Shield of Illinois (BCBS) shall serve as the network for the City. The change from the
ECOH Network to BCBS was effective January 1, 2011. All services through the BCBS network shall be
90/10 of the first $12,000. Inpatient and ancillary services provided by OSF St. Anthony will be at 100%
with no deductible. Rockford Memorial Hospital is a non-network facility. For the year 2011 only, facility
expenses incurred shall be paid as if the hospital were an in-network provider.

15.4. Alternative Health Plans
HMO

The City may offer a health maintenance organization (HMO) to non-union personnel, to employees by
bargaining unit or individually. Knowing that regulation, cost, marketplace, and employee satisfaction
change from time to time, the City may cease to offer an HMO. HMO Employee Contribution remains to
be determined.

Fully Insured Option

The City may select a Fully Insured option to non-union personnel, or to employees by bargaining unit or
individually. Knowing that regulation, cost, marketplace, and employee satisfaction change from time to
time, the City may cease to offer a fully insured option. Fully Insured Option Employee Contribution
remains to be determined.

Plan Options

The City may offer alternative plan options to other bargaining units. However, any plan option offered to
non-union personnel shall also be offered to AFSCME and AFSCME B union members.

15.5. Wellness Plan

Effective January 1, 2007, a Wellness Plan shall be established to invest in prevention through
measurement, education and reward. Employee contributions when enrolled in the health insurance plan
are indexed to participation in the City’s wellness plan. Activities and events in the wellness plan may
include but are not be limited to:

Health Risk Assessment (HRA)

Biometric and Blood Pressure Screenings
Wellness Fair

Health Related Education and Fitness Events
Smoking Cessation

The City may also be entitled to offer additional rewards through offerings unique to the HSA Plan
participants.

The Health Focus Group shall explore expansion of the Wellness Plan, subject to the City’s approval of
any cost issues. The group will also serve as a communication channel on plan changes and implementation.
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15.6. IHAP

The City may implement the Integrated Health Advocacy Program (IHAP). IHAP is offered by the Illinois
Hospital Association to address the needs of severely ill plan participants via intervention with an integrated
health strategy to promote recovery and efficient use of plan resources. The program is by invitation,
confidential, and has shown great promise in the entities that subscribe to the service.

15.7.  Chiropractic Limit

The annual limit on chiropractic care is forty (40) visits per covered member.

15.8. Dental

The City may implement a dental PPO with decreased benefit levels for out of network services. Effective
January 1, 2007 through December 31, 2009, dental coverage will remain at fifty percent (50%) for non-
preventative dental work, but the City shall institute a one hundred dollar ($100.00) deductible per
participant, not to exceed three hundred dollars ($300.00) per family. There will be an annual maximum
on dental work of three thousand dollars ($3,000.00) per participant. Coverage for preventative dental care,
i.e. paid dental cleaning two (2) times per calendar year, will remain unchanged. Effective January 1, 2007
through December 31, 2009, a lifetime orthodontia limit of three thousand dollars ($3,000.00) per
participant will be instituted.

Effective January 1, 2014 the City may implement a dental Preferred Provider Network with increased
benefits with in-network providers. Dental coverage will be per the chart below.

Dental 2014 In-Network Coverage | Out-of-Network Coverage
Preventive 100% 100%
Basic 80% 50%
Major 50% 50%
Orthodontia 50% 50%

The annual deductible of one hundred dollars ($100.00) per participant, not to exceed three hundred dollars
($300.00) per family, shall remain. Preventive dental care remains at two (2) times per calendar year. The
annual maximum on dental work shall be three thousand dollars ($3,000.00) in-network and one thousand
five hundred dollars ($1,500.00) out-of-network. Out-of-network service shall remain subject to Usual &
Customary allowances. Lifetime orthodontia limit remains at three thousand dollars ($3,000.00) per
participant.

15.9. Life Insurance

The City shall provide each eligible employee with a paid twenty-five thousand dollar ($25,000.00) group
term life insurance and an additional $50,000 Accidental Death & Dismemberment. The City shall provide,
at the employee’s expense, optional supplemental group term life insurance in increments of ten thousand
dollars ($10,000.00) to a maximum of three hundred thousand dollars ($300,000.00). Upon the initial
opportunity for a new employee to enroll in the supplemental group term life insurance, one-hundred and
fifty thousand dollars ($150,000.00) is available without evidence of insurability.
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15.10. Voluntary Benefits

The City may offer employees access to an array of voluntary benefits. There may be a special voluntary
benefit enrollment. If so, it is expected that each employee will indicate in writing their interest in the
voluntary benefit(s) offered.

15.11. Enrollment

The City shall hold an open enrollment period each year allowing employees to enroll in and/or change
benefit elections to be effective the following January 1st. Employees will be required to submit the
appropriate documents by the close of the enrollment period. Mid-year enrollments may occur and shall
be subject to the same requirements.

15.12. Working Spouse Provision

The City’s health plan shall be primary for employees enrolled in the plan. If a spouse or civil union partner
is employed and his/her employer offers a group health plan, the City’s plan shall pay claims as a secondary
payor, regardless of whether the spouse or civil union partner enrolls in their employer’s plan. This
provision shall become effective for AFSCME personnel once all City personnel are subject to this same
provision. Dependent children dually enrolled in the City’s plan and a spouse’s employer’s plan shall
continue to be subject to coordination of benefits using the birthday rule.

15.13. Pre-Certification

Employees covered under this Bargaining Agreement shall conform to the Pre-Certification requirements
as currently in place for other City employees.

15.14. Prescription Program

Prescription drugs shall be paid for under the prescription benefit plan only. Medically necessary
prescription drugs not available through the prescription drug plan will be payable at the in-network level
described in 15.3.

Employees shall be enrolled in a prescription card program, and shall be subject to the following conditions:

1. The employee co-pay for generic prescription medication shall be $15.00 per
prescription. Where the actual cost of the prescription is less than fifteen dollars
($15.00) that actual cost shall apply.

2. The employee co-pay for name brand drugs that are part of the formulary list shall be
$30.00. Where the actual cost of the prescription is less than thirty dollars ($30.00)
the actual cost shall apply.

3. The employee co-pay for brand name drugs that are not on the formulary list and

Special Pharmacy medications shall be $50.00. Covered members filling prescriptions
for specialty medications will do so through the City’s specialty pharmacy program.
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Where the actual cost of the prescription is less than fifty ($50.00) the actual cost shall
apply.

4, The co-pay provisions apply to prescriptions in 30-day increments. Maintenance
drugs/prescriptions may continue to be issued in 90-day increments; however, if filled
at a retail pharmacy, three (3) individual co-pays shall apply. Maintenance
drugs/prescriptions issued as a 90-day supply via mail order shall be limited to two (2)
co-pays.

15.15. Flexible Spending Account

The City shall provide flexible spending accounts under Section 125 of the IRS Code commonly known as
Flexible Benefits at no charge to the employee.

The City shall provide a voluntary Vision Benefit Plan through a Section 125 plan with premiums deducted
on a pre-tax basis.

15.16. Early Retirement Incentive Program (Local 1058-B Only)

Employees with 20+ years of service who are 55+ years old on December 21, 2015 will be eligible for an
early retirement incentive program. Employees must notify the City of their intention of retiring within
60 days from the point of ratification and must retire by August 1, 2016. The benefit will be equivalent to
thirty-six (36) months of premium continuation at the “active” employee rate for single coverage.
Program participants will be allowed to continue coverage at the plus-1 or family level, but will be
responsible for maintaining the difference in premium contributions.

15.17. Comprehensive Wellness Program

To be eligible for a $100 pilot Comprehensive Wellness Program bonus, employees must complete the
following within 12 months of January 1, 2023, and each subsequent year of this contract (not to extend
beyond the final year of the contract unless mutually agreed to in writing by the parties):

e Employees must submit to a comprehensive health exam at the wellness center, including
at least one requested follow-up visit;

o Employees must also complete the online assessment;

e Employees will be allowed two hours of compensatory time for the comprehensive exam,
provided that the compensatory time is approved in advance with the operational
supervisor, subject to operational concerns;

Employees shall be compensated within ninety (90) days of fully completing all requirements of the
Comprehensive Wellness Program.

15.18. Specialty Drug Program
Effective January 1, 2020:

Plan members and covered dependents that use specialty drugs will be automatically be enrolled in a
program through a plan vendor that may enable such members and the plan to qualify for cost savings on
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specialty drugs. Plan members will be contacted who may qualify for these cost savings at least thirty (30)
days prior to enrollment. The plan member may opt out of the program at any time (including prior to
enrollment) by notifying the human resources department or the program vendor. If a plan member
participates in the program and acquires his/her prescription drug through this program, then the plan
member’s drug co-pay shall be $0. Plan members who do not wish to participate in this program may opt
out and pay the regular drug co-pay as set forth in this Agreement.

15.19. Voluntary Case and Disease Management Program

Effective January 1, 2020:

The City may implement a case and disease management program to address the needs of severely ill plan
participants via intervention with an integrated health strategy to promote recovery and efficient use of plan
resources. This program will be voluntary on the part of the participants.

Effective January 1, 2022: The parties agree that the health insurance benefits found in Article 15 of this
Agreement (which will include in-network coinsurance at 85/15 for the PPO) shall remain status quo and
unchanged for all employees, employee spouses, and employee dependents through December 31, 2025.
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ARTICLE XVI
LOCKOUT AND STRIKES

16.1. Lockout

No lockout of Employees shall be instituted by the City while this Agreement is in effect.

16.2. Strikes

No strikes of any kind, work interruption, or group absenteeism shall be called, caused, sanctioned, or
condoned by the Union while this Agreement is in effect. Any violations of this Article by the Union will
result in the immediate termination of this Agreement. Employees who participate in any such actions will
be disciplined in accordance with the Rules and Regulations of the City of Rockford.

In the event that a strike or other violation not authorized by the Union occurs, the Union agrees to take all
reasonable effective and affirmative action as determined by the Union to secure the members' return to
work as promptly as possible.

Any or all of the Employees who violated any of the provisions of this section may be discharged or
disciplined by the City. In any arbitration proceeding involving breach of this provision, the sole question
for the arbitrator to determine is whether the Employee engaged in the prohibited activity.

For AFSCME Local 1058-B:

The Union, its officers and agents, and the Employees agree not to instigate, promote, sponsor, engage in,
or condone any strike, slowdown, concerted stoppage of work or any other intentional interruption of
operations. Any or all Employees who violate any provisions of this Article may be discharged or
otherwise disciplined in accordance with the Rules and Regulations of the City of Rockford. Any
violations of this section by the Union will result in the immediate termination of this Agreement.

Upon notification by the City to the Union in writing that certain members are or may be engaged in a
violation of this provision, the Union shall immediately take all reasonable, effective and affirmative
action to secure the members' return to work as promptly as possible.

Any or all of the Employees who violated any of the provisions of this section may be discharged or

disciplined by the City. In any arbitration proceeding involving breach of this provision, the sole
question for the arbitrator to determine is whether the Employee engaged in the prohibited activity.
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ARTICLE XVII
MISCELLANEOUS
17.1. Entire Agreement

This Agreement contains all the understandings reached by the parties after collective bargaining. It is the
only written document between the parties and will be prepared for distribution to the Employees. Its
specific provisions, which become effective as set forth herein, supersede all previous relationships (except
as provided in City Ordinances and in the City of Rockford Personnel Rules & Regulations) between the
City and the Employees. The Agreement may be altered only as provided for herein.

The parties acknowledge that during the negotiations which resulted in this Agreement, each had the 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, and that the understandings and agreements arrived at by the parties
after the exercise of that right and opportunity are set forth in this Agreement.

The parties agree the existing Labor Management Committee will continue to meet for the purpose of
resolving matters of mutual concern.

For AFSCME Local 1058-B:

This agreement supersedes and cancels all prior practices and agreements, whether written or oral, unless
expressly stated to the contrary herein, and together with any letters of understanding executed
concurrently with or after this Agreement constitutes the complete and entire Agreement between the
parties and concludes collective bargaining except as provided for in the grievance procedure for its term.

The parties acknowledge that during the negotiations which resulted in this agreement, each had the
unlimited right and opportunity to make demands and proposals with respect to any subject or matter not
removed by law from the area of collective bargaining, and that the understandings and agreements
arrived at by the parties after the exercise of that right and opportunity are set forth in this agreement.
Therefore the employer and the UNION for the duration of this Agreement each voluntarily and
unqualifiedly waives the right, and each agrees that the other shall not be obligated to bargain
collectively with respect to subject or matter referred to, or covered in this agreement, or with respect to
any subject or matter not specifically referred to, or covered in this Agreement even though subjects or
matters may not have been within the knowledge or contemplation of either or both of the parties at the
time they negotiated or signed this Agreement.

17.2. Safety and Health (Excludes AFSCME Local 1058-B)

Present practices will be continued regarding supplying, repairing and cleaning of safety and health
equipment and clothing, such as boots, raincoats, mechanics' overalls, hardhats, helmets, goggles, etc.
17.3. Non-Discrimination

The City and the Union agree that the provisions of this Agreement shall be applied to the Employees

without regard to race, color, creed, sex, age, marital status, national origin, political party members, or
membership or non-membership in the Union.
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17.4. Savings Clause

Should any Article, or portion thereof, of this Agreement be held unlawful or unenforceable by any court
or governmental administrative agency of competent and final jurisdiction under legislation, State or
Federal, in effect on the effective date hereof, such decision of such court or agency shall apply only to that
specific Article, or portion thereof, and shall not invalidate any other provision of this Agreement.

17.5. Parking

The City shall provide free parking to all Employees within two (2) blocks from the nearest entrance of
the primary office or building to which said Employee is assigned to work.

17.6. Contracting Out

A. The City reserves the right to contract out any work it deems necessary or desirable because of
greater efficiency, economy or other related factors.

B. The City agrees that upon formal consideration to contract out any work performed by bargaining
Employees which would affect the job security or classification status of such Employees, it shall:

1. Provide reasonable advanced notice in writing, to the Union;

2. Meet with the Union for the purposes of discussing the reasons for its proposal. At this meeting
the City will provide the Union with the rationale for contracting out and give the Union the
supporting data. The Union may use this information to develop alternative approaches to
achieving the same financial and/or organizational goals and present these alternatives to the
Employer for discussion within two (2) weeks after receiving the information from the
Employer.

3. Any Employee(s) whose position will be eliminated due to contracting work out will be subject
to the provisions of Article IV Reduction in Forces, of this Agreement.

17.7. Supervision of Workers (Excludes AFSCME Local 1058-B)

Scheduling will not be changed for the purpose of avoiding overtime payment for bargaining unit members
who volunteer or are assigned the responsibility of supervising any workers from outside agencies. These
employees shall be selected from employees working a Monday through Friday work schedule.

17.8. Copies of Agreement

The City shall provide copies of this Agreement to all members of the Bargaining Unit.
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17.9. City of Rockford Rules & Regulations: Departmental Work Rules (Excludes AFSCME
Local 1058-B)

The parties to this Agreement agree to recognize and be bound by the document entitled "City of Rockford
Personnel Rules & Regulations.” Where inconsistencies occur between the provisions of this Collective
Bargaining Agreement and provisions of the City of Rockford Personnel Rules & Regulations, or any other
policies and work rules, the provisions of this Agreement shall govern to the extent of the inconsistency.
The City agrees to provide the Union with a copy of the City of Rockford Personnel Rules & Regulations
in effect at the time this Agreement is signed. The City further agrees to notify the Union of any proposed
changes in the Personnel Rules & Regulations ten (10) calendar days prior to their being submitted to the
City Council for adoption.

Individual departments will submit any change in departmental personnel rules ten (10) calendar days prior
to scheduled implementation.

It is further understood and agreed that alleged violations of this Collective Bargaining Agreement are to
be pursued through the provisions of Article IX, Grievance Procedure. Questions or disputes regarding the
application of the City of Rockford Personnel Rules & Regulations that are not specifically addressed in
this Agreement are subject to the grievance procedure contained in this Collective Bargaining Agreement
with the exception of Section V, Classification. Parallel appeals through the contractual grievance
procedure and the appeal procedure set forth in the City of Rockford Rules & Regulations shall not be
allowed. The parties agree that upon agreement within sixty (60) days the City and the Union will meet to
review and/or revise all policies and work rules.

17.10. Indemnification-Legal Counsel

Whenever any Employee is involved in an incident which gives rise to potential civil liability for actions
arising in the scope of his/her employment, the City agrees to furnish the employee counsel from the City
of Rockford Department of Law.

In the event the Legal Director determines that the employee should be represented by outside counsel, the
City agrees to furnish the employee counsel mutually agreed upon by the City and the employee.

Counsel shall be provided through all states of litigation up to and including
a single appeal, unless and/or until the employee is found guilty of criminal liability or willful and wanton
misconduct in violation of state or federal law.

17.11. Loss of Driver's License

This clause applies to those employees whose job requires a valid driver's license. Any employee who has
his/her driver's license suspended or revoked, has the responsibility to immediately notify his/her
supervisor. The employee must state in writing the reason for the revocation/suspension, and the expected
time period at which his/her driver's license will be made active. Any employee having his/her license
revoked shall be immediately discharged if there is no position into which the employee may be placed for
which the employee is qualified.

The obtaining of an active driver's work permit meeting the employee's license requirements will be
considered sufficient.
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17.12. C.D.L. Requirements (Excludes AFSCME Local 1058-B)

Any employee in the below listed classifications who currently maintain a valid Commercial Driver's
License (CDL) must continue to do so from the effective date of this agreement forward. Newly hired
employees or those current employees who change into the below classifications and do not have a CDL
must acquire one within six (6) months of date of hire or six (6) months from the effective date of this
agreement, whichever is longer. An employee's failure to maintain a valid CDL (if that CDL is a main
requirement of their job) shall be subject to the provisions of Article 17.12. Employees will make every
reasonable effort to maintain a valid CDL.
Water Plant Operator

Public Safety Auto Crew Leader Maintenance Worker
Crew Leader Auto Mechanic

Senior Equipment Operator Senior Tree Trimmer
Equipment Operator Tree Trimmer

Traffic Signal Repairer Parking System Repairer
Traffic Sign & Marking Technician Water Service Inspector

Employees maintaining a CDL who do not volunteer for cross divisional operations shall not be expected
to participate except in cases of extreme emergency as determined by the Director of Public Works or his
designee.

Upon an employee’s successful completion/renewal of a CDL, the City will reimburse for those expenses.

17.13. Criminal Background Checks

The City, in accordance with its overall proposal for criminal background checks as part of the personnel
Rules & Regulations, shall perform criminal background checks on the positions identified below. This
shall be effective only upon its inclusion in the Rules and Regulations. Criminal background checks for
those positions identified shall only be for new employees hired after the effective date of this agreement,
and those current employees who apply for the designated positions. Criminal background checks will be
performed only for those applicants considered to be final candidates. It is understood that criminal
background checks are a consideration in making an employee selection, and shall not be the sole criteria
in making a final selection.

This shall apply to the following AFSCME Positions:

Account Clerk

Senior Account Clerk
Data Entry Operator
Police Technician
MSAG Technician

Land Use Planner
Rehabilitation Construction Specialist

Inspector
Sr. Inspector
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17.14. Residency

1. Effective August 1, 2018 all newly hired employees shall live within the municipal boundaries of City
of Rockford within six (6) months of their completion of their introductory period.

2. Employees hired prior to January 1, 1984 shall be subject to any residency requirement in effect at that
time.

3. Employees hired from January 2, 1984 to July 31, 2018 shall reside anywhere in Winnebago County
or anywhere within fifteen (15) miles of the Winnebago County Public Safety or City Hall within six
(6) months of completion of their introductory period.

17.15. Privacy

The Employer shall not provide information that is exempt from disclosure under the Freedom of
Information Act (5 ILCS 140/7) and pertains to bargaining unit employees, to the Union, or to matters
related to collective bargaining to an entity that is not a party to this Agreement. The Union and affected
employee(s) shall be notified of any public disclosure request for information pertaining to the employee(s)
at least seven days prior to the response of the Employer to the request. The Union and all affected
employee(s) shall also be provided a copy of the public disclosure request.

17.16. Certification Requirements (Local 1058-B Only)

Covered employees must successfully fulfill the completion of the minimum certification requirements
for their position, as identified in “Appendix C” of this Agreement. Any covered employee must meet
minimum certification requirements for their position no later than twelve (12) months after their date of
hire in their current position. Employees are required to submit copies of the results for all of their
exams to their Department Head. A failure to meet and maintain minimum certification requirements
shall result in immediate discharge.

17.17.  Criteria for Certification Bonus Eligibility (Local 1058-B Only)

Employees covered under this Agreement shall be eligible to receive certification bonus pay in
accordance with Article 14.4, for any completion of course work, training programs, or testing that is
related to the specific functions of their position or duties; enhances their ability to perform their job
responsibilities; and, results in the issuance of a license, certification, degree, or accreditation. All of the
above criteria shall apply. No employee shall be eligible for certification pay for any of the above that is
a minimum requirement for their position, as outlined in this Agreement or in their respective job
description, or is a condition of employment with the City of Rockford. The employee must maintain
active status on each certification to remain eligible for certification bonus and submit proof for every
certification where a renewal is required.

The obtaining of a license, certification, degree, or accreditation may not be combined/compounded with
any other as a basis for additional certification bonus pay; the bonus having the greater value shall apply.
The employee must obtain pre-approval from his/her Department Head as to certification bonus
eligibility. Any disputes over eligibility shall be appealed to the Director of Human Resources.
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18.1.

ARTICLE XVIII (Excludes AFSCME Local 1058-B)
TESTING FOR CONTROLLED SUBSTANCES

Policy Statement

The Union and the Employer agree that the use of illegal drugs, and the abuse of legal drugs by the
Telecommunicators of AFSCME Local 1058 presents unacceptable risks to the safety and well-being of
other employees and the public, invites accidents and injuries, and reduces productivity. In addition, such
conduct violates current Departmental regulations and the reasonable expectations of the public that the
employees who serve and protect them obey the law and be fit and free from the adverse effects of drug

abuse.

In the interest of employing persons who are not impaired by drug abuse in the performance of their jobs,
and for the safety and well-being of employees and residents, the Employer will establish a program that
will allow the Employer to take the necessary steps, including drug testing, to eliminate such abuse by such

employees.
18.2. Definitions
A. “Drug(s)” shall mean any controlled substance listed in the Illinois Compiled Statues, Chapter 720,

Act 570, known as the Controlled Substances Act, for which the person tested does not submit a
valid prescription. Thus, the term “drug(s)” includes both abused prescription medications and
illegal drugs. For the purposes on Random Drug Testing only, “drugs” shall mean:

. Amphetamines
. Cocaine

. Marijuana

. Opiates

. PCP

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

“Positive Test Results” shall mean a positive result on both an initial screening test and confirming
test. If the initial test is positive, but the confirming test is negative, the test results will be deemed
negative and no action will be taken. A positive confirming test result is one where the specimen
tested contained drug or drug metabolite concentrations at or above the concentration level
specified in the Section outlining Drug Testing Standards below.

The term “drug abuse” includes the use of any controlled substance which has not been legally
prescribed and/or dispensed, or the abuse of a legally prescribed drug for which a valid, prescription

cannot be documented, which results in evidence of impairment while on duty.

The term “employee,” for the purposes of this article only and not for any other collective
bargaining language purpose, shall include all Telecommunicators of AFSCME Local 1058.

The term “refusal” shall mean an employee’s unwillingness to submit to testing, including an
inability to provide a urine specimen within three hours of a proper request to provide said sample,
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18.3.

C.

unless the employee can supply a credible medical excuse for the inability to supply a urine
specimen.

Administration of Tests
Educating Employees Regarding Drug Testing

All eligible employees of the Fire Department will receive a copy of the Employer’s drug testing
policy. Employees will be provided with information concerning the impact of the use of drugs on
job performance. In addition, the Employer will educate and inform the employees on the testing
procedure and the consequences of testing positive for drug use/abuse. All newly hired employees
will be provided with this education and information. No employees shall be tested unless this
education and information has been provided to him/her.

Reasonable Suspicion Testing

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

a. Observable phenomenon, such as direct observation of use, possession, and/or the
evidence of individual symptoms of impairment resulting from using or being under the
influence of drugs; and/or

b.  Information provided by an identifiable (including name), reliable and credible source,
which can be independently corroborated. Information has to be given to the individual
or his designee in accordance with Section D.2.

2. Where there is reasonable suspicion that an employee is under the influence of drugs or there
is evidence of impairment while on duty, that employee may be required to report for drug
testing. The Fire Chief or designee, or the Director of Human Resources or designee (these
people shall be trained to determine the factors or symptoms needed for the reasonable
suspicion test), shall determine if reasonable suspicion exist.

Random Drug Testing

1. The City and the Union agree that the employees shall be divided into two groups, day shift
Telecommunicators and night shift Telecommunicators. The City and the Union further agree,
for the purposes of Random Drug Testing only, that the day shift Telecommunicators and the
night shift telecommunicators shall be assigned to previously designated random drug testing
groups with IAFF Local 413, and shall be tested along with those groups when so selected in
accordance with this Collective Bargaining Agreement.  Specifically, the day shift
Telecommunicators shall be assigned to group twelve (12) and the night shit
Telecommunicators shall be assigned to group thirteen (13), of IAFF Local 413 Random Drug
testing Program. In the event that the Random Drug Testing Program with IAFF Local 413 is
suspended or discontinued then the Telecommunicators AFSCME Local 1058 agree to be
tested employing the same selection process as outlined in the Collective Bargaining
Agreement of IAFF Local 413. The City shall not test randomly for the presence of alcohol.
The City’s Human Resources Department shall randomly select dates.
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When the Human Resources Department selects a testing date, that department shall then
contact the Chief or his designee, and then contact the President of the Fire Union, or such
other individual as has been previously designated in writing by the President, the morning of
the date selected to inform them that random testing will be done that date. It shall be the
obligation of the Union representative to promptly come to the office of the Chief to participate
in a selection of one or the thirteen groups by a random drawing. The Union President or his
designee shall draw the group. While it is agreed that the President of the Fire Union, or
designee, shall conduct the drawing the President of AFSCME local 1058or designee, shall
receive the same notice and may be present if so desired.

All Telecommunicators on duty at the moment of the drawing shall be tested regardless of
whether it is that employee's regular shift or workday. Any employee not scheduled to work on
the day of the day of testing will be excused from testing that specific day. After the drawing
of the group for testing no employee shall be allowed to leave until providing the urine sample.
After the selection has been made the City may call in personnel as needed for manning
purposes, but any personnel called in will not be randomly tested.

After the drawing the Chief or his designee shall order the selected group to report to the testing
site as promptly as practical.

The employees in the selected group shall provide specimens of urine sufficient to allow for
“split sample” collection and processing of the specimens.

The City will direct the laboratory to provide the Union, at the Union’s mailing address, copies
of the quarterly statistical summary which shows the number and types of tests performed and
the number of tests showing positive or negative, as well as copies of the proficiency reports
of the laboratory at the same time they are sent to the City.

The testing laboratory or testing facility will test a five (5) panel drug screen that will only
include the following drugs:

Amphetamines
Cocaine
Marijuana
Opiates

PCP

a. Screening Test Standards for employees subject to federal law and/or regulations. The
parties agree that the screening test standards for employees subject to federal law and/or
regulations shall be updated to reflect any and all changes necessary to comply with federal
law and/or regulations.

1. Initial Screening Test Standards
The following initial immunoassay test cutoff levels shall be used when screening
specimens to determine the following:

Amphetamines...........oevveviiieniinnennannnn 500 ng/ml
Cocaine metabolites.............cvveveviiinnnnnn. 150 ng/ml
Marijuana metabolites............................ 50 ng/ml
Opiate metabolites...........covveviiiinninnnnn 300 ng/ml



Phencyclidine.............cooooiiiiiiiiiinnn, 25 ng/ml
Confirmatory Test Standards for employees subject to federal law and/or regulations.

All specimens identified as positive on the initial screening test shall be confirmed
using GC/MS techniques at the cutoff levels listed below. All confirmations shall be
quantitative analysis. Concentrations, which exceed the linear region of the standard
curve, shall be documented.

Amphetamines:

AMPNEtaAMINE. ... ...oviitiiiit it e 250 ng/ml
Methamphetamine. ...........ovvuvviiiiineiieiiiieeieeieenneanenns 250 ng/ml
Cocaine metabolites™*™..........cccoiiiiiiiiiiii 100 ng/ml
Marijuana metabolites™®.............ocoviiiiiiiiiii 15 ng/ml
Opiates:

1Y e} 5 014U T 100 ng/ml
COARINE. ...ttt e e 100 ng/ml
Phencycliding. ........oovvviiniiii e 25 ng/ml

* Delta 9 tetrahydocannabinol 9 carboxylic acid
* Benzoylecgonine

b. Screening Test Standards for Employees Not Subject to Federal Law or Regulations:

1.

Initial Screening Test Standards
The following initial immunoassay test cutoff levels shall be used when screening
specimens to determine the following:

AmPhetamines...........oeevvvriiriiiiiiiaeannansns 1000 ng/ml
Cocaine metabolites............oovvveiiiiniiieinnnnns 300 ng/ml
Marijuana metabolites.............c.cooeieiiiiiinnn. 100 ng/ml
Opiate metabolites........o.cooeevviiiiiiiniiniinnnn, 300 ng/ml
Phencyclidine............cooiiiiiiiiiiiiiens 25 ng/ml

Confirmatory Test Standards

All specimens identified as positive on the initial screening test shall be confirmed
using GC/MS techniques at the cutoff levels listed below. All confirmations shall be
quantitative analysis. Concentrations, which exceed the linear region of the standard
curve, shall be documented.

Amphetamines:
Amphetamine...........ccooviiiiiiiiiiiiiienannn. 500 ng/ml
Methamphetamine..................cooiiiien.n. 500 ng/ml
Cocaine metabolites**................ccooeiiins 150 ng/ml
Marijuana metabolites®......................o..e. 15 ng/ml
Opiates:

Morphineg......ccoovvviiiieiiiiiiic e, 300 ng/ml
CodeINg. ... ..vviiiee e 300 ng/ml
Phencycliding...........c.cooeviiiiiiiiiiiii, 25 ng/ml



* Delta 9 tetrahydocannabinol 9 carboxylic acid
* Benzoylecgonine

Testing Procedure (for both Reasonable Suspicion and Random Testing)

1.

This section shall be the procedure for both drug testing under Reasonable Suspicion and
Random drug testing.

When an employee is ordered to submit to testing (other than random), the Employer shall
provide the employee with a written notice of the order prior to testing. The written notice
shall set forth all of the objective facts and the reasons for the order to test.

The employee shall be permitted to consult with a representative of the Union at the time the
order is given. The testing procedure shall not be delayed more than (90) minutes to
unavailability of a Union representative.

A refusal to submit to such testing shall be considered a positive test result, which can result in
a disciplinary action up to and including discharge. Any employee who takes the test shall not
be construed to have waived any objection or rights that he/she may have.

Use only a clinical laboratory or hospital facility that is licensed pursuant to the Illinois Clinical
Laboratory Act, that has or is capable of being accredited by the National Institute of Drug
Abuse (NIDA);

Use only a laboratory or facility which uses tamper proof containers, has a chain-of-custody
procedure, maintains confidentiality, and preserves specimens for a minimum of twelve (12)
months. The laboratory or facility must be available to demonstrate their sample handling
procedures to the Union at least twice yearly, upon reasonable notice. The Union shall make
arrangements to travel to the location of the facility to observe the procedure. The travel costs
shall be at Union expense. The laboratory or facility shall participate in a program of “blind”
proficiency testing where they analyze unknown samples sent by an independent party. The
laboratory or facility shall make such results available to the Union at least twice yearly, upon
reasonable notice. At the time a urine specimen is given, the employee shall be given a copy
of the specimen collection procedures; the specimen must be immediately sealed, labeled and
initialed by the employee to ensure that the specimen tested by the laboratory is that of the
employee.

Collect a sufficient sample of the same bodily fluid or material from an employee to allow for
initial screening, a confirmatory test and a sufficient amount to be reserved for later testing if
requested by the employee.

Collect samples in such a manner as to preserve the individual employee’s right to privacy,
ensure a high degree of security to the sample and its freedom from adulteration. Employee’s
shall not be witnessed by anyone while submitted a sample, except in circumstances where
there is reasonable suspicion that the employee has or may attempt to compromise the accuracy
of the testing procedure.

Confirm any employee who tests positive in the initial screening for drugs by testing the second
portion of the same sample via gas chromatography, plus mass spectrometry (or “GC/MS”) or
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184.

10.

1.

12.

13.

the equivalent or better scientifically accurate and accepted method that will provide
quantitative data about detected drug or drug metabolites;

Provide the employee tested with an opportunity to have the additional sample tested by an
NIDA accredited clinical laboratory or hospital facility of the employee’s own choosing, at the
employee’s own expense;

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

Ensure that no employee is subject to any adverse employment action except emergency
temporary re-assignment or leave with pay during the pendency of any testing procedure where
the employee’s re-assigned is required. Any such emergency re-assignment or leave shall be
immediately discontinued in the event of a negative test result, and all records of the testing
procedure will be expunged from the employee’s personnel files;

Required that the Laboratory or hospital facility report to the Employee when a urine sample
is positive only if both the initial and confirmatory test are positive. The parties agree that
should any information concerning such testing or the results thereof be obtained inconsistent
with the understanding expressed herein, the Employer and the Union shall not use such
information in any manner or forum adverse to the employee’s interest.

Drug Testing Standards (for Reasonable Suspicion)

Screening Test Standards for employees subject to federal law and/or regulations

1.

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

Initial Test Level

AMPNETAMINES. ...ttt ittt ittt areaaeean 1000 ng/ml
Barbiturates. ......oovveeiie e 300 ng/ml
Secobarbital...........cooiiiiiiiii 300 ng/ml
Pentobarbital.............coooiiiiii 1000 ng/ml
Phenobarbital............ccooviiiiiii e 3000 ng/ml
Butabartial...........ccoiiiiiiiii e 3000 ng/ml
Benzodiazepines. ......o.vvviiriiiiiiiii e 300 ng/ml
Cocaine metabolites. .......c.vvivieiiii i ee e, 300 ng/ml
Marijuana metabolites..........c.ovvviviiii i 50 ng/ml
Methadone. ... ..o.oiviiii i 200 ng/ml
Methaqualone. ........oooiiiiii e, 200 ng/ml
Opiate Metabolites......vvuieeeetet et ee e 300 ng/ml
Phencycliding.........oovviiiiiiii 25 ng/ml
PropoXyphene........ccooviiiiiii i 300 ng/ml
PropoXyphene. .......covi it 300 ng/ml
NOTPIOXYPRENEC. .. evetetii et ee e, 300 ng/ml
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Confirmatory Test Standards

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

Concentrations, which exceed the linear region of the standard curve, shall be documented.

Confirmatory Test Level

Amphetamines:
FaN 1010 0117201011 T T 500 ng/ml
Methamphetamineg. ........c.o.ivuiieii it eeeaaaas 500 ng/ml
Barbiturates. ... ..oouviriiii e 200 ng/ml
Secobarbital.........c.oeviiii e 1000 ng/ml
Pentobarbital.............coooiiiiii e 1000 ng/ml
Phenobarbital............coiiiiiiii i 1000 ng/ml
Butabartial.........ccooiiiiii 1000 ng/ml
Benzodiazepines. ........ovvvvriiiii i 200 ng/ml
Cocaine metabolites™.........c.oviiiiiiiiii i 150 ng/ml
Marijuana metabolites™*..............cccoiiiiiiiii 15 ng/ml
Methadone. ... ....ovviiiii e 200 ng/ml
Methaqualone. .........oeiiiiitit e 200 ng/ml
Opiates:

MOTPRINEG. ...t 100 ng/ml

70T 153 1 T 100 ng/ml
Phencycliding.........oovviiiiiiiii i 25 ng/ml

PropoXyphene........ccooeiiiiiiiiii i 200 ng/ml

PropoXyphene........covviiiiiiii i 300 ng/ml
NOTPrOXYPRENE. . ...ttt 300 ng/ml

* Delta 9 tetrahydocannabinol 9 carboxylic acid
* Benzoylecgonine

Screening Test Standards for Employees Not Subject to Federal Law or Regulations

L.

Initial Screening Test Standards

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

AMPNETAMINES. ...ttt ittt ettt e e aaeaaas 1000 ng/ml
Barbiturates. ..ot 300 ng/ml
Secobarbital.........c.oviiiiiiii 300 ng/ml
Pentobarbital...........ccooiiiiiiii i 1000 ng/ml
Phenobarbital...........cooiiniiii i 3000 ng/ml
Butabartial.........c.ootiiiiiiii e 3000 ng/ml
Benzodiazepines. ... ..o.viviiriitit i e 300 ng/ml
Cocaine metaboliteS.........vuieri it 300 ng/ml
Marijuana metabolites. ... ...o.vviviiitiitiii e 50 ng/ml
Methadone. ... ..ot 200 ng/ml



Methaqualone. .......oviiniiiit i 200 ng/ml

Opiate Metabolites. .. ..vvtieiit e, 300 ng/ml
Phencyclidineg.........oovviiiiiiiii 25 ng/ml
PropoXyPhene. ... ..oviuiiii i 300 ng/ml
PropoXyphene........coviiiiiiiiii e, 300 ng/ml
NOTPIOXYPRENEC. ... eeeiii e 300 ng/ml

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

analysis.

Concentrations, which exceed the linear region of the standard curve, shall be documented.

Confirmatory Test Level

Amphetamines:
W 1010 011721011 T T 500 ng/ml
Methamphetamineg. ........oouiiriieii ittt e e, 500 ng/ml
Barbiturates. ......ovviirieie e 200 ng/ml
Secobarbital.........c.ooeviiiiii 1000 ng/ml
Pentobarbital.............cooiiiiiii e 1000 ng/ml
Phenobarbital..........c.ooiiiiiiii e 1000 ng/ml
Butabartial..........c.ooiiiiiii 1000 ng/ml
Benzodiazepines. ......o.viviiriiiii i 200 ng/ml
Cocaine metabolites™...........ooiiviiiiiiiiiiii e 150 ng/ml
Marijuana metabolites™*..............cccoiiiiiiii 15 ng/ml
Methadomne. ... ..c.vvniiiiii e 200 ng/ml
Methaqualone. .......o.eeviiiiii e 200 ng/ml
Opiates:

MOTPRINEG. ..t 100 ng/ml

COdRINE. .. it e 100 ng/ml
Phencycliding.........oooviiiiiiiiii 25 ng/ml

PropoXyphene........ccooviiiiiiiii i 200 ng/ml

PropoXyphene........ccooeiiiiiiiiiii e 300 ng/ml

NOIPIOXYPRENE. ...ttt 300 ng/ml

* Delta 9 tetrahydocannabinol 9 carboxylic acid
* Benzoylecgonine

. Changes in Test Standards

The cutoff levels as test standards may be amended during the term of this agreement, by
mutual written agreement based on newly adopted NIDA screening and confirmatory
standards. Additionally, the parties agree that the screening test standards for employees subject
to federal law and/or regulations shall be updated to reflect any and all changes necessary to
comply with federal law and/or regulations.
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18.5. Right to Contest

The Union and/or the employee, with or without the Union, shall have the right to file a grievance
concerning any test permitted by this Agreement. Any re-resting of samples by the Union and/or employee
shall be at their expense. If re-testing shows a negative result, then the Employer will reimburse the
employee for the expense of re-testing.

18.6. Voluntary Request for Assistance

The Employer shall take no adverse employment action against an employee who voluntarily seeks
treatment, prior to any drug test being ordered or administered, through the Employer’s EAP Program, or
through one of the City’s health care providers and/or referrals to other recognized or certified programs,
for an alcohol or drug related problem, other than that the Employer may place the employee on leave
during treatment. The Employer shall make available through its Employee Assistance Program a means
by which the employee may obtain referrals, while undergoing treatment or when otherwise unfit for duty
in his current assignment. All such requests shall be confidential. When undergoing treatment or when
otherwise unfit for duty in his current assignment, employees shall be allowed to use: 1) Accumulated sick
leave; and/or 2) Paid leave; and/or 3) Be placed on an unpaid leave pending treatment.

18.7. Discipline

If an employee has positive results from a drug test he/she will undergo professional consultation and
evaluation and undergo and complete treatment as prescribed by that professional; however, if the positive
result follows a tests administered after an accident with fatalities and/or citations said employee will be
discharged. In all other cases involving a positive result, the employee in question will be discharged if:

e She or he does not successfully rehabilitate as determined by follow-up testing set forth by
aforementioned professional; or
He/she has a second positive; or

e He/she admits to continued or renewed use of a controlled substance.

18.8. Insurance Coverage

The Employer shall provide health insurance, which may cover all or a portion of the cost of the EAP
Program. The insurance should provide for both outpatient and in-patient treatment, consistent with the
City of Rockford Health Plan, depending on the appropriate course of action in each employee’s case.

18.9. Duty Assignment

The nature of the EAP or treatment program allows the employee to continue to work during treatment, the
Employer may maintain the individual’s previous employment status. If an employee participates in an in-
patient program, which precludes continued employment, the employee shall be granted a leave to do so.
At the end of such leave, the employee shall be returned to his former position with no loss of seniority and
accumulated benefits. An employee may use accumulated sickness or disability benefits during the period
of his/her treatment lease.

71



Employees who voluntarily report to the Supervisor that they are taking prescribed or over-the-counter
medication that has adverse side effects. Which interfere with the employee’s ability to perform his/her
normal duties, may be temporarily reassigned with full pay to their duties.

Nothing in this Section shall prevent an employee from seeking treatment or taking a treatment leave more
than one time in a year for in-patient treatment.

18.10. Confidentiality of Test Results

The results of drug test will be disclosed to the person tested, the Chief, the Director of Human Resources,
and such other officials, as may be mutually agreed to by the parties. If the employee is represented by a
Union and consents in writing, the test results will be disclosed to the employee’s Union President or
designee. Test results will not be disclosed externally except where required for disciplinary purposes.

18.11 Operation of City Vehicle

An employee who operates a City-owned or City-leased vehicle while under the influence of alcohol, drug,
or combination of alcohol and drugs, or at a level of alcohol and/or drug that constitutes a violation of
Illinois law as evidenced by a statutorily compelled chemical test of blood, breath or urine shall be subject
to discipline, up to and including termination. This provision shall not be construed to limit or expand the
provisions in Article 18.7.
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ARTICLE XIX
TERMINATION

This Agreement shall be effective as of January 1, 2022 and shall remain in effect until midnight, December
31, 2025, and shall continue hereafter in full force and effect from year to year unless written notice of
desire to terminate or amend this Agreement is given by either party to the other on or before October 1,
2025, or any succeeding October 1. The Union shall serve the above notice on the Director of Human
Resources. The City of Rockford shall serve the above notice on the President of the Union.

In the event that the above notification is given, the parties agree to enter into negotiations no later than
October 15th of the year in which the notice is served. If negotiations have not been satisfactorily completed
at the anniversary date, neither party may terminate the Agreement unless it gives at least ten (10) days’
notice to the other party in writing during which time all provisions of this Agreement shall remain in full
force and effect.
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Classification

Public Safety Auto Crew Leader
Assistant Shift Supervisor
P.W. Crew Leader

Water Service Supervisor
Auto Mechanic

Water Plant Operator
Telecommunicator

Traftic Signal Repairer

Senior Equipment Operator
Water Service Inspector

Senior Tree Trimmer

Property & Evidence Specialist
Water Utility Tech

Tree Trimmer

Property and Evidence Technician
Maintenance Repair Worker
MSAG Technician

Purchasing Technician
Equipment Operator

Traffic Sign & Marking Technician
Police Technician

Parking System Repairer

Crisis Intervention Caseworker
Computer Technician

Senior Account Clerk
Inventory Control Clerk
Purchasing Assistant

Senior Secretary

Senior Clerk-Payroll

Photo Technician

Employee Clerk

Maintenance Worker

Custodial Worker

Customer Service Clerk
Central Reporting Unit Assistants
Secretary

Account Clerk

Senior Clerk

Data Entry Operator

Parking Control Officer

Water Meter Reader

Parking Lot Attendant

Clerk

APPENDIX "A"
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(6/2013)
Range

29
28-A
28
28
28
28
26-A
26
26
26
26
25
25
24
24
24
24
23
23
22
22
22
21
21
21
21
20
20
20
20
20
20
20
20
20
19
19
19
19
19
19
19
17



NOTE: If as a result of a job audit of any of the titles listed in Appendix "A" a job title is reclassified or a
new job title is created, the reclassified or newly classified position will not be excluded from the
Bargaining Unit.
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APPENDIX "A1"

TITLE PAY RANGE
Zoning Assistant 13
Sanitation Enforcement Officer 14
Neighborhood Enforcement Specialist 15
Rehabilitation Construction Specialist 18%
Engineering Technician 15
Land Use Planner 19*
Inspector 21%*
Senior Inspector 24

*A grievance is pending to determine the effective date of the changes in Al. The City’s position is that
the changes in A1 were effective on date of ratification and approval, which was 10/23/2023. Union’s
position is that the changes in A1 were effective retroactively to 1/1/2022.
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APPENDIX "B"

The following positions will be deemed excluded from the bargaining unit as confidential:

1.

2.

All clerical employees in the Mayor's Office.
All clerical employees in the Legal Department.
All employees of the Human Resources Department.

One (1) clerical employee in the Department of Public Works and two (2) clerical
employees in support of the Capital Improvements Projects Manager.

Four (4) support staff in the Police Department.
One (1) secretary in the Finance Department.

One (1) secretary in the Fire Department.
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APPENDIX “B1”

INTERNATIONAL CODE COUNCIL MINIMUM
CERTIFICATION REQUIREMENTS FOR INSPECTOR
POSITIONS

Building Inspection
Residential Building Inspector Examination
Commercial Building Inspector Examination
Electrical Inspection
Residential Electrical Inspector Examination
Commercial Electrical Inspector Examination
Mechanical Inspection
Residential Mechanical Inspector Examination
Commercial Mechanical Inspector Examination
Plumbing Inspection

Illinois State Plumbing License

Property Standards Inspection

Property Maintenance and Housing Inspector Examination (ICC or AACE) , or
Residential Building Inspector Examination

Residential Remodeling Inspector

Property Maintenance and Housing Inspector, and
Residential Building Inspector Examination, or
Residential Electrical Inspector Examination, or
Residential Mechanical Inspector Examination, or
Illinois State Plumbing License
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AFSCME 1058 UNION PAY SCHEDULE
January 1, 2022 to December 31, 2022

R

A

N

G

E A B C
7 70 v 1808
18 17.37 18.06 18.78
19 18.06 18.78 19.53
20 18.78 19.53 20.31
21 19.53 20.31 21.12
22 20.31 21.12 21.96
23 21.12 21.96 22.84
24 21.96 22.84 23.75
25 22.84 23.75 24.70
26 23.75 24.70 25.69
27 24.70 25.69 26.72
28 25.69 26.72 27.79
29 26.72 27.79 28.90
30 27.79 28.90 30.06

TELECOMMUNICATORS
January 1, 2022 to December 31, 2022

A B C
26A 22.99 2391 24.87
28A 24.87 25.86 26.89

*) Completion of 30 Years

20.31

21.12

21.96

22.84

23.75

24.70

25.69

26.72

27.79

28.90

30.06

31.26

25.86

27.97

21.12

21.96

22.84

23.75

24.70

25.69

26.72

27.79

28.90

30.06

31.26

32,51

26.89

29.09

21.96

22.84

23.75

24.70

25.69

26.72

27.79

28.90

30.06

31.26

32,51

33.81

27.97

30.25

22.84

23.75

24.70

25.69

26.72

27.79

28.90

30.06

31.26

32,51

33.81

35.16

APPENDIX "C"

ANNUAL

H A
196 30,736
22.84 36,130
23.75 37,565
24.70 39,062
25.69 40,622
26.72 42,245
27.79 43,930
28.90 45,677
30.06 47,507
31.26 49,400
32,51 51,376
33.81 53,435
35.16 55,578
36.57 57,803
ANNUAL

H | J* A
025 207 3336 w19
32.72 34.68 35.97 51,730

ANNUAL

36,130

37,565

39,062

40,622

42,245

43,930

45,677

47,507

49,400

51,376

53,435

55,578

57,803

60,112

ANNUAL

49,733

53,789

ANNUAL

37,565

39,062

40,622

42,245

43,930

45,677

47,507

49,400

51,376

53,435

55,578

57,803

60,112

62,525

ANNUAL

51,730

55,931

ANNUAL

39,062

40,622

42,245

43,930

45,677

47,507

49,400

51,376

53,435

55,578

57,803

60,112

62,525

65,021

ANNUAL

53,789

58,178

ANNUAL

40,622

42,245

43,930

45,677

47,507

49,400

51,376

53,435

55,578

57,803

60,112

62,525

65,021

67,621

ANNUAL

55,931

60,507

ANNUAL

42,245

43,930

45,677

47,507

49,400

51,376

53,435

55,578

57,803

60,112

62,525

65,021

67,621

70,325

ANNUAL

58,178

62,920

ANNUAL

43,930

45,677

47,507

49,400

51,376

53,435

55,578

57,803

60,112

62,525

65,021

67,621

70,325

73,133

ANNUAL

60,507

65,437

ANNUAL

45,677

47,507

49,400

51,376

53,435

55,578

57,803

60,112

62,525

65,021

67,621

70,325

73,133

76,066

ANNUAL

62,920

68,058

ANNUAL ANNUAL
| J*

66,706

69,389

72,134 74,818



AFSCME 1058 UNION PAY SCHEDULE
January 1, 2023 to December 31, 2023

R

A

N

G

E A B C
o v ve 186
18 17.97 18.69 19.44
19 18.69 19.44 20.22
20 19.44 20.22 21.03
21 20.22 21.03 21.87
22 21.03 21.87 22.74
23 21.87 22.74 23.65
24 22.74 23.65 24.60
25 23.65 24.60 25.58
26 24.60 25.58 26.60
27 25.58 26.60 27.66
28 26.60 27.66 28.77
29 27.66 28.77 29.92
30 28.77 29.92 31.12

TELECOMMUNICATORS
January 1, 2023 to December 31, 2023

A B C
26A 22.99 2391 24.87
28A 24.87 25.86 26.89

*) Completion of 30 Years

21.03

21.87

22.74

23.65

24.60

25.58

26.60

27.66

28.77

29.92

31.12

32.36

25.86

27.97

21.87

22.74

23.65

24.60

25.58

26.60

27.66

28.77

29.92

31.12

32.36

33.65

26.89

29.09

22.74

23.65

24.60

25.58

26.60

27.66

28.77

29.92

31.12

32.36

33.65

35.00

27.97

30.25

23.65

24.60

25.58

26.60

27.66

28.77

29.92

31.12

32.36

33.65

35.00

36.40

APPENDIX "C"

ANNUAL

H A
o 35,922
23.65 37,378
24.60 38,875
25.58 40,435
26.60 42,058
27.66 43,742
28.77 45,490
29.92 47,299
31.12 49,192
32.36 51,168
33.65 53,206
35.00 55,328
36.40 57,533
37.86 59,842
ANNUAL

H | J* A
025 207 3336 w19
32.72 34.68 35.97 51,730

ANNUAL

37,378

38,875

40,435

42,058

43,742

45,490

47,299

49,192

51,168

53,206

55,328

57,533

59,842

62,234

ANNUAL

49,733

53,789

ANNUAL

38,875

40,435

42,058

43,742

45,490

47,299

49,192

51,168

53,206

55,328

57,533

59,842

62,234

64,730

ANNUAL

51,730

55,931

ANNUAL

40,435

42,058

43,742

45,490

47,299

49,192

51,168

53,206

55,328

57,533

59,842

62,234

64,730

67,309

ANNUAL

53,789

58,178

ANNUAL

42,058

43,742

45,490

47,299

49,192

51,168

53,206

55,328

57,533

59,842

62,234

64,730

67,309

69,992

ANNUAL

55,931

60,507

ANNUAL

43,742

45,490

47,299

49,192

51,168

53,206

55,328

57,533

59,842

62,234

64,730

67,309

69,992

72,800

ANNUAL

58,178

62,920

ANNUAL

45,490

47,299

49,192

51,168

53,206

55,328

57,533

59,842

62,234

64,730

67,309

69,992

72,800

75,712

ANNUAL

60,507

65,437

ANNUAL

47,299

49,192

51,168

53,206

55,328

57,533

59,842

62,234

64,730

67,309

69,992

72,800

75,712

78,749

ANNUAL

62,920

68,058

ANNUAL ANNUAL
| J*

66,706

69,389

72,134 74,818



APPENDIX "C"
AFSCME 1058 UNION PAY SCHEDULE
January 1, 2024 to December 31, 2024

R

A

N

G ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL
E A B C D E F G H A B C D E F G H
7 s 1se0 1934 2011 2001 275 26 235 719 Imess 4027 L9 43493 45240 47050 48922
18 18.60 19.34 20.11 20.91 21.75 22.62 23.52 24.46 38,688 40,227 41,829 43,493 45,240 47,050 48,922 50,877
19 19.34 20.11 20.91 21.75 22.62 23.52 24.46 25.44 40,227 41,829 43,493 45240 47,050 48,922 50,877 52,915
20 20.11 20.91 21.75 22.62 23.52 24.46 25.44 26.46 41,829 43,493 45,240 47,050 48,922 50,877 52,915 55,037
21 20.91 21.75 22.62 23.52 24.46 25.44 26.46 27.52 43,493 45,240 47,050 48922 50,877 52,915 55,037 57,242
22 21.75 22.62 23.52 24.46 25.44 26.46 27.52 28.62 45,240 47,050 48,922 50,877 52,915 55,037 57,242 59,530
23 22.62 23.52 24.46 25.44 26.46 27.52 28.62 29.76 47,050 48922 50,877 52915 55,037 57,242 59,530 61,901
24 23.52 24.46 25.44 26.46 27.52 28.62 29.76 30.95 48,922 50,877 52,915 55,037 57,242 59,530 61,901 64,376
25 24.46 25.44 26.46 27.52 28.62 29.76 30.95 32.19 50,877 52,915 55,037 57,242 59,530 61,901 64,376 66,955
26 25.44 26.46 27.52 28.62 29.76 30.95 32.19 33.48 52,915 55,037 57,242 59,530 61,901 64376 66,955 69,638
27 26.46 27.52 28.62 29.76 30.95 32.19 33.48 34.82 55,037 57,242 59,530 61,901 64,376 66,955 69,638 72,426
28 27.52 28.62 29.76 30.95 32.19 33.48 34.82 36.21 57,242 59,530 61,901 64376 66,955 69,638 72,426 75,317
29 28.62 29.76 30.95 32.19 33.48 34.82 36.21 37.66 59,530 61,901 64,376 66,955 69,638 72,426 75,317 78,333
30 29.76 30.95 32.19 33.48 34.82 36.21 37.66 39.17 61,901 64,376 66,955 69,638 72,426 75317 78,333 81,474

TELECOMMUNICATORS
January 1, 2024 to December 31, 2024
ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL

A B C D E F G H | J* A B C D E F G H | J*
264 2650 2756 2866 2980 3099 3223 335 348 3625 37.70 925 61624 64084 66633 69294 72066 74951 77,047 81055 84297
28A 28.62 29.76 30.95 32.19 33.48 34.82 36.21 37.66 39.17 40.74 59,530 61,901 64,376 66,955 69,638 72,426 75,317 78333 81,474 84,739
30A 28.62 29.76 30.95 32.19 33.48 34.82 36.21 37.66 39.17 40.74 63,994 66,543 69,204 71977 74,861 77,858 80,966 84,208 87,584 91,095

*) Completion of 30 Years



APPENDIX "C"
AFSCME 1058 UNION PAY SCHEDULE
January 1, 2025 to December 31, 2025

R

A

N

G ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL
E A B C D E F G H A B C D E F G H
7 mst 15 2000 208 26 252 242 243 /01 40040 L6 43305 45032 46842 4874 50,669
18 19.25 20.02 20.82 21.65 22.52 23.42 24.36 25.33 40,040 41,642 43,306 45,032 46,842 48,714 50,669 52,686
19 20.02 20.82 21.65 22.52 23.42 24.36 25.33 26.34 41,642 43,306 45,032 46,842 48,714 50,669 52,686 54,787
20 20.82 21.65 22.52 23.42 24.36 2533 26.34 27.39 43,306 45,032 46,842 48,714 50,669 52,686 54,787 56,971
21 21.65 22.52 23.42 24.36 2533 26.34 27.39 28.49 45,032 46,842 48,714 50,669 52,686 54,787 56,971 59,259
22 22.52 23.42 24.36 25.33 26.34 27.39 28.49 29.63 46,842 48,714 50,669 52,686 54,787 56,971 59,259 61,630
23 23.42 24.36 2533 26.34 27.39 28.49 29.63 30.82 48,714 50,669 52,686 54,787 56,971 59,259 61,630 64,106
24 24.36 2533 26.34 27.39 28.49 29.63 30.82 32.05 50,669 52,686 54,787 56,971 59,259 61,630 64,106 66,664
25 2533 26.34 27.39 28.49 29.63 30.82 32.05 33.33 52,686 54,787 56,971 59,259 61,630 64,106 66,664 69,326
26 26.34 27.39 28.49 29.63 30.82 32.05 33.33 34.66 54,787 56,971 59,259 61,630 64,106 66,664 69,326 72,093
27 27.39 28.49 29.63 30.82 32.05 33.33 34.66 36.05 56,971 59,259 61,630 64,106 66,664 69,326 72,093 74,984
28 28.49 29.63 30.82 32.05 33.33 34.66 36.05 37.49 59,259 61,630 64,106 66,664 69,326 72,093 74,984 77,979
29 29.63 30.82 32.05 33.33 34.66 36.05 37.49 38.99 61,630 64,106 66,664 69,326 72,093 74984 77,979 81,099
30 30.82 32.05 33.33 34.66 36.05 37.49 38.99 40.55 64,106 66,664 69,326 72,093 74,984 77,979 81,099 84,344

TELECOMMUNICATORS
January 1, 2022 to December 31, 2022
ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL

A B C D E F G H | J* A B C D E F G H | J*
A 2243 285 2966 084 207 336 M6 3608 752 002 61333 63771 66320 G895 71709 74593 77567 80675 83895 87,249
28A 29.62 30.80 32.03 33.32 34.65 36.04 37.48 38.98 40.54 42.17 61,610 64,064 66,622 69,306 72,072 74963 77,958 81,078 84,323 87,714
30A 29.62 30.80 32.03 33.32 34.65 36.04 37.48 38.98 40.54 42.17 66,230 68,869 71,619 74504 77,477 80,585 83,805 87,159 90,647 94,292

*) Completion of 30 Years



AFSCME-B 1058 UNION PAY SCHEDULE
January 1, 2022 to December 31, 2022

R

A

N

G ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL
E A B C D E A B C D E

13 22.42 23.32 24.25 25.22 26.23 46,634 48,506 50,440 52,458 54,558
14 23.32 24.25 25.22 26.23 27.28 48,506 50,440 52,458 54,558 56,742
15 24.25 25.22 26.23 27.28 28.37 50,440 52,458 54,558 56,742 59,010
16 25.22 26.23 27.28 28.37 29.50 52,458 54,558 56,742 59,010 61,360
17 26.23 27.28 28.37 29.50 30.68 54,558 56,742 59,010 61,360 63,814
18 27.28 28.37 29.50 30.68 31.91 56,742 59,010 61,360 63,814 66,373
19 28.37 29.50 30.68 31.91 33.19 59,010 61,360 63,814 66,373 69,035
20 29.50 30.68 31.91 33.19 34.52 61,360 63,814 66,373 69,035 71,802
21 30.68 31.91 33.19 34.52 35.90 63,814 66,373 69,035 71,802 74,672
22 31.91 33.19 34.52 35.90 37.34 66,373 69,035 71,802 74,672 77,667
23 33.19 34.52 35.90 37.34 38.83 69,035 71,802 74,672 77,667 80,766

24 34.52 35.90 37.34 38.83 40.38 71,802 74,672 77,667 80,766 83,990



AFSCME-B 1058 UNION PAY SCHEDULE
January 1, 2023 to December 31, 2023

R
A

N

G ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL
E A B C D E A B C D E
13 23.20 24.13 25.10 26.10 27.14 48,256 50,190 52,208 54,288 56,451
14 24.13 25.10 26.10 27.14 28.23 50,190 52,208 54,288 56,451 58,718
15 25.10 26.10 27.14 28.23 29.36 52,208 54,288 56,451 58,718 61,069
16 26.10 27.14 28.23 29.36 30.53 54,288 56,451 58,718 61,069 63,502
17 27.14 28.23 29.36 30.53 31.75 56,451 58,718 61,069 63,502 66,040
18 28.23 29.36 30.53 31.75 33.02 58,718 61,069 63,502 66,040 68,682
19 29.36 30.53 31.75 33.02 34.34 61,069 63,502 66,040 68,682 71,427
20 30.53 31.75 33.02 34.34 35.71 63,502 66,040 68,682 71,427 74,277
21 31.75 33.02 34.34 35.71 37.14 66,040 68,682 71,427 74277 77,251
22 33.02 34.34 35.71 37.14 38.63 68,682 71,427 74277 77,251 80,350
23 34.34 35.71 37.14 38.63 40.18 71,427 74,277 77,251 80,350 83,574

24 35.71 37.14 38.63 40.18 41.79 74277 77,251 80,350 83,574 86,923



AFSCME-B 1058 UNION PAY SCHEDULE
January 1, 2024 to December 31, 2024

R

A

N

G ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL
E A B C D E A B C D E

13 24.01 24.97 25.97 27.01 28.09 49,941 51,938 54,018 56,181 58,427
14 24.97 25.97 27.01 28.09 29.21 51,938 54,018 56,181 58,427 60,757
15 25.97 27.01 28.09 29.21 30.38 54,018 56,181 58,427 60,757 63,190
16 27.01 28.09 29.21 30.38 31.60 56,181 58,427 60,757 63,190 65,728
17 28.09 29.21 30.38 31.60 32.86 58,427 60,757 63,190 65,728 68,349
18 29.21 30.38 31.60 32.86 34.17 60,757 63,190 65,728 68,349 71,074
19 30.38 31.60 32.86 34.17 35.54 63,190 65,728 68,349 71,074 73,923
20 31.60 32.86 34.17 35.54 36.96 65,728 68,349 71,074 73,923 76,877
21 32.86 34.17 35.54 36.96 38.44 68,349 71,074 73,923 76,877 79,955
22 34.17 35.54 36.96 38.44 39.98 71,074 73,923 76,877 79,955 83,158
23 35.54 36.96 38.44 39.98 41.58 73,923 76,877 79,955 83,158 86,486

24 36.96 38.44 39.98 41.58 43.24 76,877 79,955 83,158 86,486 89,939



AFSCME-B 1058 UNION PAY SCHEDULE
January 1, 2025 to December 31, 2025

R

A

N

G ANNUAL ANNUAL ANNUAL ANNUAL ANNUAL
E A B C D E A B C D E

13 24.85 25.84 26.87 27.94 29.06 51,688 53,747 55,890 58,115 60,445
14 25.84 26.87 27.94 29.06 30.22 53,747 55,890 58,115 60,445 62,858
15 26.87 27.94 29.06 30.22 31.43 55,890 58,115 60,445 62,858 65,374
16 27.94 29.06 30.22 31.43 32.69 58,115 60,445 62,858 65,374 67,995
17 29.06 30.22 31.43 32.69 34.00 60,445 62,858 65,374 67,995 70,720
18 30.22 31.43 32.69 34.00 35.36 62,858 65,374 67,995 70,720 73,549
19 31.43 32.69 34.00 35.36 36.77 65,374 67,995 70,720 73,549 76,482
20 32.69 34.00 35.36 36.77 38.24 67,995 70,720 73,549 76,482 79,539
21 34.00 35.36 36.77 38.24 39.77 70,720 73,549 76,482 79,539 82,722
22 35.36 36.77 38.24 39.77 41.36 73,549 76,482 79,539 82,722 86,029
23 36.77 38.24 39.77 41.36 43.01 76,482 79,539 82,722 86,029 89,461

24 38.24 39.77 41.36 43.01 44.73 79,539 82,722 86,029 89,461 93,038



