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AGREEMENT

Agreement entered into as of the 1st day of July, 2022, by and between the City
of Chicago, an lllinois municipal corporation (herein referred to as the "Employer")
and the lllinois Nurses Association (herein referred to as the "Association").

ARTICLE |-RECOGNITION

Section 1.1 Bargaining Unit

The Employer recognizes the Association as the exclusive bargaining
representative for all full time and part time registered nurses (herein referred to
as "nurse") employed by the Employer, in the following job classifications, for the
purpose of negotiating about wages, hours, and conditions of employment:

Occupational Health Nurse Nurse Practitioner
Public Health Nurse | Public Health Nurse | - Hourly
Public Health Nurse I} Public Health Nurse Temporary

Should the parties agree that other titles appropriately belong in the bargaining
unit, they shall jointly stipulate to an amendment or clarification of the unit, even if
there are no incumbents in the title at the time. Such stipulation shall be filed with
the Local Labor Relations Board in accordance with its procedures. In the event
that the Employer establishes any new job classification to perform nursing work,
the Employer will promptly notify the Association of its decision, and, upon request
from the Association, meet and discuss any issue as to whether the new
classification appropriately belongs in the bargaining unit.

Section 1.2 Exclusions

Excluded from the bargaining unit are all managerial, supervisory, confidential, and
exempt, and emergency employees, as defined by the City of Chicago Personnel Rules
and lllinois Public Labor Relations Act.

ARTICLE Il - MANAGEMENT'S RIGHTS

Section 2.1 Management's Rights

It is agreed that the Association and the nurses will cooperate with the Employer
to liberally construe this Agreement to facilitate the efficient, flexible and
uninterrupted operation of the City. The Association recognizes that certain rights,
powers, and responsibilities belong solely to and are exclusively vested in




the Employer except only as they may be subject to a specific and express
obligation of this Agreement. Among these rights, powers, and responsibilities,
but not wholly inclusive, are all matters concerning or related to the management
of the City and administration thereof, and the right:

a.

to determine the organization and operation of the Employer and any
department or agency thereof;

to determine and change the purpose, composition and function of each
of its constituent departments and subdivisions;

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

to direct its employees, including the right to assign work and
overtime;

to hire, examine, classify, select, promote, restore to career service
positions, train, transfer, assign and schedule its nurses;

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

to contract out work, subject to the provisions of Article X1V,

to establish work schedules and to determine the starting and quitting
time, and the number of hours worked;

to establish, modify, combine or abolish job positions and
classifications;

to add, delete or alter methods of operation, equipment or facilities;
to determine the locations, methods, means and personnel by which
operations are to be conducted, including the right to determine

whether services are to be provided or purchased;

to establish, implement and maintain an effective internal control
program,

3]



m. to suspend, demote, discharge, or take other disciplinary action
against nurses for just cause; and

n to add to, delete or alter policies, procedures, rules and regulations.

Inherent managerial functions, prerogatives and policy-making rights, whether
listed above or not, which the Employer has not expressly restricted by a
specific provision of this Agreement are not in any way, (tiredly or indirectly,
subject to internal or external review, provided that none of these rights is
exercised contrary to or inconsistent with other terms of this Agreement.

Section 2.2 Rules and Regulations

The Employer shall have the right to make, and from time to time change,
reasonable rules and regulations and to require employees' compliance
therewith upon fourteen (14) days notification to the Association. Upon the
Association’s request, the Employer will discuss the new or modified rules and
regulations with the Association. If the Association requests to discuss, the
parties will discuss the new or modified rules or regulations within ten (10)
days of receiving the Association’s request. The Association’s request to meet
will not delay the implementation of any new or modified rules unless the
parties mutually agree to delay compliance/implementation.

Section 2.3 Caseload Standards

The Employer has the right to establish reasonable caseload or other objective
productivity standards. Prior to establishing or changing such standards, the
Employer will provide written notification to the Association. If requested by the

Association, the Employer will meet with the Association to discuss such new
standards.

ARTICLE lll - HOURS OF WORK

Section 3.1 Workday

The Employer's workday begins at 12:00 a.m. one day and ends at 12:00 a.m. the
following day. The normal workday for employees shall consist of eight (8) consecutive
hours, including seven (7) hours worked per day, an unpaid lunch of one (1) hour and
two (2) paid fifteen (15) minute rest periods. The Employer may set up schedules for the
various work shifts, as required. Each shift shall consist of eight (8) consecutive hours,
including seven (7) hours of work, an unpaid lunch period of one (1) hour and two (2)
paid fifteen (15) minute rest periods.




Section 3.2 Workweek

The Employer's work week begins at 12:00 a.m. on Sunday and ends at 12:00 a.m. the
following Sunday. The normal workweek for employees shall consist of thirty-five (35)
hours worked, with two (2) consecutive days off, in accordance with current practices.

Section 3.3 Changes

The Employer may change the time of its normal workday or workweek, or
shifts/schedules established pursuant to Section 3.1, upon at least five (5) days'

prior notice to, and upon request, discussion with the Association. In the case
of a Public Health emergency or City-wide outbreak, the notice and discussion
provisions above shall not apply. In such emergencies, the City will provide a
minimum of twenty-four hour notice to the Association, if possible, and such
notice will contain the name(s) of the bargaining unit employees impacted by
the change.

Section 3.4 Overtime

a.

Nurses shall be required to work reasonable overtime hours, as a
condition of continued employment, whenever requested by the Employer
to do so. The Employer shall make a reasonable effort to give nurses
advancc notice when they are to be required to work overtime. Overtime
referred to in this Agreement shall be offered first to the employee
performing the job, and thereafter by seniority to the most senior
employee within the job classification within the program. Thereafter, it
shall be offered to employees in order of seniority outside of the job
classification and program. Any employee accepting overtime must have
the ability to perform the work. In the event such offers of overtime are
not accepted by such employees, the Employer can assign the overtime
by reverse seniority.

When nurses are required by the Employer to work a sixth day in the same
work week, or a seventh day in the same work week which is not a seventh
consecutive day in the same work week, they shall be compensated at 1'/2
times the regular hourly rate, in cash, provided that, in either case, the
nurse has not less than thirty-five (35) hours worked during that work week.

When a nurse is required by the Employer to work a seventh consecutive
day in the same work week, that nurse shall be compensated at two (2)
times the regular hour rate in cash, provided that the nurse has actually
worked the previous six days in the same work week. Sick leave, vacation,
compensatory time, union business leave and/or other paid time off shall
not be included as work for purposes of paragraph (b) of this section.



Notwithstanding the first sentence of this paragraph (3.4c), when a nurse
is required by the Employer to work on a Sunday when Sunday is not part
of the nurse’s regular work week, that nurse shall be compensated at two
(2) times the regular hourly rate in cash for the hours worked.

All other hours worked and approved under Employer rules between
thirty-five (35) and forty (40) hours worked in a workweek required of a
nurse by reason of the nurse's regular duty, whether of an emergency
nature or of a non-emergency nature, shall be compensated for on an
hour-for-hour basis, in cash, on the basis of completed fifteen (15)
minute segments, unless the employee elects to be compensated in the
form of compensatory time. Notice of said election must be provided by
the employee to the Employer's designated representative by no later
than the first regular workday following the date the work was performed.

All overtime earned under this section shall be compensated in the form
of cash.

All compensatory time must be used on or before December 31 of the
calendar year in which it is earned, subject to the Employer's operational
needs and scheduling requirements. If any compensatory time is not
used by December 31 of the calendar year in which it is earned, the
employee will be compensated for said time earned in the form of cash
instead of compensatory time. Notwithstanding the foregoing, any
compensatory time earned in December of any year may be used on or
before March 31 of the following calendar year, subject to the Employer's
operational needs and scheduling requirements. If any compensatory time
earned in December is not used by March 31 of the following calendar year,
the employee will be compensated for said time earned in the form of cash
instead of compensatory time.

For the purposes of this Section 3.4, except as stated in 3.4 (c) above,
the term "hours worked" shall include, in addition to hours actually
worked, paid excused absences taken in accordance with Sections
5.1 (Holidays) and 5.2 (Vacations) of this Agreement, as well as
unpaid furlough days taken pursuant to Section 3.7 of this
Agreement.

Whenever a nurse is entitled to a monetary payment from an arbitration
award or settlement agreement, such monetary payment shall be made



within six (6) weeks of the time of the final determination of the amount
owed by the City.

Section 3.5 No Guarantee or Limitation of Work

Nothing in this Agreement shall be construed as a guarantee or limitation on the number
of hours to be worked per day, per week, or for any other period of time, except only as
specifically provided in Section 3.8 of this Agreement.

Section 3.6 Furlough Days

Employees shall be eligible to participate in the Employer's Voluntary Unpaid
Furlough Program, under the same terms and conditions applicable to all non-
represented City employees, which terms and conditions may be subject to change
from time to time. The current terms of the Voluntary Unpaid Furlough Program are
described in part G of the City's Salary Resolution. It is understood and agreed that
the City's decision to grant or deny any request for unpaid furlough time is entirely
discretionary, and the City's determination as to what is in the best interests of
maintaining its operations will always take precedence. The parties further
understand and agree that all aspects of the City's Voluntary Unpaid Furlough
Program, including the City's decision to grant or deny any unpaid furlough day
request, are excluded from the grievance and arbitration provisions of Article 7 of
this Agreement.

Section 3.7 Reporting Pay

A nurse who reports for work at her/his assigned day and starting time, without
having been previously notified at his/her last known address or telephone number,
as recorded in the personnel file, at least three (3) hours prior to starting time to
report, shall be given a minimum of two (2) hours work or two (2) hours pay. Upon
request, nurses shall have the option to use available compensatory time and/or 1/2
day of vacation to remain in a paid status for the remainder of the day. However, the
foregoing obligation shall not apply in the event the failure to provide work is
because of an emergency, an Act of God, a failure of heat, light or

power, or by any other cause beyond the control of the City. The nurse must accept any
nursing job to which she/he may be assigned.

Section 3.8 Call-in Pay

Employees called in to work hours outside their scheduled work hours, where the
call-in hours are not contiguous to the beginning or end of the employee's
scheduled work day, shall receive a minimum of two (2) hours pay at the
appropriate rate for such call-in hours, beginning from the time they arrive at the
designated work location,




ARTICLE IV - WAGES, UNIFORM ALLOWANCE AND INSURANCE

Section 4.1 Rates

a. Effective on the following dates, the City will make the wage adjustments listed
below for each step of each grade of the salary schedules for regular full-time
registered nurses and regular part-time registered nurses:

Effective 7/1/22 3.0%
Effective 1/1/23 3.0%
Effective 1/1/24 3.0% - 5.0%*
Effective 1/1/25 3.0% - 5.0%"*
Effective 1/1/26 3.0% - 5.0%*
Effective 1/1/27 3.25%

Agreement effective through June 30, 2027

*In each of the three years 2024, 2025 and 2026, the percentage increase
varies between 3.00% and 5.00%, depending upon the U.S. City Average
CPI-U. If the CPI-U is 5.00% or more, then the percentage increase shall be
5.00%. If the CPI-U is betwccn 3.00% and 5.00%, the percentage increase
shall be equal to the CPI-U, rounded to the nearest tenth of one percent.
The U.S. City Average June CPI-U released in July of the preceding year
will be used to determine the percentage increases in the three years 2024,
2025 and 2026.

Employees in the bargaining unit who are entitled to retroactive wage adjustments
effective 7/1/22 and 1/1/23 will receive said retroactive wage adjustments within 120
days following ratification and approval of this Agreement.

b. Salary Schedule Adjustments: The parties agree to make the following
adjustment on the S salary schedule on the dates below:

(1) Effective January 1, 2024, reduce the continuous service requirements
by one (1) year in Steps 7 through 10 on the B schedule.

(2) Effective January 1, 2026, add a new 11" Step on the S schedule after
twenty-one (21) years of continuous service, at an amount 3.25% higher
than the salary for Step 10.



Section 4.2 Part Time Nurse's Wages
The rates of salary for part time nurses in the attached Exhibits H-N are by reference
made part of this Agreement for all purposes.

Section 4.3 Pay During Absence
All leaves of absence or other time off shall be without pay except as otherwise
expressly provided in Article V of this Agreement.

Section 4.4 Pay on Promotion or Transfer

Nurses promoted or transferred to a different job title shall be compensated in
accordance with the then current Regulations Governing the Administration of

the Compensation Plan and Employee benefits for Classified Positions Set Forth in the
Annual Appropriation Ordinance.

Section 4.5 No Pay During Strikes or Lockout
Nurses shall not be entitled to any wages or benefits whatsoever if, despite all
efforts to maintain peace, they are engaged in a strike, work stoppage, walkout
or other interruption of work, or are locked out by the Employer.

Section 4.6 Uniform Allowance

Each nurse who is required to wear a uniform by the Employer will receive a
uniform allowance of $600 per year. Nurses may purchase uniforms from the store
of their choice, provided, however, they follow the policies issued by the Employer
from time to time. Notwithstanding the language above, nothing herein prevents
the Employer from establishing a uniform voucher system, a commissary, etc.,
and requiring employees to obtain their uniforms from a required vendor and
reimbursing employees only for the cost of the uniform. Should the Employer
decide to implement a uniform voucher system, a commissary, etc., the Employer
shall give the Association prior notice, and upon request of the Association, meet
and discuss the uniform voucher system, commissary, etc., prior to
implementation. If the Association requests to negotiate any impact the uniform
voucher system, commissary, etc., has on the wages, hours and terms and
conditions of employment of bargaining unit employees, the Employer will, upon
implementation, meet with the Association for the purposes of bargaining the
impact, if any, of the uniform voucher system, commissary, etc.

Section 4.7 Life Insurance
a. The Employer agrees to provide $25,000.00_ Group Term Life Insurance at
no cost to the nurse. Nurses must complete a City of Chicago Group Term
Life Insurance enrollment form set, including the employee beneficiary




section of the form set, in order to qualify for coverage in the Basic Group
Term Life Plan. The failure of the nurse lo complete the enrollment form
set will result in termination of the nursers Basic Group Term Life Insurance
coverage.

The Employer agrees to provide procedures for nurses to purchase Group
Term Life Insurance, and Universal Life Insurance, in addition to the basic
Group Term Life Insurance coverage described above, at additional cost
to the nurse. Such options are outlined in Appendix A of this Agreement.

Section 4.8 Insurance

a. The Employer shall provide to empioyees and their eligible dependents

Group Health, Dental and Vision Care as set forth in Appendix B of this
Agreement, subject to Section 4.10 below.
If any other bargaining unit of employees of the Employer is required to
pay less in premium contributions or receive higher benefit levels under
the medical care plan, then this unit of employees shall pay the same
and/or receive the same benefit levels.

b. Employees who participate in the Employer medical plan or an HMO shall make
the following contributions toward their health care coverage, based on the
applicable percentage of their base salary, subject to the then applicable salary
cap:

Salary
Single Employee + 1 Family Cap

July 1, 2017 1.2921% 1.9854% 2.4765 $90,000

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000

January 1, 2019 2.2921% 2.9854% 3.4765% $115,000

January 1, 2020 2.7921% 3.4854% 3.9765% $130,000

All contributions shall be made on a pre-tax basis and are payable on a per
pay period basis.
c.  Effective January 1, 2019, prescription drug benefits shall be subject to an annual

deductible of $35 per household. Effective January 1, 2021, prescription drug
benefits shall be subject to an annual deductible of $75 per household.



Family Coverage

Where both husband and wife or other family members eligible under one
family coverage are employed by the Employer, the Employer shall pay
for only one family insurance or family health plan.

Maintenance of Insurance

The current practice permitting employees to use vacation or other time
due during an iliness in order to keep his/her insurance in effect shall
continue for the term of the Agreement.

Section 4.9 Plans Administration

The insurance plans are provided through contracts between the Employer and
insurance companies and/or plan administrators. These plans, and matters
concerning their administration, are not subject to grievance or arbitration. To
the extent that there may be any conflict between said plans and this Agreement,
the provisions of the plans shall prevail. Detailed information regarding the plans
will be made available upon request at reasonable times.

Section 4.10 Joint Labor Management Cooperation Committee on Health Care

a.

The Employer and the Association (the "Parties") agree to participate in the
Joint Labor Management Cooperation Committee ("LMCC") negotiated
between the Employer and the Coalition of Unionized Public Employees
("COUPE") and created pursuant to applicable state and federal law. The
purpose of the LMCC is to research and make recommendations and decisions
within its authority related to the achievement of significant and measurable
savings in the cost of employee health care during the term of this Agreement.
The Parties shall memorialize their intent to participate in this LMCC by
executing an Agreement and Declaration of Trust ("Trust Agreement")
contemporaneously with the execution of the collective bargaining agreement
between the Association and the City of Chicago. Said Trust Agreement shall
be attached to this Agreement as Exhibit H.

The Trust Agreement shall address, without limitation, the following:

2. Formation of a Committee to govern the LMCC consisting of up to
twenty (20) Trustees, with half of the Trustees to be appointed by the
Employer, and half to be appointed by unions, including the
Association, who represent employees of the Employer, and who have
also agreed to participate in the LMCC ("Participating Labor Unions").
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3. Appointment by the City and Participating Labor Unions of a Co-Chair
and Vice Co-chair as designated in the Trust Agreement.

4. Authority of the LMCC to make recommendations and modifications
in the health plan expected to result in savings and cost
containment.

5. Establishment of a Trust Fund with contributions provided by the City of
Chicago and third parties.

Section 4.11 Plan Design

Beginning no later than 2020, members of the lllinois Nurses Association
bargaining unit will be subject to the Plan Design changes implemented through
the LMCC resulting from the commitment in the COUPE collective bargaining
agreements to achieve savings in the targeted amount provided for in those
agreements. In the event such changes are implemented earlier than 2020, members
of the lllinois Nurses Association bargaining unit shall be subject to such changes at the
same time as the rest of the LMCC.

Section 4.12 Retiree Health Insurance

The Employer and the Association will establish a working group to study the feasibility of
creating eligibility for employees who retire to be afforded insurance coverage of the
applicable COBRA rates until Medicare eligibility. Nothing prevents the working group
from including other bargaining units to study this issue.

Section 4.13 Payment of Wages (new section)

Effective on the first day of the fourth (4") month after the date of ratification, the
payment of wages provided herein shall be due and payable on the seventh (7") and
twenty-second (22"%) day of each month.

Within ninety (90) calendar days of ratification of this Agreement, employees shall enroll
in direct deposition and register to receive their notification of pay deposit advice
electronically through the Employer’s program for that purpose (currently known as
“GreenSlips”) if they have not done so already. Employees will receive their notification
of pay and deposit advice electronically through GreenSlips the first pay period after
registering for GreenSlips.

Section 4.14—Deferred Compensation

Effective January 1, 2023, the Employer will continue to make contributions, on a
dollar-for-dollar basis, under a 401(a) Plan (or any similar successor plan
agreed to by the parties) up to the maximum of $500 per year, based on
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amounts deferred by each employee in 2023 to that employee’s 457 Plan.
Such contributory obligation shall increase as set forth below:

Effective January 1, 2024, the Employer will contribute $1.50 for each dollar contributed
by each employee under a 401(a) Plan (or any similar successor plan agreed to by the
Union) up to a maximum of $750 per year based on amounts deferred by each
employee to the employee’s 457 plan.

Effective January 1, 2027, the Employer will contribute $1.75 for each dollar contributed
by each employee under a 401(a) Plan (or any similar successor plan agreed to by the
Union) up to a maximum of $875 per year based on amounts deferred by each
employee to the employee’s 457 plan.

Section 4.15—COVID-19 Pandemic Pay

In recognition of employees’ service during the continuing COVID-19 pandemic, all
employees who were on the payroll, on approved leave, on layoff with recall rights, at
any time between July 1, 2022, and the date of final ratification of this Agreement, and
specifically including former employees who retired or were otherwise separated from
service on or after July 1, 2022, shall receive (1) a one-time, lump sum bonus of
$1,500.00 on January 1, 2024 and (2) a one-time, lump sum bonus of $1,500.00 on
January 1, 2025.

ARTICLE V - ABSENCE FROM WORK

Section 5.1 Holidays
A nurse is eligible for the following holidays:

1. New Year's Day 7. Juneteenth

2. Dr. Martin Luther King's Birthday 8. Independence Day
3. Lincoln's Birthday 9. Labor Day

4, Washington's Birthday 10. Columbus Day

5. Casimir Pulaski Day 11. Veteran's Day

6. Memorial Day 12. Thanksgiving Day

13. Christmas Day

In addition to the foregoing thirteen (13) paid holidays, employees shall receive one
(1) personal day, which shall be granted in accordance with the current practices
of the Employer.
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a. Inorder to qualify:

1. A nurse should otherwise have been scheduled to work on such day if it had
not been observed as a holiday, or if she/he were not on vacation at that time.

2. Any paid holiday in the pay period shall be counted as a regular working
day. If an employee is absent without pay on the last working day
preceding or the first working day following such holiday, the holiday
shall be considered as an additional day absent without pay.

b.  When any of the above listed holidays falls on a Saturday or Sunday, the closest
workday, Friday or Monday, will be recognized as the holiday.

C. A nurse who is authorized to work and does work one of the recognized
holidays shall be compensated at one and one half (1 '/2) times her regular
pay (including holiday pay) for all hours worked. In addition, the nurse shall
receive an additional hour of pay or an additional hour of compensatory time
for each hour worked. This option of pay or compensatory time shall be
determined by the Employer, unless the nurse’s position is not grant funded.
For nurses whose positions are not grant funded, the nurse can elect either
the option of pay or compensatory time, and notice of said election must be
provided by the nurse to the Employer's designated representative by no
later than the first regular workday following the holiday on which it was
earned.

d. In case a holiday is observed on any work day during a full week of a nurse's
regularly scheduled vacation, an additional day off with pay or an additional
day's pay, at the Employer's option, shall be allowed for each such holiday.

e. Failure to Report to Work on a Scheduled Holiday
If an employee is scheduled to work on a Holiday and fails to report for
work, the employee shall forfeit his/her right to pay for that paid scheduled
holiday. An employee may utilize any available time, in accordance with the
applicable Employer policy.

Section 5.2 Vacations

a. Each nurse shall have her/his vacation computed on the basis of time earned
during the previous year, as follows:
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Length of Service Vacation

Less than 4 years 13 working days
4 to 8 years 18 working days
9 years or more 23 working days

b. Part-time employees who have worked at least 80 hours per month in the prior
calendar year shall be granted vacation leave on a pro-rated basis, as follows:

Hours Worked Per Year Hours of Vacation

1,000 40
916 36
830 33
750 30
666 27
580 23
500 20
416 17
330 13
250 10
166 7
80 4

One extra vacation hour is earned for each 25 hours over minimum hours worked.
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c. Vacation leave earned will be determined by dividing the number of
months worked in the prior year by twelve (12) and then multiplying by
the number of yearly vacation days based on service. Any fraction will
be rounded off to the nearest whole number of days. Any month in which
the nurse worked for at least 50% of the time shall be credited for
purposes of computing vacation leave.

d. On termination a nurse shall be paid for her/his accrued and pro rata
vacation, except where she/he was discharged for serious misconduct
(i.e., violent acts, criminal acts, drug and alcohol violations on the job,
or gross insubordination.)

e. Inthe event of the death of a nurse while in the employ of the Employer,
her/his accrued vacation pay shall be paid to her/his spouse or legal
representative. Payment to either shall relieve the Employer from any
further liability.

From November 1 to November 30 inclusive of each calendar year,
nurses may submit their preferences for utilization of vacation time for
the following calendar year to the Employer in writing. The request
must set forth the beginning and ending date of the desired vacation.
In establishing vacation schedules, the Employer shall consider both
the nurse's preference and the operating needs of the agency. Where
the Employer is unable to grant vacation preferences for all nurses
within a position classification within a facility, but is able to grant
some, the preferred vacation periods will be granted on the basis of
total continuous service.

g. Employees who file their preference by November 30 shall be notified of the
vacation schedules not later than December 31.

h. Vacation requests made after November 30 shall be granted on a first-
come, first-served basis, provided however, if too many employees request
on the same day vacations during the same period, the employees with
greater continuous service shall receive the vacation. Response to
vacation requests made after November 30 shall be made within fourteen
(14) days by the Employer, but not before the Department has responded
to employees who filed during the November selection period.

Section 5.3 Forfeit of Vacation
All earned vacation leave not taken in the vacation year it is due shall be
forfeited, unless the employee was denied vacation by the Employer, or the
employee was unable to take vacation because the employee was on an
approved leave of absence, including a duty disability leave of absence, during
the vacation period. Notwithstanding the foregoing, if an employee still has
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unused vacation time during the fourth quarter of the vacation year, the
employee upon giving written notification to the Employer before December 15
of the vacation year, may carry over no more than five (5) such days into the
next vacation year if the nurse has less than ten (10) years of continuous
service (if the nurse has ten (10) or more years of continuous service, the nurse
can carry over no more than seven (7) such days into the next vacation year.
All such vacation days deferred in this fashion must be scheduled upon mutual
agreement of the Employer and employee and taken before June 30 of the
vacation year into which they are carried over. Employees on duty disability
shall retain any vacation leave earned prior to being placed on duty disability
leave, together with all vacation time earned during the period of duty disability
for the 12 months following the date on which the person became disabled, and
shall be entitled to use such vacation time within 12 months following their
return to work.

Section 5.4 Sick Leave
a. Fulltime nurses
Each full-time nurse may be allotted sick leave with pay for periods not
exceeding twelve (12) working days in the aggregate during each calendar
year on account of sickness, or related cause of absence, which may be
considered by the department head a sufficient and legitimate excuse for
the nurse's failure to be present and in attendance upon her duties. Each
nurse appointed after January 1 of the calendar year shall be allowed sick
leave at the rate of one day for each month of employment through
December 31 of that year. Sick leave may be used in accordance with the
City of Chicago Personnel Rules, Rule XXVIII.

Sick leave credit earned by a nurse subsequent to January 1, 1959, shall
accrue to a maximum of two hundred (200) work days at the rate of
twelve (12) days per year less days of sick leave used. Sick leave not
taken at the time of termination shall cease and end all rights for
compensation. Sick leave accrued while working for another public
agency shall not be transferable.

b. Effective January 1, 1998 and thereafter, said employees who receive paid
sick time shall accrue sick time at the rate of one (1) day on the first day of
the month for each month of employment. In the event an employee, or a
member of the employee's immediate family, experiences a serious health
condition within the meaning of the Family and Medical Leave Act, upon
request of the employee, the Employer will make available to said employee
up to the full amount of sick time the employee would have accrued for the
remainder of that calendar year as if he/she were actively employed, in
order to cover the absence resulting from the condition in question, subject
to reimbursement. Should the employee's, or his/her immediate family
member's serious health condition require the employee to be absent into
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the next calendar year, upon request of the employee, the Employer will
make available to said employee up to the full amount of sick time the
employee would have accrued for that calendar year as if he/she were
actively employed, subject to reimbursement. Upon his/her return to work,
the employee will begin to accrue sick time with the start of the next
calendar year. The Employer reserves the right to require an employee to
provide documentation of the illness in question. Immediate family or
immediate family members are defined in the City of Chicago Personnel
Rules, Rule XXVIIi, Section 2.

c. Part time nurses shall receive one-half day of paid sick leave for each month
where the nurse works eighty-four (84) hours or more, with a maximum
accumulation of fifty (50) work days.

Section 5.5 Jury Duty
An employee who serves on a jury or is subject to proper subpoena (except if
the employee is party to non-work related litigation) shall be granted a leave of
absence with pay during the term of such absence, provided that the employee
deposits his/her jury duty pay with the City Comptrolier for those days which
he/she was scheduled to work for the Employer and receives pay or
compensatory time for said work.

Section 5.6 Bereavement Pay

Bereavement leave is available for up to three consecutive work days for a
death in the family. The leave must be consecutive workdays; non-contiguous
workdays may not be granted. Leave is granted for immediate family members
including the following: mother, father, spouse, domestic partner, brother or
sister (including blood, step or half), son or daughter (including blood, step or
half), father-in-law, mother-in-law, daughter-in-law, son-in-law, brother-in-law,
sister-in-law, grandparents and grandchildren, court appointed legal guardians
and a person for whom the employee is a court appointed legal guardian.

If the deceased resided/passed in a state not contiguous to Illinocis or another
country and the employee is travelling to the state or country in which the
deceased resided/passed, up to five consecutive workdays will be granted for
the death in family. The leave must be consecutive workdays; non-contiguous
days may not be granted. The following are considered to be states contiguous
to lllinois: Kentucky, Wisconsin, Indiana, lowa, Michigan, and Missouri.

Employees must provide appropriate documentation (e.g. death certificate, letter from
the funeral home, funeral pamphlet/service bulletin, obituary, etc.) so as fo
demonstrate that the leave is within the above stated parameters and that the
deceased was an immediate family member. If the employee took more than three
days of bereavement leave, they must also submit proof of travel (e.g. flight
reservations, hotel reservations, other travel-related receipts, or a self-certification) to
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the state or country in which the deceased resided/passed. Bereavement leave must
be taken within 60 days following the date of death. If an employee fails to provide
appropriate documentation, the absence(s) should be considered Absent Unexcused.
During bereavement leave, an hourly employee shall receive his/her regular straight
time pay for such time as he/she is required to be away from work during his/her
regularly scheduled hours of work, provided that the employee submits appropriate
documentation. Salaried employees shall receive the leave of absence without
additional compensation, provided that appropriate documentation is submitted.

Section 5.7 Military Leave

Any employee who is a member of a reserve force of the United States or of the
State of lllinois, other than the National Guard, and who is ordered by the
appropriate authorities to attend a training program or perform other duties under
the supervision of the United States or the State of lllinois, shall be granted a
paid leave of absence during the period of such activity, but not to exceed
fourteen (14) calendar days in any calendar year, provided that employees shall,
as a condition precedent to payment, deposit his/her military pay for all days
compensated by the Employer with the City Comptroller.

Any employee who is a member of the National Guard of the lInited States or of
the State of lllinois and who is ordered by the appropriate authorities to attend a
training program or perform other duties under the supervision of the United
States or the State of lllinois, shall be granted a paid leave of absence during
the period of such activity, but not to exceed fifteen (15) calendar days in any
calendar year, provided that employees shall, as a condition precedent to
payment, deposit his/her military pay for all days compensated by the Employer
with the City Comptroller. Any reservist called for active duty on or after
September 11, 2001 shall be entitied to full salary and medical benefits, provided
that paid leave shall be conditioned upon payment of military pay to the
Comptroller. The right to this additional paid leave shall automatically terminate
upon termination of active duty.

Section 5.8 Family and Medical Leave
Bargaining unit employees who have been employed a minimum of twelve (12)
months, and who have worked at least 1,250 hours in the preceding twelve (12)
months, shall be entitled to up to twelve (12) weeks unpaid leave within a twelve (12)
month period for any of the following reasons:

a. For the birth of the employee's child and to care for such child;

b. For the placement of a child with the employee for adoption or
foster care;

C. To care for the employee's spouse, child or parent with a serious
health condition; and



d. Due to a serious health condition affecting the empioyee

Nurses may, but are not required, to elect to use accumulated paid vacation
and/or unused paid sick leave or other accrued time toward this leave,
according to the City's policies.

All such leaves are subject to the provisions of the Family and Medical Leave Act and
the regulations thereunder, as well as the policies and procedures of the Employer in
effect as of the date of this Agreement.

Such leave is concurrent with, and not in addition to, the unpaid leave provided
for above. Employees may elect to substitute any accumulated paid leave for
any portion of unpaid FMLA leave, or may take such unpaid FMLA leave
following any paid leave for which the employee may be eligible and elects to
use.

During any leave taken pursuant to this provision, the employee's health care
coverage shall be maintained as if the employee was working, and seniority shall
accrue.

The Employer shall pay its portion of the employee's insurance (Individual or
family) for the time period the employee is on FMLA leave, and the employee
shall pay his/her portion of the insurance during that time period.

Section 5.9—Paid Parental Leave

*

An employee wishing to take paid parental leave must apply and be eligible for
Family Medical Leave Act (FMLA) leave. An employee is eligible for FMLA leave if
they have_been employed by the City for at least 12 months before taking the leave
and has worked at least 1250 hours during the 12-month period immediately prior to
the leave. Effective January 1, 2023, eligible employees may be granted the
following paid parental leaves, in conjunction with and as part of an approved FMLA
leave:

Up to twelve (12) work weeks of paid parental leave for either the birth of the
employee’s biological child or children, (including the employee’s biological
children born using gestational surrogacy), or for the adoption or foster of a child or
children by the employee. Any paid parental leave is to be taken within the first
year following either the child or children’s date of birth, or the initial date of
placement in the employee’s home in the case of adoption or foster care. Paid
parental leave may only be taken once per birth or placement event and must be
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used before a biological child turns one (1) year old or prior to the one (1) year
anniversary of initial placement in the case of adoption or foster care. Any unused
paid parental leave will be forfeited at the end of such a rolling year period.

» Up to eight (8) work weeks of paid leave for employees who are acting as
gestational surrogates for their own recovery for routine childbirth. If postpartum
complications arise that require additional leave, the employee may receive a
maximum of twelve (12) work weeks of paid leave, provided that sufficient medical
certification is provided to the employee’s department. Such paid leave may only
be taken once per birth event and must be taken within one (1) year following the
event. Any unused paid leave will be forfeited at the end of such a rolling year
period.

Procedures for requesting and returning from paid parental leave, including complying
with the leave process, are governed by the City's Paid Parental Leave Policy.
Notwithstanding any other provision of this Agreement, paid parental leave shall be
granted as part of an approved FMLA leave.

Section 5.10—Jury/Subpoena
An employee who serves on a jury or is subject to a proper subpoena (except if the

employee is a party to non-work related litigation) shall be granted a leave of absence
with pay during the term of such absence, provided that the employee deposits his/her
jury duty pay with the City Comptroller for the day/days which he/she was scheduled

to work for the Employer and receives pay or compensatory time for said work.

ARTICLE VI - SERVICE STATUS

Section 6.1 Definition of Seniority of Continuous Service
The term "seniority” and "continuous service" shall mean the same thing as
they are defined and used in this Agreement. Seniority or continuous service
means continuous paid employment from the employee's last date of hire
within the bargaining unit without a break or interruption in such paid
employment. Employees eligible for duty disability compensation will earn
seniority or Continue Service credit.

Service requirements for advancement within the salary ranges of Exhibit A
shail have the implication of continuous service with the City of Chicago. For
purposes of determining eligibility for longevity pay increases and in
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determining an employee's vacation benefits, seniority or continuous service
shall mean service for the Employer regardless of job title or department.

Section 6.2 Probation

New employees will be regarded as probationary employees for the first six
(6) months of employment and will receive no seniority or continuous service
credit

during such probationary period. Any period of absence from work in excess of ten
(10) days shall extend the probationary period for a period of time equal to the
absence. Probationary employees continuing in the service of the
employer beyond their probationary period shall be career service employees and
shall have their seniority made retroactive to the date of their original hiring.
Probationary employees may be disciplined or discharged as exclusively
determined by the Employer and such Employer action shall not be subject to the
grievance procedure, provided that, if the Employer, within its discretion, rehires
a former employee who did not complete his/her probationary period within one
(1) year from the employee's termination, and said former employee had served
ninety (90) days or more of his/her probationary period, all time previously served
in the probationary period shall be counted for purposes for determining when the
said employee completes his/her probationary period. A probationary employee
who has served ninety (90) days or more of his/her probationary period and who
is laid off shall be given preference over other applicants for employment in the
same job title in the department from which he/she was laid off, so long as he/she
does not refuse an offer of employment, and does not suffer a break in service
under Section 6.4 of this Agreement.

Probationary employees shall not be eligible for dental or vision insurance but shall
receive all other benefits under this Agreement. Probationary employees shall be
compensated at the same rate as career service employees.

Section 6.3 interruption in Service

A. Employees who work a minimum of eighty (80) hours per month shall be
credited with Continuous Service for time worked. Continuous Service credit
will not be earned for:

1. absences without leave,
2. absences due to suspension,
unpaid medical leave of absence of more than one (1) year.

Section 6.4 Break in Service
Seniority or Continuous Service of an employee is broken, the employment
relationship is terminated, and the employee shall have no right to be rehired,

notwithstanding the provisions of any ordinance or rule to the contrary, if the
employee:




o

quits or resigns,
is discharged for cause,
retires,

oo

d. is absent for five (5) consecutive work days without notifying the
employee's authorized Employer representative unless
circumstances preclude the employee, or someone in the
employee's behalf, from giving such notice.

e. fail to return to work at the expiration of an authorized Leave of
Absence, unless there are extenuating circumstances which prohibit
the Nurse from returning to work on the expiration of the leave.

f does not actively work for the Employer for twelve (12) months for any
reason except military service, approved Association or medical leave
of absence, or duty disability leave.

g. is on layoff for more than twelve (12) consecutive months where the
employee has less than five (5) years of service at the time the layoff
began,

h. is on layoff for more than two (2) years if the employee has five (5)
years of service or more at the time the layoff began.

Is on lay off for more than three (3) years if the employee has
seven
(7) years of service or more at the time the layoff began.

j. is on lay off for more than four (4) years if the employee has twelve
(12) years of service or more at the time the layoff began.

Section 6.5 Filling Of Permanent Vacancies

a.

The Employer shall determine if there is a permanent vacancy to be filied prior
to posting of that vacancy.

Employees within a department who desire a change in shift, day(s) off or
location of their job assignment shall request such change in writing on the
Employer's form at any time for the remainder of the calendar year. A list of all
transfer requests on file for Nurses will be sent to the Association monthly.



When filling a vacancy, the Employer shall select the most senior employee in
the job classification in the Department who has such a request on file prior to
any notice of posting being sent to the Association, provided the employee has
the present ability to perform the required work without further training after a
reasonable amount of orientation. The Employer shall give the Association a list
of newly transferred employees by Department once a month. Any employee
transferred may not seek another transfer for 6 months.

When filling a vacancy and there are no said employees who have requests on
file prior to any notice of posting being sent to the Association, the Employer shall
select the employee in the job classification in the Department from the recall or
reinstatement list, if any, in accordance with the recall procedures in this
Agreement.

When filling a vacancy and there are no said employees who have requests on
file prior to any notice of posting being sent to the Association, and there are no
eligible employees on said recall or reinstatement lists, the Employer shall post
the job for bidding.

All permanent vacancies covered by this Agreement not filled as provided above
shall be posted on a designated bulletin board at each work-site and at other
appropriate locations as designated by the Employer. The permanent vacancy
shall be posted fourteen (14) calendar days. There shall be written notification
to the lllinois Nurses Association of the posting of said vacancies at least one
day prior to it being posted. The posting shall contain at ieast the following: job
title, qualifications, hours, work location(s), pay grade and person to whom the
job bid should be submitted. The posting shall aiso include any additional
qualifications and duties required by the Employer for the position(s) posted.
Any Nurse may apply for any posted position covered by this Agreement by
submitting a written bid application during the posting period. Notwithstanding
the foregoing, an employee shall not be allowed to bid on his/her own
classification within the employee’s department.

All bidders for permanent vacancies shall meet the minimum qualifications for
the job in order to be considered for selection by the Employer.

Qualified employees shall be given an equal opportunity with other applicants to
bid on jobs which are determined to be permanently vacant by the Employer. In
making selections, the Employer shall give preference to employee applications
over non-employee applicants, unless the non-employee applicants have
demonstrably greater skill and ability to fulfill the needs determined by the
Employer.

If employees are selected, however, where employee applicants are relatively
equally qualified to perform the work required, the Employer shall select the most
senior employee of those applying.
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Employees who are laid off “onto the street” shall be given first preference when
bidding for positions which are equal or lower-graded than the positions from
which they were laid off, provided the employee indicates on the Employer’s bid
form that he/she has recall rights. Once an employee who was laid off “onto the
street” receives a job under the bid procedure, he/she shall have no further bid
preference under this section.

The Employer shall determine whether employees are "relatively equally
qualified" based upon evidence of performance as shown on the employee's
performance evaluation and any other evidence brought to the Employer's
attention, experience, training, and proven ability and similar criteria as they
relate to the vacancy.

“Note, The Employer reserves the right to issue appropriate discipline for
employees who are scheduled for interviews and fail to appear without providing
advance notice.

Bidders who are not selected shall be so notified by the Department Head. A
copy of the bid list with seniority dates and the name of the successful bidder

another Employer determined permanent vacancy for six (6) months.

During the posting, bidding and selection process, the Employer may temporarily
fill the vacancy.

The successful bidder for any jobs under this Section shall have an evaluation
period, not to exceed sixty (60) days, to demonstrate that he or she can perform
the job. If the Employer has just cause based upon the employee's job
performance at any time during that period that the successful bidder cannot
perform the job, or if the successful bidder desires to return to his/her former job,
then the successful bidder shall be returned to the job he/she held just prior to
the awarding of the bid, displacing, if necessary, any employee who has been
placed into said job. Should the successful bidder be returned to the former job
the successful bidder held just prior to being awarded the bid, the Employer is
not required to repost the bid for the vacant position if the Employer decides to
fill said position, but may select the next qualified individual on the prequalified
candidate list.

If the employer has filled a vacant position in a Department, and if within one (1)
calendar year of the position being filled, a vacancy occurs for the same position
is in the same Department, nothing herein requires the Employer to post the
vacancy for bid. Instead, the Employer may select the next candidate on the
prequalified candidates list to fill the vacant position. The prequalified candidates



list will remain active for one (1) year from the date the original vacant position
was filled.

Section 6.6 Layoff and Recall

(a)

(b)

(c)

The Employer shall notify the Association and the affected employees in
writing at least thirty (30) calendar days in advance of any layoff under

this subsection, except when layoffs occur as a result of grant funds being
reduced or eliminated. Where layoffs occur as a result of grant funds

being reduced or eliminated and the Employer is unable to give at least
thirty (30) calendar days notice, the Employer shall give the Association
and the affected employees at least fourteen (14)

calendar days notice of any layoff. if, upon receipt of the layoff notice,
the Association requests to meet with the Employer to discuss matters
relating to the layoff, the Employer will meet with the Association. If a
meeting is requested and convened, such meeting will not change the
effective date of the layoff.

Probational, Seasonal, Provisional, Emergency and Temporary
Employees shall be terminated prior to any other employees being
laid off.

An employee subject to layoff shall have first priority to fill a job in an

equal or lower-graded classification, in his/her department or an equal
or lower-graded INA bargaining unit classification in any department,
which the Employer has deemed vacant, in lieu of layoff, provided the
said Employee has the then present ability to perform the required work
without further training after a reasonable period of orientation. Said
offers shall be by seniority.

The following evaluation period shall apply only to those employees who
select a vacant, equal or lower-graded INA bargaining unit classification
(1) in a different department from where they are being laid off, or (2) in
the Department of Public Health in a program where they have not
previously worked: The Employer will afford the employee an evaluation
period of sixty (60) days to demonstrate that he/she can perform the job.
Within forty-five (45) days of the start of the evaluation period, the
Employer shall hold a meeting with the employee and the Union to
address any performance concerns. After the above-referenced meeting
takes place, if the Employer, based on the employee's job performance,
has just cause to believe that the employee cannot perform the job, the
Union shall be notified and the employee shall be placed on the layoff
list and shall have no further rights to bump or fill other vacancies prior
to being laid off. The Employer's decision to return the employee to the
layoff list must be made within sixty (60) days of the employee's
placement. Nothing precludes the Employer and the Union from
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(d)

(e)

(f)

(9)

mutually agreeing to extend the sixty (60) day evaluation period by thirty
(30) days. The Employer shall notify the Union and the employee in
advance of returning the employee to layoff if it appears to the Employer
that the employee cannot perform the job.

The Employer shall provide the Association with a list of the vacancies
for INA bargaining unit classifications in all departments, including the
hours of work and location, if known, of available positions, prior to
any movement of nurses.

Where ability, skill and efficiency are equal, nurses shall be laid off
in order of their seniority. Seniority for purpose of layoff shall be as
defined in Section 6.1 of the Agreement. Laid off employees shall be
placed on a layoff list subject to the break-in-service provision of this
Agreement. The Employer will give preference to laid off employees
when filling vacancies of equal or lower salary grades, provided said
employees have the required qualifications and the then present
ability to perform the duties required by the Employer. The Employer
shall recall employees from layoff in the reverse order they were laid
off.

Employees shall retain and accumulate seniority and continuous
service while on layoff

An employee subject to layoff may displace (bump) the least senior
employee, if any, in the same or lower classification in the
Department, provided the employee has the then present ability to
perform the job without further training after a reasonable period of
orientation.

All employees subject to layoff who are not placed in equal-graded
available vacancies within their own Department shall be offered the
opportunity either to bump another employee as noted above, or to fill
a position which has been declared vacant as of the date of the layoff
in an equal or lower graded bargaining unit classification in any City of
Chicago department prior to the Employer selecting or hiring a new
employee from outside the bargaining unit. The employee subject to
layoff shall be awarded the position if the employee has the then
present ability to perform the job without further training after a
reasonable period of orientation.
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(h)

In the event that an employee accepts a vacant position in a different
department, or displaces (bumps) another employee, or for employees
in the Department of Public Health who displace or bump into a
program where they have not previously worked, the following
evaluation period shall apply: The Employer will afford the employee
who is bumping an evaluation period of sixty (60) days to demonstrate
that he/she can perform the job. Within forty-five (45) days of the start
of the evaluation period, the Employer shall hold a meeting with the
employee and the Union to address any performance concerns. After
the above-referenced meeting takes place, if the Employer, based on
the employee's job performance, has just cause to believe that the
employee cannot perform the job, the Union shall be notified and the
employee shall be placed on the layoff list and shall have no further
rights to bump or fill other vacancies prior to being laid off. The
Employer's decision to return the employee to the layoff list must be
made within sixty (60) days of the employee's placement. Nothing
precludes the Employer and the Union from mutually agreeing to
extend the sixty (60) day evaluation period by thirty (30) days. The
Employer shall notify the Union and the employee in advance of
returning the employee to layoff if it appears to the Employer that
the employee cannot perform the job.

Employees shall be recalled in the reverse order of layoff, provided the
employee has the then present ability to perform the required work without
further training after a reasonable period of orientation.

The following evaluation period shall apply only to those employees
who are recalled to (1) a different department from which they were laid
off, or (2) the Department of Public Health to a program where they
have not previously worked: The Employer will afford the employee an
evaluation period of sixty (60) days to demonstrate that he/she can
perform the job. Within forty-five (45) days of the start of the evaluation
period, the Employer shall hold a meeting with the employee and the
union to address any performance concerns. After the above-
referenced meeting takes place, if the Employer, based on the
employee's job performance, has just cause to believe that the
employee cannot perform the job, the Union shall be notified and the
employee shall be returned to the layoff list subject to the break-in-
service provisions of this Agreement. The Employer's decision to return
the employee to the layoff list must be made within 60 days of the
employee's placement. Nothing precludes the Employer and the Union
from mutually agreeing to extend the sixty (60) day evaluation period
by thirty (30) days. If such an employee is returned to the layoff list, the
time that said employee worked during the evaluation period will not be
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(i)

counted when calculating how much time the employee has been on
layoff for purposes of 6.4(g) and 6.4(h).

A laid off employee will be allowed to continue his/her City health
insurance coverage through the end of the month in which the
employee was laid off, plus up to an additional four (4)
consecutive months, provided the employee pays his/her regular
contribution amount for such health coverage under this
Agreement during this period, and provided further that the
employee gives proper notice to the City, or the City's designee,
of his/her election to continue health coverage under the terms of
this paragraph. Said period of continuation of health coverage
shall be included in the period of eligibility for continued health
coverage under the Public Health Service Act, 42 USC,300bb-1 -
8.

Laid off employees retain full bidding rights under Section 6.5
subject to the break-in-service provisions of Section 6.4. Employees
who successfully bid on new positions shall be considered to have
completed all rights to recall under this Section.

Section 6.7 Balancing the Workforce

(a)

Prior to taking any action pursuant to this Section, the Employer will notify
the Association in writing of its intention to balance the workforce and,
upon request, agrees to meet with the Association. The written notice may
include the number of employees affected, their titles, current locations,
and the locations where they may be assigned. The Employer shall
provide fourteen (14) days advance notice to the Union if possible, but in
no case less than five (5) working. Should the Association request to meet
with the Employer, said meeting shall take place between the date the
Employer provides the Association with advanced notice and the date the
balancing of the workforce is scheduled to be implemented. If the meeting
does not take place during said time frame because the Association has
not made itself available to meet at reasonable times during that time
frame, the Employer may proceed to balance the work force as set forth
below.

The Employer's movement of employees from one location, shift or day off
schedule to another, which would otherwise be considered the filling of a
permanent vacancy, shall not be deemed a permanent vacancy if there is
not a net increase in the number of employees in the affected
classification(s) in the affected locations, shifts or day off schedule.
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(c)

(d)

(e)

If the Employer intends to reduce the number of employees in a job
classification at a location, and reassign them to another location, the
Employer shall select the most senior employee in the job classification in
the Department who has a transfer request on file prior to the Employer
providing the written notice described in Section 6.7(a).

Transfer request is defined as in Section 6.5(b). If there are no
employees who have a transfer request on file prior to the Employer
providing the written notice pursuant to Section 6.7(a), the Employer shall
seek volunteers among the employees in the affected job classification,
provided that the volunteers have the then present ability to perform the
work required without further training. Such employees shall also be
permitted to volunteer for positions in the job classification(s) at other
locations that the Employer has declared vacant, provided that the
volunteers have the then present ability to perform the work required
without further training.

If there are more volunteers than there are assignments, such reassignments
shall be made on the basis of seniority. If there are insufficient volunteers
available, the Employer shall reassign employees using reverse seniority,
provided that the employees have the then present ability to perform the
required work.

An employee being reassigned under this provision may file a transfer request
(under the filling of vacancy article) to return to his/her original location. Said
request must be made within sixty (60) days of reassignment, shall be valid for
a period of eighteen (18) months after date of reassignment, and shall have
preference over all other transfer requests for the original location.

Section 6.8 Reassignment

(a)

In addition to the notice requirements in Section 6.6(a) above, when a
layoff occurs which may requires an employee or employees to be
reassigned to another location, the Employer shall give ten (10)
calendar days notice to the Association and the employee(s)
occupying the position at issue. The notice shall inform the
employee(s) that as a result of the layoff, the employee(s) may be
reassigned. The notice will also provide the effective date of the
reassignment and, if known, the location of reassignment.

If the Employer knows that there is more than one location where the
employee(s) may be reassigned, the notice will also provide the
locations of reassignment. If there is more than one known location of
reassignment, the employee (s), in order of seniority, will be allowed to
choose among the locations of reassignment. The employee (s) will
have forty-eight (48) hours to choose among the locations of
reassignment, and the notice will inform the employee (s) to whom
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they must submit their reassignment selection and by when. If there
are multiple locations of reassignment, employees can provide their
order of preference for the reassignment selection. If an employee fails
to submit their reassignment selection to the Employer representative
in the time frame set forth in the notice, or if none of the employee's
selections are available when it is employee's opportunity to choose in
seniority order, then the Employer will determine that employee's
location of reassignment. The employee selecting a location must have
the then present ability to perform the work required at the selected
location without further training.

(c) The patties acknowledge that locations of reassignments may change
after the notice has been provided. If a location of reassignment
becomes available after the Employer sends notice, the Employer will
inform the Union and affected employees as soon as possible. If a
location of reassignment is provided in the notice but becomes
unavailable after the notice is given to the Union and affected
employees, the Employer will inform the Union and affected employees
as soon as possible. The parties understand that nothing in paragraph
(c) extends the ten (10) day time frame set forth in paragraph (a)
above or the forty-eight (48) hour time frame set forth in paragraph (b)
above.

Section 6.9 Detailing
Detailing is the temporary transfer of a nurse to a work assignment within her/his job
classification geographically removed from the nurse's normal work site.

Employee(s) shall normally not be detailed for more than thirty (30) days, unless the
Employer gives notice to the Association of its need to do so and confers with the
Association upon request. In any event, no such assignment may extend beyond
ninety (90) days without the agreement of the parties.

The Employer shall notify the nurses of the requirements for a detailing assignment
and shall seek volunteers among the nurses who are qualified to perform the
special assignment. If there are more volunteers than needed, selection shall be
made on the basis of seniority commencing with the most senior. If there are
insufficient volunteers, assignments shall be made from among the nurses within
the organizational unit where the detailing is necessary, commencing with the least
senior nurse with the present ability to perform the work. The Employer shall rotate
such assignments equitably among the available nurses.

in the event of an emergency any limitations of this Section shall be waived for a
maximum of ten (10) working days. Should any emergency require a waiver of this
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section beyond ten (10) working days, the City shall agree to confer with the
Association regarding such extension.

Section 6.10 Relief in Higher Classification

An employee who is directed to and does perform substantially all of the duties
and responsibilities of a higher rated classification within the bargaining unit to
the satisfaction of the Employer for five (5) days shall be paid at the higher rate.
Employees paid for acting in a higher-rated job shall be paid as if they had been
promoted to the higher-rated job. An employee who is requested by the Employer
to assume substantially all of the duties and responsibilities of a higher

rated classification outside of the bargaining unit will not be paid at the higher rate, but
may accept or decline the assignment.

The time limits for any assignments to higher-rated jobs shall be ninety (90) days,
except where a regular incumbent is on leave of absence, in which case it shall
be six (6) months. The time limits may be extended by mutual agreement of
parties. The Employer shall not arbitrarily remove employees out of the higher
classification solely to defeat the purpose of this section.

The Employer will equitably rotate assignments to higher rated jobs on the basis of
seniority among the employees at the work location who have the then present ability
to do the job without further training. In the event the Employer makes a rotational
assignment to a higher rated job out of seniority order, the Employer will notify the
Association, and, following a request from the Association, will meet and discuss the
Employer's rationale for doing so, as well as its plan for rotating such future
assignments at that work location.

Section 6.11 Medical Leave

Non-probationary employees shall be granted medical leaves of absence upon
request. Said medical leaves of absence shall be granted in increments of a
minimum of one (1) week up to three (3) months, provided said leaves shall be
renewable for like three-month periods, for a total medical leave of absence up to
one (1) year. The Employer may request satisfactory proof of medical leaves of
absence. Employees on medical leaves of absence shall return to work promptly
after their doctor releases them to return to work. An employee on a medical leave
of absence shall be returned to work upon the expiration of his/her leave, provided
the employee has complied with the Employer's procedure which shall be
provided to the employee prior to the start of said leave. if an employee is granted
an extension of his/her leave, he/she shall be returned to work upon the expiration
of the [eave's extension, provided the employee has complied with the Employer's
procedures.

Seniority shall accumulate for employees on medical leaves of absence for only
up to one (1) year. After one (1) year, an employee on a medical leave of
absence shall retain, but not accumulate seniority.
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Employees who return from a medical leave of absence within one (1) year shall be
reinstated to:

a. their former position if it is vacant: if not

b. a vacant position in the same classification: if none available

C. bump the least senior nurse in the same classification: provided the nurse
returning from the Leave of Absence has more seniority than the least
senior nurse, who shall be subject to the lay off and recall provisions of Section
6.6.

Section 6.12 Personal Leave

Non-probationary employees may apply for leaves of absence without pay for
personal reasons. The grant and duration of such leaves shall be within the
discretion of the Employer. Seniority shall accumulate for employees on said
leaves. Employees who return from said leaves shall be reinstated to their former
job subject to the layoff, recall and break in service provisions of this Agreement.

Employees shall be granted personal leaves of absence without pay for a period
of up to one (1) year for the purpose of providing necessary care, full-time
supervision, custody or nonprofessional treatment for a member of the employee's
immediate family or household under circumstances temporarily inconsistent with
employee's uninterrupted performance of his/her normal job duties, if satisfactory
proof of the need for and duration of such leave is provided to the Employer. Such
leaves shall be granted under the same terms and conditions as set forth above.
When an employee applies for a personal leave, the Employer will provide a
written response granting or denying the leave application within fourteen (14)
calendar days of receiving the application.

Employees who return from a personal leave of absence within one (1) year shall be
reinstated to:

a their former position if it is vacant: if not
b. a vacant position in the same classification: if none available
C. bump the least senior nurse in the same classification: provided the nurse

returning from the Leave of Absence has more seniority than the least
senior nurse, who shall be subject to the layoff and recall provisions of
Section 6.6.

Section 6.13 Duty Disability
Any employee who has been granted Duty Disability benefits shall be granted
a Leave of Absence. The Employer will mail the initial Duty Disability payment
within ten (10) working days upon receipt of verified authorization from the
approving authority. Contingent upon continued verified authorization,
subsequent payment will be made twice a month. If Duty Disability is denied,
and such denial is later reversed, the employee shall be paid up to the date the
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amount the employee was eligible to receive, less any other disability payments
received by the employee, subject to the same terms and conditions identified
in this paragraph. Employees who return from said leaves shall be reinstated
to their former job classification, if there is a vacancy in said classification, or if
a position in said classification is then occupied by an employee with lower

seniority. If the employee's former job classification is not available because the
employee would have been laid off, if the employee had not been on a Leave of
Absence, the employee may exercise seniority rights in accordance with and subject
to the layoff, recall and break-in-service provisions of this Agreement. An employee
granted Duty Disability shall continue to receive full benefits for any period he/she is
on said leave in accordance with current practice. Employees granted Duty Disability

shall also continue to earn vacation credit while on duty disability leave in accordance
with current practice.

Section 6.14 Seniority Lists
The Employer shall provide the Association with a seniority list every six months.

Each month the Employer shall notify the Association of additions and deletions
to that list.

Section 6.15 Reciprocity

Nurses hired prior to July 9, 1985, who have rendered service to the County of
Cook, the Chicago Park District, the Forest Preserve Dis1rict, the Chicago Housing
Authority, the Metropolitan Sanitary District of Greater Chicago, the State of lllinois,
the Chicago Board of Education, City Colleges of Chicago, Community College
District 508, Public Building Commission of Chicago, Chicago Urban
Transportation District, the Chicago Transit Authority, and the Regional
Transportation Authority shall have the right to have the period of such service
credited and counted for the purpose of advancement within longevity salary
schedules, provided the above interpretation of continuous service shall apply.
Nurses hired after July 9, 1985 who have rendered service to another employer as
stated above shall not have the period of such service credited and counted for the
purpose of advancement within longevity salary schedules.

Section 6.16 Reduction from Full Time to Part Time Status
Nurses wiil not be reduced from full-time to part-time status solely to avoid the
payment of fringe benefits under this Agreement. It is recognized, however, that
Nurses may continue to voluntarily request such reduction in status for personal
reasons.

Section 6.17 Classification Changes
The Employer shall have the right to increase or decrease the working force, to
eliminate, change or combine job classifications in whole or in part, and to
establish new job classifications as the Employer may determine to be necessary
from time to time for the efficient conduct of its business. The Employer shall
notify the Association of the establishment of a new job classification arguably
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within the bargaining unit. The Employer shall set the wage rate for the new job
classification. Upon request, the Employer will discuss the new rate with the
Association. If the Association does not agree with the new rate set by the
Employer, the Association may grieve the Employer's decision through the grievance
and arbitration procedure under this agreement.

Section 6.18 Temporary Nurses

a.

The Employer will meet with representatives of the lllinois Nurses Association
(INA) within sixty (60) days of ratification of the Collective Bargaining
Agreement to discuss creation of a Temporary Registered Nurses pool of
eligible applicants. This poo! will be created as soon as practicable after
ratification.

Nurses shall be selected in a manner consistent with the Employer's hiring
policies and procedures. The Employer will endeavor to use these nurses for
relief personnel in the cases of vacation, sickness, program start-up, leaves of
absence or other temporary relief.

Nurses will notify the Employer of their work availability. Thereafter, they shall
notify the Employer of any changes in writing. Failure to do so may result in
removal from the pool.

Nurses will receive a professional orientation.

Prior to utilizing this Temporary Nurses Agreement for a special event or
program, the Employer will seek volunteers from among current employees
who have the then present ability to perform the required duties of the
special event or program, and, if the use of said volunteers does not hinder
the operational needs of the Employer. Employees will be given
reasonable advance notice of special events or programs in order to
volunteer. When possible upon request of the INA, the department will
meet and discuss the selection of volunteers. If there are more volunteers
than assignments, the Employer shall select the most qualified employee
who can perform the required duties of the special event or program.
Between equally qualified employees, the more senior shall be selected.

Nurses will be paid at the straight time rate for all work performed up to and
including forty (40) hours per week and for ail hours on a holiday. Said
individuals will be paid at one and One-half the straight rate of pay for all hours
worked in excess of forty (40) hours.

The Association will be notified quarterly of the employees working under
this Agreement. Further information on the work schedules will be
provided to INA upon request.

34



Temporary Nurses will not be and shall not attain Career Service or
Probationary Career Service status. Said employees are not eligible for any
other compensation or benefits other than those enumerated above.

Individuals performing work under this Agreement shall not perform work
in any assignment for longer than one-hundred twenty (120) calendar
days. The time period for such said individual may be extended by mutual
agreement of the parties. The Employer agrees that it will not use
temporary nurses under this Section in a way which will displace any
regular employees covered under this Agreement, or which will otherwise
eliminate any bargaining unit position.

The City and the INA shall meet within thirty (30) days of the ratification of the
Collective Bargaining Agreement to discuss and agree upon a dues check
offffair share provision.

The hourly rate of pay shall be $32.00, effective on the first day of the first
payroll period following the date of final ratification of the Agreement.

ARTICLE Vil - GRIEVANCE AND ARBITRATION

Section 7.1 Discipline

(a)

(b)

All disciplinary actions, up to and including discharge, shall be subject to
review only under the applicable grievance and arbitration procedures
provided in Article 7. Such contractual review procedures shall be the sole
and exclusive means for review of any and all such disciplinary actions,
and no review of any such disciplinary action shall be available before the
City's Human Resources Board or Police Board. An employee who may
be subject to disciplinary action for any impropriety has the right to ask for
an Association representative to be present at any interrogation or
hearings.

The Employer within its discretion may determine whether disciplinary
action should be an oral warning, written reprimand, suspension or
discharge, depending upon various factors, such as, but not limited to, the
severity of the offense or the employee's prior record. Discipline shall be
for just cause and principles of progressive discipline shall apply as set
forth in the Personnel Rules of the City of Chicago. Such discipline shall
be administered as soon as practical after the Employer has had a
reasonable opportunity to fully investigate the matter. In cases of oral
warning, the supervisor shall inform the employee that she/he is receiving an
oral warning and the reasons therefore.

For discipline other than oral warnings, the employee's immediate
supervisor shall meet with the employee and notify him/her of the
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(c)

accusations against the employee and give the employee an opportunity
to answer said accusations. Specifically, the supervisor shall tell the
employee the names of witnesses, if any, and make available copies of
pertinent documents the employee or Association is legally entitled to
receive.

If the employee requests the presence of an Association representative at
a meeting, one will be provided, if readily available, within a reasonable
time period who shall be given the opportunity, if the employee requests,
to rebut the discipline and request further pertinent information.

The Employer will notify the Association's office in writing of the pre-
disciplinary meeting at the time the Employer notifies the employee. The
Employer shall not have to unreasonably defer or avoid its intended
disciplinary action because of the unavailability of an employee
representative, taking all of the circumstances into account. The Employer
is not obligated to meet with the employee prior to taking disciplinary
action where the employee is unavailable or in emergency situations. The
Employer's failure to satisfy this Section 7.1 (b) shall not in and of itseif
result in a reversal of the Employer's disciplinary action or cause the
Employer to pay back pay to the employee.

In the event disciplinary action is taken, the employee and the Association
shall be given, in writing, a statement of the reasons therefore. The
employee shall initial a copy, noting receipt only, which shall be placed in
the employee's file.

Conduct of Disciplinary Investigations

Supplementing all rights and processes due employees covered by this
Agreement who may be the subject of a disciplinary investigation by the
Inspector General, the interview will be conducted in the foliowing
manner:

A. The interview of the employee shall be scheduled at a reasonable
time, preferably while the employee is on duty, or if feasible, during day
shift hours.

B. The interview, depending upon the allegation, will take place at the

employee's location of assignment, normal department location or
other appropriate location, but not at a police station.

C. Prior to an interview, the employee under investigation shall be
informed of the person in charge of the investigation, the identity of
the interviewer and all persons present during the interview. When
a formal statement is being taken, all questions directed to the
employee shall be asked by and through one interviewer at a time.
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The length of the interview sessions will be reasonable, with reasonable
interruptions permitted for personal necessities.

At the beginning of the interview, the employee shall be informed of the
nature of the matters to be discussed.

An employee under investigation shall not be threatened with
transfer, dismissal or disciplinary action, or promised a reward, as an
inducement to provide information relating to the matter under
investigation, or for exercising any rights contained in this Agreement
provided, however, that this Section shall not prohibit or prevent an
accurate reading of the employee's administrative rights, or the
imposition of discipline in accordance therewith.

An employee under investigation will be provided, without
unreasonable delay, with a copy of any written statement the
employee has made.

(1) If the allegation under investigation indicates a recommendation
for discipline is probable against the employee, said employee will
be given the statutory administrative proceedings rights prior to the
commencement of the interview. (2) If the allegation indicates that
criminal prosecution may be probable against said employee, the
provisions of this Section shall be inapplicable and said employee
will be afforded his constitutional rights concerning self-
incrimination prior to the commencement of the interview. An
employee will not be read his/her administrative and Miranda rights
during the same interview.

At the request of the employee under investigation, an employee
who may be subject to discipline shall have the right to be
represented in the interview by a representative of the Association.
The employee shall be told that he/she has the right to Association
representation before commencement of the interview. The
interrogation shall be suspended until representation can be
obtained, provided the suspension is not for an unreasonable time
and the Employer does not have the interview unduly delayed.

The Employer shall not compel an employee under investigation to
speak or testify before, or to be questioned by, any non-
governmental agency relating to any matter or issue under
investigation.

The results of a polygraph examination shall not be used against an
employee in any forum adverse to the employee's interests. The
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Employer will not require a polygraph examination if it is illegal to do
so. If an employee is asked to take a polygraph examination, he/she
will be advised in writing 24 hours prior to the administration of the
examination. The results of any polygraph examination shall be
known to the employee within one week.

This section shall not apply to employee witnesses.

The identity of an employee under investigation shall not be made
available to the media during the course of an investigation until
charges are filed by the Employer and the employee has the
opportunity to respond thereto. If an employee is exonerated after
the City initially informed the media of the charges against the
employee, the City will make that fact available to the media where
the employee requests it.

In the event that disciplinary action is taken against an employee,
any allegations of violations of this Section shall be heard in
connection with, and in the same forum as, grievances which protest
said disciplinary action.

Any evidence or information including employee statements that is
obtained in violation of the rights enumerated in this Section, shall be
suppressed and shall not be used by the Employer for any disciplinary
action against the employee, or in the case of promotions or transfers.

Should during the life of this Agreement the City Council enact an
ordinance which transfers the investigative authority of the
Inspector General to another City Department or agency, the
provisions of this Section shall be deemed to be applicable to that
Department or agency.

Section 7.2 Predisciplinary Procedures

Section 7.2(a)Grievance Procedure

1.

Matters which are management rights, except as expressly abridged by a

specific provision of this Agreement, and disciplinary actions of suspensions of
over thirty (30) days and discharges, shall be excluded from this grievance
procedure. Suspensions of over thirty (30) days and discharges shall be
governed exclusively by the terms of Section 7.2(b) below. Disciplinary cases
which are converted from a discharge to a suspension as a result of a decision
of the Human Resources or Police Board do not thereafter become arbitrable as
a result of said decision.
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2. Except as set forth in Sections 7.2(a)(1) above and 7.2(b) below, any and all
disputes and differences involving Department of Personnel Rules, or an agency
administrative action, or an interpretation or application of a specific section in
this Agreement between the Employer and the Association or any pf the nurses
it represents shall be exclusively settled in the following manner and there shall
be no interruption of the operation of the Employer. It is agreed that the time
limitations set forth herein are of the essence and that no action or matter not in
compliance therewith shall be considered the subject of a grievance unless said

time limitations are extended by written agreement of both parties to this
Agreement.

Before a formal grievance is initiated, the nurse shall discuss the matter with her/his
immediate supervisor. If the problem is not resolved in discussion, the following
procedure shall be used to adjust the grievance:

STEP |

A. The nurse or the Association shall put the grievance or complaint
in writing on the Employee Problems Form Step | or the
Association grievance form within ten (10) working days of having
knowledge of the event which gives rise to the grievance. In the
space provided, the nurse or the Association will indicate what
Section and part of the Agreement is in violation and the
requested remedy, and submit the form to her/his immediate
supervisor.

B. The immediate supervisor will notify the nurse in writing of her/his
decision in the space provided on the original Employee Problems
Form Step |. This form will be returned to the employee
and the Association within ten (10) calendar days after receipt of the
written complaint.

STEP |l

A. If the grievance is not settled at the first Step, the Association
representative and/or the nurse shall have the right to make an
appeal in writing on Employee Problems Form Step Il or the
Association grievance form, Step Il to the Department Head's
designee and/or Director of Nursing within ten (10) calendar
days after the date of the decision by the immediate supervisor.
A meeting shall be held within five (5) working days thereafter.
The name of the Department Head's designee shall be posted
for nurses in areas where nurse notices are normally posted
and submitted to the Association.

B. The Department Head's designee will notify the nurse in writing
with a copy to the Association of her/his decision on Employee
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STEP Il

A.

Problems Form Step Il or the Association grievance form, Step I,
within ten (10) calendar days of the Step Il meeting.

If the grievance is not settled in Step I, the Association or the
nurse may appeal in writing on the space provided on Employee
Problems Form Step Il or the Association grievance form, Step
I, along with Steps | and |l to the Department Head within ten
(10) calendar days of receipt of the senior supervisor's decision.
If the dispute involves nursing practice issues, the appeal, upon
request, shall be heard by the Department Head or his/her
designee before the Employer gives the Association and the
grievant a final answer. Where the grievance concerns issues
related to nursing practices, the Department Head or his/her
designee will seek input from someone who has a nursing or
medical license.

The Department Head shall meet with the Association in an effort to
resolve said grievance and reply in writing of her/his decision within
ten (10) calendar days from receipt of Step Ill to the nurse and the
Association.

Any settiement at Step 1, |l or |l shall be binding upon the Employer,
Association and the aggrieved nurse(s). Failure of the

Employer to answer a grievance within the time limits herein shall
permit the Association to refer the case to the succeeding step of the
procedure. The Association will be informed of and allowed to be in
attendance at all grievance or disciplinary hearings.

If the grievance is not settled at the third step, either the Association
or the Employer may notify the other in writing within thirty (30) days
of receipt of the Step Ill decision, that they request final and binding
arbitration.

If the grievance or arbitration affects more than one nurse, the
grievance or arbitration may be presented by a single selected
employee representative of the group or class. Either the Employer or
the Association may file a grievance at Step lIl.

Even though a grievance has been filed, nurses are obligated to follow
instructions or orders of supervisors of the Employer, subject to
discipline, except where the instruction or order is so inherently
dangerous to the nurse that it could cause death or serious
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STEP IV

A.

physical harm. The Employer agrees that by following
instructions or orders the nurse does not waive the nurse's right to
process her/his grievance.

Upon written request, at any step of the grievance procedure, the
Association shall be given specified written materials, policies or
documents pertinent to the grievance under consideration to which
the Association is legally entitled.

If the matter is not settled in Step Ill, the Association of the
Employer but not
an individual nurse(s), may submit the dispute to arbitration only
if it involves an interpretation or application of a specific section
of this Agreement by serving a written request to arbitrate, setting
forth the facts and specific relief requested, within thirty (30)
calendar days after the answer is given at Step Il hereof. Within
seven (7) calendar days after receipt of the written notice of
arbitration the parties shall meet or otherwise attempt to select an
impartial arbitrator by mutual agreement. If after seven (7)
calendar days the parties are unable to mutually agree upon
selection of an arbitrator, the parties will contact the Federal
Mediation and Conciliation Service and request a panel of eight
(8) arbitrators. No subsequent panel may be requested except
with the mutual written agreement of the Employer and the
Association. The Employer and the Association will alternately
strike names from the listing of arbitrators until the arbitrator is
chosen.

The Employer will strike first. The Arbitrator will advise the parties
of his/her fees and expenses prior to selection and will be
expected to charge such fees and expenses. The fees and
expenses of the Arbitrator shall be borne by the party whose
position is not sustained by the arbitrator. In cases of split
decisions, the arbitrator shall determine what portion each party
shall be billed, based upon which party, if any, substantially
prevails. Each party shall be responsible for compensating its own
representatives and witnesses. The cost of a transcript shall be
shared if the necessity of a transcript is mutually agreed upon
between the parties. The Arbitrator shall select a date for
arbitration within sixty (60) days of notice that a grievance is ready
for arbitration and submit his/her decision within thirty (30) days
following such hearing. Nothing herein prevents the parties from
mutually agreeing to select an arbitrator without using a panel
from FMCS.
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C. The parties may agree to submit more than one (1) grievance to
an Arbitrator.

D. An arbitrable matter must involve the meaning and application or
interpretation of a specific provision of this Agreement. The
provisions of this Agreement shall be the sole source of any
rights which either party may assert in arbitration. The Arbitrator
shall have no power to amend, add to, subtract from, or change
the terms of this Agreement, and shall be authorized only to
interpret the existing provisions of this Agreement and apply
them to the specific facts of the grievance or dispute. The
decision of the Arbitrator shall be based wholly on the evidence
and arguments presented to him/her by the parties in the
presence of each other. No arbitration hearing shall be held
unless both parties are present. The decision of the Arbitrator
shall be final and binding on all parties to the dispute, including
the employee or employees involved.

Section 7.2(b) Procedures for Arbitrations of Suspensions of Over Thirty (30) Days
and Discharges

1. In the event that the Association intends to seek arbitration of any
suspension of over thirty (30) days or any discharge, the Association shall notify
the Employer in writing, within fifteen (15) calendar days of the effective date of
the suspension or discharge, that it requests final and binding arbitration of the
suspension or discharge. The Association shall submit its written request for final
and binding arbitration to both the affected Department and the Department of
Law.

2. Within five (5) working days of service of the arbitration request on the
Employer, a representative from the Association and a representative from the
Employer's Department of Law shall confer and select an arbitrator.

3. The terms of Step IVB and Step IVD of Section 7.2(a) (2) above shall aiso
apply to arbitration of suspensions of over thirty (30) days and discharges,
except only that the arbitrator shall conduct a hearing within sixty (60) days of
being notified by the parties of his/her selection, and the arbitrator shall submit
his/her decision within thirty (30) days following the ciose of hearing, unless the
parties mutually agree otherwise. If an arbitrator informs the parties that he/she
is unable to comply with said time frames, the parties will select another
arbitrator, unless the parties mutually agree otherwise.

4. It is agreed that the time limitations set forth in Section 7.2(b)(1) are of the
essence, and that any request for arbitrator not in compliance therewith shall
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not be considered arbitrable, unless said time limitations are extended by written
agreement of both parties to this Agreement.

Section 7.3 Association Representatives

The Association will advise the City in writing of the names of its officers and
grievance representatives. These officers and grievance representatives will be
permitted a reasonable amount of time without loss of pay during working hours
to investigate and process grievances where this does not substantiaily interfere
with the efficient operation of the department, provided that such representatives
shall observe the Employer's reasonable visitation rule for Association
representatives. The representative shall ask his/her immediate supervisor for
permission to handle grievances on work time, it being understood that the
operation of the department takes precedence unless there is an emergency,
but such permission shall not be unreasonably denied.

Section 7.4 Prohibition Against Discrimination

The Employer agrees not to discriminate against any employee on the basis
of race, sex, creed, religion, color, sexual orientation marital (including
parental) status, age, national origin, ancestry, gender identity, disability, ,
military service or discharge status, or Union activity

ARTICLE VIl - EDUCATION, TRAINING, AND PROFESSIONAL
DEVELOPMENT

Section 8.1 Tuition Reimbursement
Rules and procedures regarding tuition reimbursement shall be as described in
Exhibit G attached, which by reference is made part of this Agreement.

a. Nurses shall be entitled to tuition reimbursement subject to the restrictions
provided in the Tuition Reimbursement Policy identified as Exhibit H in this
agreement.

b.  The Employer will, upon request, notify the Association in writing of the
names of nurses who have been granted tuition reimbursement, the
amount of the reimbursement, and the names of nurses whose
applications were denied. This request should specifically identify the
employee by name and by title code. No more than two (2) requests shall
be made per calendar year.

Section 8.2 Paid Released Time For Education
Subject to the approval of the Commissioner or his designate, a registered nurse
enrolled in an educational program leading to the bachelor's, master's or doctoral
degree in nursing or a related field such as Public Health, Public Health
Administration or Management shall be allowed up to two (2) hours per week
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paid released time from work where such time is necessary to travel to and/or
attend classes.

Section 8.3 Continuing Education - Orientation

New staff members will be introduced to the philosophy, goals, policies,
procedures, role expectations, physical facilities, and special services in a
specific work setting. Orientation occurs at the time of employment, and
precedes changes in any of the above during employment in a specific work
setting.

Section 8.4 Continuing Education Within Staff Development
a. An organized planned program, under the direction of the Commissioner or
his/her designee, in which learning experiences are designed to build upon the
previously acquired knowledge and skills of the learner. Independent endeavor
is encouraged on the part of the learner. Only activities in the continuing
education component qualify for the continuing education contact hour.

b. In the event that the Employer seeks volunteers to attend an educational
conference which is hosted by an outside agency, employees will be selected to
attend on a first-come, first-serve basis, subject to operational need.

Section 8.5 Continuing Education Outside the Department
a. Part time nurses will be scheduled for required in-service programming on
Department time. Protocol for part time nurses to acquire C.E.U.'s for

approved programs will be based on the general premises of that affecting
full-time staff.

b. Full time nurses shall receive up to 35 hours per year of paid time for
continuing education workshops, seminars, etc., as approved by the
Department head.

C. Continuing education for Registered Nurses is not mandatory.

d Beginning in calendar year 2008, Nurse Practitioners will be eligible to
receive reimbursement, in an amount up to $500 per calendar year, for
registration fees paid for continuing education programs, as approved by
the Department head or his/her designee. Requests for reimbursement
shall be submitted to the Department's designee.

Section 8.6 Protocol

The following protocol must be addressed when submitting requests for in-service or
continuing education:

a. Staff submit written request through supervisor to the Department Head's
designee. The City will make required forms available to employees.
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Use specific Form N.S. 95: Request for continuing education
programs, workshops, meetings, etc. Submit two (2) copies to your
supervisor.

State personal objectives for attending program, indicating
expected outcomes in relation to Department programs and staff's
responsibilities (how will the staff person implement this into her
functions, how does he/she expect to change by virtue of attending
this program, etc.).

Attach a copy of requested program (uniess known to the Department
Head's designee).

State how the content and reaction to workshop will be shared with other
staff by the person requesting to attend.

b. Staff's Supervisor reviews request.

1.

Approves or disapproves, stating reason in writing. No reasonable
request shall be denied.

Submits one (1) copy of N.S. 95 to the Department Head's designee
as completed above, indicating supervisor's approvai. Within fourteen
(14) calendar days of receiving the employee's request,

the Supervisor will inform the employee if the request has been
disapproved by the Supervisor or submitted to the Department Head's
designee for consideration.

The Department Head's designee reviews submitted requests and makes

selection for attendance based on following "criteria."

1.

2.

Agency's ability to meet staffing for programs needs.

Staffing needs of the agency.

. Correlation of objectives of workshop with staff's personal objectives as

written.

Seniority of staff (after above criteria have been met) when number
requesting to go exceeds number agency limits to go.

The Department Head's designee will notify the supervisor who will tell staff

of the decision and return to the staff person their copy of the N.S. 95.

After the meeting, staff completes #4 (on N.S. 95), a brief critique of the
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meeting or states that they did not attend meeting and why.

f. Staff submits the completed N.S. 95 to the Department Head's designee for
inclusion in employee record folder and for validation of future in-service
requests.

Section 8.7 Performance Evaluations

As part of the evaluation process, the nurse's supervisor shall discuss the
evaluation with the employee and give him/her the reasons for such evaluation
and an opportunity to clarify or rebut his/her evaluation. During the discussion
each nurse shall receive a legible copy of the performance appraisal, signed by
the supervisor and the nurse. The nurse's signature will indicate only that he/she
has seen the evaluation.

The evaluation form shall state that it is the nurse's right to place a rebuttal in his/her
file if the nurse so chooses.
Both the evaluation and the rebuttal shall be retained in the nurse's personnel file.

Section 8.8 Preceptors

The Employer and the Association mutually recognize the value of preceptorship in
the training of new bargaining unit employees. Where the City assigns a nurse

lo precept a new employee, the appropriate City supervisor will discuss the
terms of the preceptorship with the preceptor and the new employee, and the
Department will utilize its current validation checklist, or some other similar
informal written document. The preceptorship will be taken into consideration
in any evaluation of the precepting nurse's performance with respect to
his/her caseload.

Section 8.9 Training

The Employer and Association are committed to the principle of training for
employees in order to improve efficiency and effectiveness. The Employer has
the right to require employees to attend training without the loss of pay, and
the Employer may request proof of attendance. The Employer may change an
employee's start time to coincide with the hours of the training.

ARTICLE IX - ASSOCIATION REPRESENTATION AND RIGHTS

Section 9.1 Dues Deduction

Upon receipt of a written authorization in a form agreed upon by the Employer
and the Association, the Employer shall deduct from the wages of the nurses
concerned the dues uniformly required and shall forward the full amount to the
Association by the tenth (10th) day of the month following the month in which
the deductions are made. Authorization for such deduction shall be irrevocable
unless revoked by written notice to the Employer and the Association during the
fifteen (15) day period prior to the expiration of this Agreement. The Employer
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will not similarly deduct the dues of any other organization as to nurses covered
by this Agreement.

Section 9.2 Indemnity

The Association shall indemnify and hold the Employer harmless against any and all
claims, demands, suits, or other forms of liability, including damages, attorney's fees
(as outlined in the side letter) and court and other costs that shall arise out of any
action taken or not taken by the Employer for the purpose of complying with this Article,
or in reliance on any list, notice, certification or assignment furnished under any of
such provisions.

Section 9.3 Contract Negotiations

The Employer agrees to meet with Association representatives, including
Local Unit representatives, but not more than five (5) who are employees
covered by this Agreement, at reasonable times to negotiate a subsequent
collective bargaining agreement. Two alternate representatives who are
employees covered by this agreement can attend the first (4) four_meetings to
negotiate a subsequent collective bargaining agreement. Thereafter, the two (2)
alternate representatives may attend subsequent meetings in place of the
Association's representatives. The names of designated representatives, which
includes the two alternate representatives, shall be certified to the Employer in
writing by the Association. Said designated representatives attending the
meeting shall participate without loss of pay. During the course of contract
negotiations with the City, said designated representatives may also be allowed
a reasonable amount of time without loss of pay during working hours for the
purpose of meeting, and/or traveling to meetings, to discuss issues relevant to
their representation of the Association in said negotiations, provided that no one
designated representative will be granted more than a total of four (4) hours of
paid time under this Section in any calendar year, and provided further that the
total paid time used by all designated representatives under this Section does
not exceed sixty (60)_hours in any calendar year. Designated representatives
will obtain the permission of their respective supervisors before using paid time
under this Section, it being understood that the operational needs of the
department take precedence.

Section 9.4 Attendance at State and National Conferences

Subject to staffing needs, a reasonable number of elected delegates will be
permitted to attend state and national conferences/meetings of the
INA/American Nurses Association and United American Nurses. The City will
continue its practice of reimbursing such attendees for wages lost while enroute
to and from, and attending, the conference/meeting. It is expected that travel
shall be by the most expeditious method available.
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Section 9.5 INA Orientation

The Employer shall notify the Association of all new bargaining unit employees
and their orientation schedule(s) as soon as practicable, but no later than the
day prior to the start of the employee’s orientation. The Employer agrees to grant
the Association a reasonable opportunity during the orientation of new nurses to
present the benefits of membership in the Association. The Association may
have up to one (1) hour prior to, or following, the Employer's normal orientation
period.

Section 9.6—Right of Access

Authorized Association representatives will be permitted entry to the premises
of the Employer at a reasonable time for the purpose of observing conditions under
which employees are working and to administer this Agreement, subject to the
Employer’s visitation rules. The Association will not abuse this right, and such right of
entry shall be consistent with current practices and shall at all times be conducted in a
manner so as not to interfere with the Employer's normal operations. The Association
shall be responsible for keeping the Employer continuously informed in writing of the
names of the Association’s authorized representatives and shall promptly notify the
Employer of any changes. The Employer may change or set rules of access, provided
that changes are not arbitrary and are subject to the grievance procedure.

Section 9.7—Union Meetings

The Employer agrees to make available conference or meeting rooms for
Association meetings upon request of the Association, provided that the Employer has
rooms available, and further provided that such meetings shail not interfere with service
to the public or performance of any duties and shall be subject to the Employer’s
reasonable rules relating to the Association's use of its facilities.

Section 9.8—Grievance Processing

A grievant and a union steward will be permitted a reasonable amount of time
without loss of pay during working hours to investigate and process grievances that
have been filed where this does not substantially interfere with the efficient operations
of the Department, provided that the grievant and/or union steward shall observe the
Employer’s reasonable visitation rules. The grievant and the union steward shall each
provide reasonable advance to notice to his/her immediate supervisor, and request and
receive permission before using any working time to investigate and/or process
grievances that being filed. It is understood that the operations of the Department takes
precedence, but such permission shall not be unreasonably denied. If there is space
available, the Employer, upon request of the union steward, shall provide the use of a
room and telephone to discuss the grievance, subject to the Employer's reasonable
rules for the Association's use of such facilities. Nothing in this Section applies to any
time spent preparing for or presenting arbitration hearings after Step Il of the grievance
procedure has been completed.

ARTICLE X-NO STRIKE OR LOCKOUT

Section 10.1 No Strike

During the term of this Agreement neither the Association, ifs officers, or members
shall instigate, call, encourage, sanction, recognize, condone, or participate in any
strike (including, but not limited to sympathy strikes and strikes to protest
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Union or third party conduct), slowdown, stoppage of work, boycott, picketing, or willful
interference with rendering of services by the Employer.

Section 10.2 Association Responsibility

The Association agrees that it will use its best efforts to prevent any acts
forbidden in this Article and that in the event any such acts take place or are
engaged in by any nurse or group of nurses, the Association further agrees it will
use its best efforts to cause an immediate cessation thereof. If the Association
immediately takes steps in good faith to end any strike, slowdown, stoppage,
boycott, picketing or interference, the Employer agrees that it will not bring action
against the Association to establish responsibility for such wildcat or
unauthorized conduct.

Section 10.3 Discipline For Breach
The Employer in its sole discretion may terminate the employment or otherwise
discipline any nurse or nurses who engage in any act forbidden in this Article.

Section 10.4 No Lockout
The Employer agrees not to lock out the nurses during the term of this Agreement.

ARTICLE X1 - MISCELLANEOUS

Section 11.1 Personnel Files

The Employer's personnel files and disciplinary history files, except for confidential
documents, relating to any nurse shall be open and available for inspection by the
affected nurse during regular business hours. Any material and/or matter not
available for inspection shall not be used in any forum adverse to the nurse's
interest. Records of disciplinary action which are over eighteen (18) months after
the disciplinary action_, shall not be used against the nurse unless (1) the matter is
the subject of either civil or criminal court litigation prior to the expiration of the

eighteen-month period, or (2) a pattern of sustained infraction exists for the offense
in question.

Section 11.2 Bulletin Boards

The Employer or her/his designee in the department shall, upon the request of
a nurse of that department or agency, and subject to the availability of space,
designate space on a bulletin board for the nurse to post materials which do not
relate to. official City business. The nurse shall not use such space for posting
abusive, inflammatory or partisan political material. All materials which are
posted by the nurse must be signed and dated by such nurse prior to posting,
and bear the approval of the Department Head or his designee.

Section 11.3 Waiver
The parties acknowledge that, during the negotiations which resulted in this
Agreement, each had the unlimited right and opportunity to make demands and
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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 expressly waive and relinquish the right, and
each agrees that the other shall not be obligated during the term of this
Agreement, to bargain collectively with respect to any subject matter concerning
wages, hours or conditions of employment referred to or covered in this
Agreement, or discarded during the negotiations, even though such subjects or
matters may not have been within the knowledge or contemplation of either or
both of the parties at the time they negotiated this Agreement.

Section 11.4 Complete Agreement

This Agreement represents the sole and complete Agreement between the parties,
and supersedes all prior agreements.

Section 11.5 Modifications
After this Agreement has been executed, no provision may be altered or modified
during the term of the Agreement except by mutual consent in writing between
the Employer and the Association, and only at a conference called for such
purpose by the parties and ratified by their respective organizations. All such
alterations or modifications shall be executed with the same formality as this
Agreement.

Section 11.6 Nursing Practice Council
A Nursing Practice Council shall be established to meet and discuss issues that
affect the practice of nursing and the delivery of care to the public. Grievances
and changes to this Agreement shall not be discussed. The committee shall
report their findings and recommendations to the Commissioner of the
Department of Public Health. The committee's role is advisory. The Council shall.
have an equal number of INA representatives and management representatives
from the Department of Health, not to exceed four (4) representatives from each
party. The Council shall meet quarterly, unless parties mutually agree to other
arrangements. Nurses attending the meetings shall be paid their regular straight
time rate. INA shall select
the four (4) INA representatives and will be responsible for notifying management of
their selection. Absent the express agreement of the Employer, no more than one (1)
INA representative from any one program, work site or cluster will be granted paid
time off from work to attend any Nursing Council meeting. Prior to the Council
meeting, the INA will submit an agenda for items to be discussed which
will assist in determining which INA and management representatives are needed
for the Council meeting.

The first meeting of the Council shall take place within ninety (90) days of the
ratification of the Agreement unless the parties mutually agree otherwise.
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Section 11.7 Health and Safety

a) A Health and Safety Committee shall be established composed of
five (5) representatives of INA and five (5) representatives of
management. The Committee shall meet on a monthly basis to identify,
inspect and correct unsafe or unhealthy working conditions which may
exist. The parties can agree to meet on a more or less frequent basis.
Additionally, upon request of either the Association or one of the City
Departments who is part of the Committee, the parties can discuss
issues related to health and safely including but not limited to
educating and/or training employees on potential health hazards
associated with their work, protective equipment, and the prevention of
violence or potential violence. The Committee shall make
recommendations to the appropriate Department Commissioner who
shall respond to those recommendations within thirty (30) days of
receipt of the recommendation.

b) The Employer will provide a safe and healthful work environment for
all employees including education and equipment as required by
applicable regulatory agencies, federal and state laws. The Employer
will initiate in-services regarding the safe and proper usage of all
replacement devices.

c) Safety incident data/summary that the Union is legally entitied to will be
available to the Union upon request.

d) The Committee will make recommendations regarding PPE based on
CDC guidelines. Should the Employer or the Association desire to deviate
from CDC guidelines based on local data, this request shall be made to
the Committee for approval. The Committee will report its recommendation
to the appropriate Commissioner who will respond to the recommendation
within thirty (30) days of receipt of the recommendation. The Employer,
based on the Committee’s recommendations, will make reasonable,
continuous and good faith efforts to acquire and maintain enough PPE to
protect employees during a public health emergency (i.e., pandemic,
epidemic), although both parties acknowledge that supply chain
disruptions can happen during disasters

e) The Employer commits to the following during a public health
emergency (i.e., pandemic, epidemic):

1. The Employer will retain open lines of communication with and, in good
faith, consider, the input of the Association regarding emergent issues
impacting the Association’s members, with meeting frequency
mutually determined by the nature of the emergency.
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Section 11.8 Protocol Committee
At least one staff level representative will serve on each protocol committee. The INA
will encourage staff to volunteer.

Section 11.9 Automobile Reimbursement

Employees who are required by the Employer to use their own automobiles in
the performance of their job shall receive mileage reimbursement at the then
effective rate recognized by the Internal Revenue Service, with a maximum of
$675.00 per month. Thereafter, the maximum reimbursement will increase
effective each February 1 by the percentage increase in the Transportation
Expenditure Category of the Consumer Price Index for All Urban Consumers
(CPI-U): U.S. City Average for the previous year, as rounded to the nearest $5
increment. Employees seeking mileage reimbursement must submit that request
on a form provided by the Employer. Payment for mileage expenses will be made
on a monthly basis. In the event that during the life of this Agreement the
Employer shall implement for any group of employees an automobile expense
reimbursement program which is more favorable to employees than the
provisions of this paragraph, upon notice from the INA, the Employer will meet
and discuss with representatives of

the INA the possible application of said new program to employees covered by this
Agreement.

Section 11.10 Delegation
Nurses shall not be required or directed to delegate nursing activities to other
personnel inconsistent with recognized standards of professional practice and/or the
lllinois Nursing Act and the Rules for its Administration.

Section 11.11 Reasonable Accommodation
Whenever an employee (or the Association at the request of an employee)
requests an accommodation under the Americans with Disabilities Act ("ADA"),
or such an accommodation is otherwise contemplated by the Employer, the
Employer, the employee and/or the Association will meet to discuss the matter.

If the Employer, the employee and the Association reach agreement, such agreement
shall be binding on the Employer, the Association, and all employees.

In the event a grievance is filed over any action or inaction by the Employer, and
the Employer claims that such action or inaction was based on the Employer's
obligations under the ADA, the arbitrator shall take the Employer's obligations
under the ADA, the Association's obligations under the ADA, as well as the
provisions of Section 7.4 (non-discrimination) of this Agreement when rendering
his or her decision.

Neither party shall unreasonably withhold its consent to the reasonable
accommodation of a nurse.
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It is the intent of the parties that reasonable accommodations adopted by the
Employer conform to the requirement of the contract to the extent practicable.

in the event of a conflict between this Agreement, any agreement or settlement
hereunder or arbitration award and any decision of any agency or court of
competent jurisdiction finding a violation of the ADA, such decision shall take
precedence over the Agreement, and agreement or settlement hereunder or
arbitration award.

Information obtained regarding the medical condition or history of an employee shall
be treated in a confidential manner.

Section 11.12 Labor-Management Meetings

For the purpose of maintaining communications between labor and
management in order to cooperatively discuss and solve problems of mutual
concern, labor-management meetings between the INA and designated
representatives of the Department of Health will normally be held on a quarterly
basis. INA and representatives from other City Departments where INA
represented nurses are employed may also hold labor management meetings
on a mutually-agreeable basis. Representatives of other interested City
Departments may attend said meetings at their discretion. Fewer or more
frequent meetings may be held by mutual agreement of the parties. Meetings
shall be scheduled at a time, place and date mutually agreed upon with due
regard for the efficient operation of the Employer's business.

The parties may discuss any subject of mutual concern, except for grievances
and changes in this Agreement. Each party shall prepare and submit an
agenda to the other one (1) week prior to the scheduled meeting. These
meetings shall be attended by a reasonable number of representatives of each
party, which number shall be mutually agreed to by the INA and the Employer.
Any INA representative who is a City employee shall ask his/her immediate
supervisor for permission to attend a labor-management meeting on work time,
it being understood that the operations of the Department take precedence,
but such permission shall not be unreasonably denied.

Section 11.13 Extension of Benefits
Any improvements in holidays, vacations, sick leave for salaried employees,
automobile reimbursement, group health, vision care, dental, life and accident
benefits, bereavement leave and jury duty leave granted to the majority of other
employees of the Employer during the term of this Agreement shall also be granted
to employees covered under this Agreement.

Section 11.14 Extension of Wage Rates
If a majority of City unionized employees receive an across-the-board percentage
increase in their regular base rate of pay in any contract year that is higher than the
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increases set forth for that year in this Agreement, employees covered by this
Agreement shall have their wage adjustment for that year increased by the difference
to match the higher across-the-bard percentage increase in any such year. Similarly,
if a majority of City unionized employees receive a lump sum payment in any contract
year, employees covered by this Agreement shall receive the same jlump sum
payment in any such year. The parties agree to confer regarding the timing, amount
and implementation of any wage adjustment of lump sum payment under this Section
prior to such adjustment being paid. For purposes of this section, a “majority of City
unionized employees” excludes sworn employees of the Police Department,
uniformed members/employees of the Fire Department, and employees in prevailing
wage rate classifications

ARTICLE XII — SEPARABILITY

Section 12.1 Separability

Should any provision of this Agreement be rendered or declared invalid by
reason of any existing or subsequently enacted legislation, or by decree of a
court of competent jurisdiction, only that portion of the Agreement shall
become null and void, and the remainder shall remain in full force and effect
in accordance with its terms.

ARTICLE XIll - DRUG AND ALCOHOL PROGRAM

Section 13.1 Policy Statement
The City of Chicago's essential mission is to provide services to its citizens in a
safe and economic manner. The parties to this Agreement recognize that drug
and alcohol abuse in the workplace has a deleterious effect on the health and
safety of employees, as well as their morale and productivity, all of which creates
an undue burden on the persons which the City and the employees covered by
this Agreement serve.

The Employer and the Association maintain a strong commitment to protect
people and property, and to provide a safe working environment. To this end,
the Employer has also established its confidential Employee Assistance
Program for employees with personal problems, including alcohol and substance
abuse, and the parties to this Agreement urge employees who have such
problems to utilize the Program’s services.

To maintain a workplace, which provides a safe and healthy work environment for all
employees, the following drug and alcohol program is also established.
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Section 13.2 Definitions

(a)Alcohol: Ethyl alcohol

(b)Prohibited Items & Substances:
all illegal drugs and controlled substances, alcoholic beverages, and
drug paraphernalia in the possession of, or being used by, an
employee on the job or the premises of the Employer.

(c) Employer Premises:
all property, facilities, land, buildings, structures, automobiles,
trucks and other vehicles owned, leased or used by the Employer as

job sites or work locations and over which the Employer has
authority as employer.

(d)_Employee: all persons covered by this Agreement.

(e) Accident:
an event resulting in injury to a person requiring medical attention

or causing significant damage to property to which an employee
contributed as a direct or indirect cause.

(f)_Reasonable Cause:
erratic or unusual behavior by an employee, including but not limited
to noticeable imbalance, incoherence and disorientation, which
would lead a person of ordinary sensibilities to conclude that the
employee is under the influence of drugs and/or alcohol.

(g) Under the Influence:

any mental, emotional, sensory or physical impairment due to the use of
drugs or alcohol.

(h) Test:

the taking and analysis of any body component sample, whether by
blood, breath, urine, or in any other scientifically reliable manner, for
the purpose of identifying, measuring or quantifying the presence or
absence of drugs, alcohol or any metabolite thereof.

Section 13.3 Disciplinary Action

(a)

All employees are expected to report to work in a physical condition that
will enable them to perform their jobs in a safe manner. Further,
employees shall not use, possess, dispense or receive prohibited items
or substances or at the Employer's premises, nor shall they report to work
under the influence of drugs and/or alcohol.
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(b) When, based upon the direct observation of two supervisors, the
Employer has reasonable cause to believe that an employee on duty is
under the influence of a prohibited substance, the Employer shall have
the right to subject that employee to a drug and alcohol test. At the
Employer's discretion, the employee may be placed on administrative
leave with pay until test results are available. All documentation
concerning the decision to perform a drug or alcohol test and the test
results themselves shall be kept confidential pursuant to the terms of
Section 4(j) herein. If the test resuits prove negative, the employee shall
be reinstated. In all other cases, the Employer will terminate all
employees who:

(i) test positive for drug and/or alcohol use;

(ii) refuse to cooperate with testing procedures;
(iii) are found to be under the influence of drugs or alcohol while on duty and
on the Employer's premises;

(iv) are found in possession of alcohol, drugs or drug paraphernalia, or are
found selling or distributing drugs or drug paraphernalia, on the
Employer's premises.

(c) All adverse employment action taken against an employee under this
program shall be subject to the grievance and arbitration procedures of this

Agreement.
Section 13.4 Drug and Alcohol Testing
(a) The Employer may require drug and/or alcohol testing under the

following conditions:

(0 a test may be administered in the event that two supervisors have
reasonable cause to believe that an employee has reported to work
under the influence of or is at work under the influence of, drugs or
alcohol,

(i) a test may be required if an employee is involved in a workplace
accident or fighting;

(iii) a test may be required as part of a follow-up to counseling or
rehabilitation for substance abuse for up to a one year period following
the end of an in-patient rehabilitation program or one year and 30 days
after the initial counseling session;

(iv) as may be required by agreement or grant program.

(b) Employees to be tested will be required to sign a consent form and chain
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(c)

()

(9)

(h)

(i)

of custody form, assuring proper documentation and accuracy. If an employee
refuses to sign a consent form authorizing the test, he or she will be subject to
termination.

Drug and alcohol testing will be conducted by an independent laboratory
accredited by the relevant agency of the United States Department. of Health
and Human Service ("DHHS"), and may consist of either blood or
urine tests, or both. The Employer reserves the right to utilize a
breathalyzer to test for the presence of alcohol, in lieu of other clinical testing.

Laboratory testing procedures will conform to the procedures specified in
the DHHS guidelines for federal workplace drug testing programs, dated June
9, 1994 and as may be amended hereafter by DHHS.

Initial and confirmatory test results which meet or exceed the cutoff levels

for drugs set forth in the DHHS guidelines (and as they may be amended)

shall be regarded as "positive," and shall presumptively establish that the tested
employee was under the influence of drugs.

Initial and confirmatory (or breathalyzer) test results which meet or
exceed the levei of biood aicohol estabiished in the lilinois Molor Vehicle Act
as legal intoxication shall presumptively establish that the tested employee was
under the influence of alcohol.

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

Drug and alcohol test results shalil be reported to the Commissioner
of Personnel or his designee in the manner to be prescribed by the
Commissioner. The applicant or incumbent shall be notified of the test
results in writing. The Commissioner will inform the applicable department
head of any employee who tests positive for alcohol or drugs, who in turn
will initiate disciplinary proceedings under Section 13.3 above.

All urine or blood samples shall be taken in sufficient quantity as to
allow for retesting. Any portion not used in the test will be preserved by
scientifically reliable means for one (1) year following the test. Any
employee whose test result is positive may elect, at his or her expense, to
be retested by the same or other laboratory satisfactory to the
Commissioner of Personnel, provided that the Employer's testing
laboratory shall arrange for transmitting said sample to the second
laboratory. Positive results of said retesting shall be conclusive as to the
presence of alcohol or drugs. The failure to take a sufficient sample, or to
preserve such sample, to allow for retesting, shall not affect the removal
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(i)

from eligibility of an applicant or personnel action, including discharge, of
any employee.

No laboratory report or test results shall appear in the

incumbent's personnel file unless they are part of a personnel action
under this program, but shall be placed in a special locked file maintained
by the Commissioner of Personnel, except as such disclosure may be
required by this policy, law or ordinance. Such information shall be
regarded as confidential and shall be used by the Employer in accordance
with the provisions of this Article.

Section 13.5 Employee Assistance Program

(a) The parties to this Agreement recognize that impairment due to drug and
alcohol abuse can be an iliness which should be treated. Accordingly,
employees are encouraged to seek help for a drug or alcohol problem before
it deteriorates into a disciplinary matter and may participate if they wish in the
voluntary Employee Assistance Program. The Employer also will make nurses
covered by this Agreement aware of the Peer Assistance Network for Nurses of the
Illinois Nurses Association.

ARTICLE XIV-SUBCONTRACTING

Section 14.1 Subcontracting

The Employer will have employees perform bargaining unit work where
practicable; however, the Employer reserves the right to contract out work for
reasons of efficiency or economy.

(a)

(b)

(c)

(d)

Prior to subcontracting bargaining unit work, the Employer shall provide the
Association notice of any intent to contract out five (5) calendar days prior
to giving public notice to prospective bidders. A copy of the Public Notice
shall also be made available to the Association on the City of Chicago
website.

The notice shall be in writing and shall contain a description of the work
to be performed, any contemplated impact on bargaining unit
employees, and any other relevant data to enable the Association to
discuss with the Employer alternatives to such action.

Upon request, the Employer will meet with the Association within 3 days of
such a request.

If the Employer determines to accept a bid and enter into a contract

with an outside contractor, the Employer shall give notice of such
contemplated action to the Association at least forty-five (45) days
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prior to entering a contract, or as soon as practicable. This notice
shall be in writing and contain the name and address of the party
who will perform the work, the contractor's proposal, and any
modifications to the previously-provided information that is outlined
in paragraph (b) above.

(e) The Association may present an alternative proposal to the proposed
subcontracting out of bargaining unit work at any time during this
process, but not later than thirty (30) calendar days from the date of
receiving the notice as set forth in paragraph (d) above. Upon receipt
of any alternative proposal from the Association, the Employer shall
respond within seven (7) days.

(f If bargaining unit employees would be displaced by the proposed
subcontracting, the Employer shall make available, on a seniority basis,
equal-rated permanent jobs the Employer has declared to be vacant in
the Department, or other Departments, in that order, provided the
displaced employees have the then present ability to perform the
required work without further training. However, the employee shali be
provided with a reasonable amount of orientation to allow her or him to
perform the work. Prior lu conlracting out of bargaining unit work, the
Employer, the Association, and the proposed contractor shall meet to
discuss the employment of employees subject to layoff. The Employer
will request that the contractor hire laid off employees.

ARTICLE XV - DURATION

Section 15.1 Duration

This agreement shall be effective from the date upon which it is ratified by
the City Council of the City of Chicago, and shall remain in effect through 1
1:59 p.m. on June 30, 2027. This Agreement will continue thereafter from
year to year unless notice of termination or of a desire to modify this
Agreement is given by either party sixty (60) days prior to June 30, 2027,
or sixty (60) days prior to any anniversary date thereafter. If such a notice
is given, the parties shall meet promptly to negotiate a new Agreement.

Section 15.2 Health Plan Reopener
Health Plan Reopener. Each party reserves the right to reopen this agreement
in order to further negotiate the Health Plan set forth in Sections 4.8 4.9 and
4 .10 for the following reasons:

1. Any change(s) in the applicable law(s), including but not limited to a
universal, national or state health care program mandating significant
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changes in health insurance benefits that becomes law and is effective
during the term of this Agreement;

2. The lack of achievement of health care cost containment as
anticipated by the parties pursuant to the establishment and
administration of the Labor-Management Cooperation Committee
on health care ("LMCC"), as defined below:

(a) The parties charge the LMCC with the responsibility of approving Pian
changes that will result in significant cost containment or savings, as
measured by a projected increase of costs for any individual plan of no
more than 8% in Fiscal Year 2009 and each fiscal year thereafter
when compared to health care costs in Fiscal Year 2008 and each
previous fiscal year thereafter, respectively.

(b) Should the Plan changes approved by the LMCC fail to result in such
cost containment or savings as stated in subsection (a) above, the
LMCC shall make such adjustments to the Plan as are necessary,
including but not limited to adjustments in deductibles, co-pays and
co-insurance, to prevent the cost increase from exceeding 8% as
measured in subsection (a) above.

(c) Should the Plan changes approved by the LMCC fail to achieve
cost containment or savings as stated in subsections (a) and (b)
above by the end of following fiscal year, either party may elect to
reopen hegotiations as set forth herein on the following specific
topics:

. Health Plan set forth in Sections 4.8, 4.9 and 4.10;
. Structure of the LMCC;
. Composition of the LMCC;

o Funding of the LMCC;

If any one of the foregoing events or conditions occurs, either party to this
Agreement has thirty (30) days to notify the other party of its intent to reopen this
Agreement in order to negotiate the Health Plan set forth in

Sections 4.8, 4.9 and 4.10. Should either party elect to reopen
negotiations pursuant to this provision, it shall submit written notice to the other
party. Thereafter, the parties have ninety (90) days within which to reach agreement
on the Article. If the parties fail to reach agreement at the conclusion. of that ninety
(90) day period, each party reserves the right to reopen the entire Agreement.
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In witness whereof, the parties have affixed their signatures below by their authorized
representatives.

CITY OF CHICAGO ILLINOIS NURSES ASSOCIATION

: é&Q / .
By: 17 2 4‘ P N By:

/
Dated: 7 2 ( Dated:
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MEMORANDUM OF AGREEMENT ON TELEWORKING

This Memorandum of Agreement (“Agreement”) is made and entered into as of the dates ser
forth below, by and between the City of Chicago and the Illinois Nurses Association (“the Union™).

This Agreement shall establish the framework for the implementation of a telework option
for individual employees in certain job titles represented by the Union within the Department of
Public Health in the City of Chicago. While the parties agree that allowing employees to perform
their duties remotely may have a positive benefit to the Department’s overall operation, the
successful implementation of remote and/or hybrid work schedules depends upon a number of
factors, including the specific nature of the duties of a job classification, the operational needs and
efficiencies of the Department, the need to serve the public in an in-person capacity, the work load
of an individual employee, an employee’s individual work and disciplinary history, and the
employee’s ability to work in a remote and unsupervised work environment.

All employees who are selected for participation in a telework program will be subject to the
terms of the current Telework Policy as implemented by the City of Chicago for its non-represented
work force, and as this Policy may be amended from time to time by the City in its discretion. All
references to the exclusion of “represented employees” in the policy shall be deemed to be
inapplicable to members of the bargaining unit. A copy of the current Telework Policy is attached
hereto and made a part of this Agreement. Such provisions of that Telework Policy shall include,
but are not limited to, the following critcria:

1. All telework assignments will be subject to Department Head approval, which may be
withdrawn at any time by the Department Head in their discretion, consistent with the
Telework Policy.

2. Employees working in such arrangements must certify that they have sufficient work for
a minimum of seven (7) hours a day of work, that they have not been on a performance
improvement plan in the previous six (6) months or disciplined within the prior twelve
(12) months, and that they have appropriate equipment and a safe work space to be able
to work from home.

3. Employees working in such arrangements must sign a Telework Agreement, a copy of
which is attached to the Telework Policy, as well as adhere to all conditions of telework
assignment set forth by the Department.

4. Any violations of the Telework Policy, the Telework Agreement, and/or the specific
conditions determined by the Department for that work assignment, will result in the loss
of the telework arrangement, removal from any future telework assignments, and
discipline up to and including discharge in the appropriate circumstances.

The provisions of the policy and its implementation are not subject to the grievance and
arbitration provisions in Article 7 of the Collective Bargaining Agreement.

This policy shall become effective forty-five (45) days from the date of signature of this

Memorandum of Agreement as shown below and may be revised or withdrawn at any time by the
City of Chicago upon prior written notice to the Union.
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In witness whereof, the parties have affixed their signatures below by their authorized
representatives.

City of Chicago Illinois Nurses Association
By: By:
Dated: Dated:
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The {2 Jowing CRARZCS 0 The current Ly Healin e Plan aive Plan”y sanll meeene ctectye

iy

on Jonuary 1. 2006, unless vtacrwise rovided in this Appendix B Unless changed by this
1y o 4

proposal, all ather aspects of the Plao shall resata in effect

»

1 Plan Alternatives,
Phe Plan shall consist of three separats alisrnative coverages - 2 PPO plan (“PPC " a PPO
Plan with n Health Reimbursement Account (“PPOEIRA");, and two HIMO plans {7 HMO™).

2 Plan Desiga.

{a) Network Plans:
(i} The deductibles, co-nsurance and out of-pocket maximums for the PPO Plan
and the PPO/RA Plan arc set forth in Lxhibit 1 hereto. For the PPO and PPO/HRA
fPlans, all covered services are subject to the annual deducrible unless otherwisc
indicated.  HMOQ benefits in Exhibit § are not subject to co-pays unless tha co-pay is
speified

1 the Fimployer decides that the PPO/HRA alteruative lacks sullicient employee
enroliment or is cost prohibitive, it may discontinue that alternative provided the
Emplover provides reasenable pnor notice w the Union and an opportunity for those
enre led in the PPO/HRA to enroll in another plan.  For this purpose, “‘recasonable
notice” shull be datined as notificarion in writing of the empleyer's tntent to
discontinue the pian at least ninety (90) days prior to the proposed discontinuation
whers circumstances arc within the city’s control. [n all other cases, the City will
provide the maximum notice as {s practicable under the circuinstances.  [n addition,
‘0 the event that a new health care plan becomes available to the City during 2 Plan
year. the Employer shall have the right to include that new plan in the Plan
alternatives upon reasonable notice to and discussion with the Union.

(ii) The PPOHRA Plan shall have an HRA account for each employee (i be

agministered by the relevant claim administrator of other third party adminisiator
which the Employer shail determine. with prior notice to the Union), which accouut shali
be credited with $500.00 per individual, and $1,000.00 per facuily per Plan year. Such
emounts must be used for “qualified medical expenses” (as defined by the Employer), and
cait be carried over into the next Plan year if not used in the preceding Plan yea:.

(i) The PPO and PPO/HR A Plan wil! provide a "wellness” feature for members with a

maximum anaal beaefit of $600.00 per individual, which is not subiect to the Pian
deductible or cu-insurance.
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(v Add an cmerzetey oo deductible of 3100 00 16 the PO and P
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cved o the event e sadioadid 13 admitied o the

arnount shall be w
Eraployer will wrerprat ivis provision cousisicntly between (s various ba

(V) Adkd ® disease manazem.zat feaiure for active employees. the in‘p}nyur wils
comsider any input from the Uaion through the Labor Management Healid: Cave Cox il
concerring L structure and implemeniation of this fzature.

{v1) Expand the Employer's 123 Plan effective January 1, 2006, tu provide for a voluntary
“flexible speading account” feature to ailow for the centribution by participants of 1 1
$5,000 per Plan year to fund certain medical expenses (such as dental, vision, deduc e
co-pavments, drug co-payments, and over-the-counter drugs) on a pre-tax basis, subject to
the normal [RS rules regarding such plans.

(vii) All newly hired employees shall be required w participate in the PO Plan for the first

18 months of their employruent.  These employees shall be eligibie fo participate in the
first enroliowent poriod following the 18 moath anniversary of their dates of bire.

(b) HMO Plan.
(i) 'The HMO Plan shall have the minimum featuies set forth in Exhibit | hereto

Heulth Care Coatributions

{a)  The schedule for employee contributions to the Plan, as set forth in the {999-2003
collzntive bargaining agreement(s), shall remain in effect uniil Juuc 30, 2006.

{t) A new employee contribution schedule, which shall become sffective July L. 2006
15 set forth in Exhibit 2 hereto

4 Prescription Drug Coverage

{a) Retail Drug Plan:
For the PPO Plan, PPO/HEA Plaa, and HMO Plan,  the {foliowing co-pays shal!
asply -
() geneqe tier 1~ effective trough life of the Agreement - $16.00
(i) brand formulary tier 2 (brand with no generic substitute] -
cffective  July 1, 200€, $30.00.
(it} brand with generic substitute - $10.00 ‘generic co-pay plus the difference ia cost
hetween brand and genertc drug.
{iv) brand non-fonnulary Ger 3 - effective Julv | 2006, $45.00

{b) Mail Qrder P'lan:
The PPO Plan. the PPO/HR A Plan, and HMO Plan shall have a mail urder teature
The co-pays tor the mail order plan for a 90 day qupplv are as faliows -
(i} generic tice | - effective throuzh life of the Agreement - 326.00.
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Deatal and Vision Plans
plans with changes o

5

(a2} Preventative Dental Pian:
The Emplover shall mainiaia the current PPO and MO dental
| deduciibles avcording @ the schedule attached as Exhibit 3 hereio.

CO-pays an
Vision benefits are i he wcluded it the

{b} Yision Carc Plan:
The current vision plan will be deleted.
PPO and PPOVEHRA Plans and under the HMO's pursuant to the woverages available

in those plans.
right 1o add to, change, modify or withdraw this progesal uatil

e lhl‘
s ensire agreement is concluded.

The Faployer rass
final ratification of
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Dialysis
§ Qutpatient Private
Duty Nursing

Skilled Nursing
Care

Hospice and
Home Hcalthcare

DME & Prosthetics

Outpat}«;nt D iabcticA 7
Education

Routine Foot
Care

Fertility Ireatment

Highlights of Healih Insurance Plan, Centinued

PO PPO w/HRA
’ _-ggs;i(;r\;iy::i;r) sessions/year) B
60%/60% 0%/60%
90%/60% 90%/60%
90%/60% 90%/60%
Chiropractic Care Chircpractic Care
Only Only

20 Per Year, Max 3

 Modalities Per Visit

90%/60%

9% 5%
30%/60%
90%/60%

90%/60%

G0%/60%

Two Visits Per
Lifetime

Not Covered

SU%/ 6%

[npatieni:

Outpatiens:

90%/60%
80% of $100 Max Covered

20 Per Year, Max 3

Modalities Per Visit

9%/ 60%

90%/60%,
H0%/60%
0%

30%/60%
90%/60%
Two Visits Per
Lifetime

Not Covered

Expenses per Session: Unly 7

70

MO

Caovered
Covered

Covered, Re-
quires Referral
from Primary
Care Physician

Covered

Covered, Requires
HMO Approval

Covered, Up to
120 Days per
Calendar Year

Covered

Covered

Covered
Not Covered

Available Ac
cording to HMOQ
Guidelines

Cao-Pays tor Inpaticw
and Qutpatient
Services:

$15.00 Co-Pay

PP




_U EALTH

INSURANCE
(SECTON25.2)
BENEFIT
Meatal [liness

Llare

Substanee

Alse

Hearing bxams
and Aids

Litetime Limits

Weliness Benell

Highlights of Health lnsurance Plag, Continned

PO } PPO w/HRA
[ { R
Qessions Covered of Treatment
{s Not Certified: Max Covered
Expenses:  $5000/yeac

Merital Health & Substance Abuse Max
Expenses:
Individual:  $37,500/vear

Family:  $500,000/0ifetime

‘ Ladividual  $2350,000/ feume

} Inpatient:  30%/60%

(rutpatient:  80% of LU0 Max Coverad
Expenses per Session; Only 7

Is Not Certified; Max Covered
Expenses:  $5000/year

1 Sassions Covered if Treatment

iental Health & Substance Abuse Max
Expenses:
Individual  $37,300/vear
Tadividual  $250,000/kfetime
Family. $500.000/ifetime

Hearing Screening: } Hearing Scresming:
Covered (n | Covered 11
Wellness Benefit Weilness Benefit
Hearing Aids:  Not Hearing Awds: Not
Coverad TETEE T
' | Covered

Maximum Literime Limitis $1.5 Millioo

$600 per year (affective 1/1/06)

lucludes: Subject to furthar revicw and

~ development, the Wellness Benefit wall cover,
. outside of deductibles: (1) rautine exams,
() immunizaions. (3) mammaegrams, aod

}

71

|

JU—N

HMO
(eff. 171700}

$26.00 Co-Pay
(eff. 1/1/07)

Service limitaions:
{npatient: 30
Davss Vear
Durpaticnt: 10
Visus/Year

(o-Pays for lapaticia

and Ourpatien!
Services:

$15.00 Co-Pay
(eff. 171/05)

§20 00 Co-Pay
(efl 17107,

Service [imiiations.
Inpatient: 30
Days/Y ar
Outpatient: 3C
Visits/Year
Screening:
Covered n Fudl
Hearing Atds: Not
Cuvered

No Limit

Availablz According
w HMO
Guudelines

SEENE S SNE EUOR



HEALTH

ANSURANCE

(SECTION 25.2)

BENEFIT

g

Highlights of Health Insucance Plan, Continued

PPO | PROWMHRA. 1 HMO

(4) vision exams, lenses, frames and contacts.
The Wellness Benefit will also provide on-site
health assessments.

Wellness Benefit Is Not Subject to Plan ~
Annual Deductible }

72



FXHiBIT 2

EAMPEOYEL CONTRIBUTION SCHEDULE
(P2R PAY PERIDD]
COMPOSITE 2.0% OF OMIRALL SALARY

ANNLTAL SALARY

SALARY LEVEL

LEVEL OF COVERAGE

SINGLE EAMPLOYEES S

12921% Of PAYROLL/24 1.97834% OF PAYROLL/24

CONPRIBUTONS ATSELECTLD SALARY LEVILD

{(PERPAY PIRIOND)

EAMILY

1 A755% OF PAVROL /21

LEVEL OF COVERAGE

AMNEA SALARY SUNGLE EMELOYEE <1 FAMILY
Under $30.0C0 §13 73 §2338 $27.63
$30.001 $16.15 $24.82 130948
$40.L0G0 $21 54 93308 #4128
£ GO0 42637 $4136 €51 59

$32 30
SRR 337 6%

$32.07

34845 37442 39237
LA $33.84 32 7Y PR
L RENUE CUARENT EMPUIVEE CON RIBUNION SurtbbuLr

LRI DU ERAE

ANNUALSALARY LG E TAAP (GVEE Y AN
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PTG

130001 T 884 39T |

$G0IC0 AT OV ER

KENDEHDESIGY

2R, bt O

£33 -0

ENHIBIE 3

Ii DENTAL FMO PUAN

{MusT USL 2anit DUNTIST

4o

VRTINOF

yins

AR 34

TYI05% O PAYROLL/EH

$259%

DENTAL PPOU PLAN

AN NEIWORE

fndividual Deduetibie

__Annual Maximum Benstlt

ORTUMOBONTIC PROCEYDURES (BRAC

Brzues - Under Awe 25 Onty

FRLYENIAVEOESLRYICES

Oyeal bxams {Ewica o Yo

Cleanings {Twice 2 Year)
X-Rays {Twice a Year)

Space Maintainers
(Children under 2}

DT OLN

570U Per Person, Ber

BASIC PROCEDURKES

l Amalgam (Filitngs) - One Surface

—

Permacent

Kesin - One Surface Aaterior
including Acid Boh

inn Retenticn (ser woth in
addition to restoration}

50 Y zur
1££:06)
i Unlimited _ 1 31200 2erPerson |
L 52300 Co-Pavpigs Not Covered
] Diar, Mas s 80% of
L30% Covered o PP Alicwable
$30% Coversd in Full Futl Amount.  Member
S Co-Paym o Deducrivic Pays Balagce af
08 $10 Co-Payuent Biiled Clurgss. MNo
{aff. 17166} Deducunle
I . N t
Co-Pavment (Member Pays) _}
T RN
an N - ~ e = }
$18.52 (100} Pian Pays 604 ol Plan Pays 309 of |
$20.20 (171797 PPO Atlowabke PPO Allowable |

$21.80 (1 1/06)
$23.76<1/1707)

$28.34 {1/1/06)
$30.89 (1F1/07)

Routiue Exwaction Single Tooth

Surgica Bemovai of Erupted
Toath

surgical Removal of Teotin - Sad
Tissue Impacuen

Surgieal Reoval vl ootk -
Yartial Boay [nipaction

Sirgital Ramaval of Tooth

21 80 (171/06)
$23.76 (1/1/07)
S41.42 (11106}
$43 15 (1/107)

£33.41 (1", U6;

( $358.22 (110 07)
e T e

; $76.30 (171,06}

) §33 17 {1AL0T

$76.10 (/1106

74

1
|

Memrer Pays 40%%
aF PPO Allowable
After Dedactible

P an fays 0% of
anle
Mamiber Pays 407,
af PPO Allgwablz
After Uducible i
|
|

Amouat.
Memter Pays
Batance of Billud
Charges Atter

Deductible |

{"an Pays 30% of
PO Allowabie
Anwuant,

Member ¥
Bakace of Biiled |
Charges After
Daduetth




v impacton

| Complets Ba

[ A veoiopluity - Without kxtrachions -
Pur Ouiadrant

Jcaling 2nd Roct Planning - Per
Quadhanr with Lecal Anesthiesia

383 29 [141708)
$96.24 1117

4142 (1106)
$43.05 {1700

Gingiveciomy or Gingivoplasty -
Per Quadrant

CGiinglvat Flap Procedure Including
Root Planing - Per Quadrart
f3sze0nus Surgery, Flup Eatry and
Closure  Per Quaclrant

$167.88 {171/00)
S1R207 (11407
8160.23 (1/1/06)
$174.65 (1/107)

£186.39 (1/1°06)
$2031701/1/07;

Fule {apping - Dicect or [ndurzat

Root Canal thecapy

Aaterior
Bicuspid
Molar

Apeoectomy (First Root)

LENG 4L EPO DL
Sherlawoek o Quiand
|

!
|
|

$14 17 (141/06)
21543 (1/107)

(1/1/06) {
S136.22 $
$i47.15 $
515729 3

171707y

Pian Pays $0% of
Phin Fays 60% of PO Allowabile
148,51 MO Allowable. Amount.
160.39 | Member Pays 40% Mamber Pays
2,505 | of PPO Allowable Ratance of Billed

After Deductible. Charges After

Deductible

$126.44 (171:06)
$137.82 (1/1/07)

valliative Treatment

.

Limied Qeclusion Adpustinent

$15.26 (1/1506)

$16.53 (1107}

$23.9% (171406)
26.14 (1107}

MAJOR RESTORATIVE PROCEDURES

{nlay - Me@lir (One Surface}

I
i
!
1
|
-

$252.88 (117063
$275.84 (1/1/07)

Calay - Meallic tThree Sur-
faces)

Core Buildup Inclusding Pios

Temporay Crown - Wikh
tracinred Tooik fno Charge [n
Conjunction with Perinanent
Tootn)

- Porcziain/Ceramic

= ADstrale

Crown

5342 26 (1/1/06]

$372.06 {17107
$101 37 (1/1/06)
11540 (1FL/OT)

$38 67 (1/1/06)
$74.85 (1110T)

$353.16 (1 1/06)
3384 91 (1:1/07

_$360.88 (12/05)

75

|
|
|
- |
i Plan Pays 50% of
Plan Pays 6% 01 1 PP Allowanke
PRPO Allowable. | Amount
I Muinber Pays 40% Meniber Pays
| of PO Albwable i alance of Bilied
p o Afer e stibts Charges Af
; P Deductibie.
i

|
|



DENTAL HMO PEAN DenraL PPO PLax
o (MUST USE PANEL DENTISTS) INNEIWORE . QUi oF NiITwORK
vown - Full Cast, Base Maial $394.45 (1/1/07) |
Deature - Completz Upper or $444.72 (1/1/06) !
Lower $484.74 (171:07)
I.ower Denture Reline - Chair- $135.16 (1/1/06)
side $147 32 (V107)

BARGAINING UNIT CLASSIFICATION GRADES
SCHAERULE S

JOB TLASSIFICATION CLASS GRADE
Occupational Health Nurse 24
buk1: - Health Nurse 1 24
Puoiic Health Nurse I - Houwrly

Public Healtnh Nurse If

H

Murse Pracritioner 03

76
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RARIBLIT §

Tty of Chasago
Napartment oi Personna!

IMPORIANT NOTICE Read Tiition Reimbarsement Policy”
Parsonnel
Strent.

Chicaga, lilinois 60802

Soc Sec No Name
Address Zip Code

This information is fur stat.stical purposss anly

Sex = F 1M Raca [ Whirte T Black @ Hisparic
Depar tmen!. | Bureau Section
Title Work phang
Paptovae Statie o Fall Time o0 Part T Pavrul! No.

Name of schoal

Type of educationtrainicg prog-am

r] Undergraduate Major o
] Graduate Wajor o
(] Vocaticnal/Technical  Certificate sought
[} Work relazad seminar  Preogram name
Are you in & degres program? <1 Yes I No

on resersa sids
Staft & Urganization Development, City Hall Reom 1137 12
g

Astan or

[uition Reimburseaent
Appiication Form farm

After comoietion secd Lo Qepar.oaent of
' ohorth fatzl e

Birth Date

American lndqan

0 Pacific [siander 1) or Alasker Halive

tiome phone

Addrass _

_Credit brs  te date ___
_ . _Gredit bhrs. to date
Gredit hrs. to date |

Credit hrs to date

Have you ever received reimbursement trom the City for this Degree program? U Yes I Mo

Dc yeu receiva Financial Assistance from any other scurce? [0 Yes

f yes. what s tne amount of assistance” §

)

0 No

Term: [1 Semester . Quarte:

List any sourses in which you are currently registered
—Tm T T T — - - om0 L TR TR T

Course

Nusber Course Titfe

83

) |

] S t n t
i tar End Date | fuition Gredit
 Date

; ™




8]

]
o
-

)

=
=

Y

the established TDootoor Raimeorsemzil Fo

! horaby avply tor r2ubirsement in accordance ¥ th
reeitcements of thy Oecar taont 0F Pecsannel. [ bare vead Mie |
D aise cartify tho [nlormaics goven sbove b

1 the roversg sida o inis application, und

[

g agree o onmply with S8 DIV IONS

ol Foe Traiing progoan 15 b ralated

Signature of aopplcan:

ralatad to che gmp ayer s currant or probante fulure work #ira wne Sikv? ) Yes 4 No

Date

Trgnaturs

Annroval of Dapartment of Parsonnel L Approved 3 Ursapproved
fnitial
yate agpiication reseipt sert Dave ver. licaion racsived
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CAHIB T G
City of Chicago
Dapartmeni of Parsonnel

ACLEASE OF £ INANCIAL AID fFORMAT TON
mployas

Coguicete Sections A ané B Send this form and one copy of the PER-3C torm o the Depar tment of Personnat  Staff
and Organization Dovelopment, City Hall Room 1101 Chicago. 60802, 3Send the second copy of the PER 50 form, to
yatir depar tment head for approval

This Release (PER-51) is then sent by the Department of Persomne! to the educational institution for informaticn
concerning any financial and (scholarships. Federal grants-in ard. 0O [ bill aid, etc ) that an employae may
be receiving. The City of Chicago will pay only the difference betwsen the amount of tuition to be reimburiad
and the amount 2!-eady pard by other financial ard sources Mo reimbursement will be given until the Department
of Personnel has received the PER 51 from the institulion.

Saction A t rom
Employee Nawme
Social Security Number
[ hereby authortze o o to reieased to the Uity cof Chicago.
Department of Parscnnel, all financia! a:d infurmation requested hefore for the
R . term, 20
Signature Date
Section B
From _ Return te Crty of Clucago
Mame of Institufion Depar tment ot Personns!
Crty Hall Roam 1100
L 121 Morth taeSalle Sfreet
Name of Student Chicago, IL 60607

Social Security Number
Section ©

tud-n- r=c-1ving Financtal Aid or le ters 20 ’
Yes 1J No

1ty what type and smount?
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CABIRIY H
CULY OF CHIGAS0, TULT(GN Wi IMBURSEMENT £OLICY

ho

GENLRAL PURPOSE. o noraase the effectiveness of City servicas to the citizans o7 Chicage by :eotreging the
sonai development of City empinyses througn education and training. as well as to prepare empicyces for

per

advancement

EECECTIVE DATE Thes pol.cy is effective June | 1981
Reimbursement for any course commencing on or after thisdals wil | be stbiect to this pelicy statement

{1 ELIGIGILITY REQUIREMENIS

A Applicants

1 fpplicants must be City employzes curreniiy onaCity payrol! Board of Education and employees
of other govermmental agenciss are NOT eligible for this program

Appticants must be fuil time (a minimum of 35 hrs. a weeid or cari-time (more than 17 34 but

tess than 35 hrs. a week) employees. Emergency appointments, seasonal amployees,
Student-As -Trainess and other student employzes are NOT etigibla

t Fducational and Vocational/Technical Institution:

Applicant's school of enroliment must offer resident classrocm rnstruction and ba charrered
by and reside within the State of ftlirois, or be an on—iine course of study which otherwise
wmeets the requirsments of this policy.

Colleges and Universities must be acoredited by the North Central Associaticr of Collegss and

Secondary Schools

Technical/Vocationa! Institutions musi be licensed by the Stats of lifinois o- the Lommission
of tha National Association cf Trade and Technical Schools

4 Cour sas offered at schoots not so aceredited may be approved by the Yenar tment of Human Resources.
if such courses have been authorized by a licensing board and/or prafess.ona association.

Course of Study

Courses of study must be retated to the empioyee’ s current work or probabre future work with the

City el Chicazo
irl CONDETIONS AND LIMITATIONS ON REiWMBURSEMENT
A Reimbursement is lim. ted to two caurses psr Lermh.

Reimbursement 15 for tuition on.y cost far bnoks, fab fees iate penaitizs supplies and other
specia!l fees ars NOT reimbursabie

Raimbursement &ill be [in ted by the amount of { nancial aid the employee recsives from other soureas

] Ty tion rees paid to any City Coliege of Ghirage wili NOT te rrimout suc

87



fo.mburseaent w 1 be basad on available funds

The applicalicn must b2 approved by the employec s Department Head or des gnated author 11y and by
the Deparmant of Human Resources

i ALl appiicat ona must be sibimitted to the Department of Human Resources w thin thirty (30) days after
the date classes bogin.

t In the case of a work -relafed seminar. the application anc accompanying latter of 2xplanalion must
be apuroved by the Dapartment of Human Resources priar to the date of the ssmirar

Tne timely reimbursement of tuitron to the employes is dependent upon the ear!iest of appiications,
Relsase of Financ:al Aid Information forms. or ginal grade reporis and sricinal receists of payment
by the Department of Human Resources Carbon. photastat ¢, or Xerox copies wil! NOI be acsepten
J Emptoyess expecting late finsl grede(s) or fe- sume other reason wishing to held aner tharr
rsimbor sement requast must pramptly noti fy the Department of Human Resources. Lnfass thrs pronedure
s followsd, reimbursement will not be paid
[y APPLICATICN PROCEDURE
Undergraduate Student

1. Complete two (2} copies of the Tuitron Reimburssment Application Torm {PER-SG}

2. Complete one (.} copy of the Release of Financial Aid Irformation form (PER-BY)

3 {mmediately send ona (1) copy of the PER-SO form, without the decartmental signatures, and the
PER=6! form to the Department of Human Resources, Staff & Crganization Deve'!oprent, City Rail
- Room 1100

Send the second capy of the PER-SO Form through your depar tment £o szcire the Departasnt Head s
or designated representative ¢ signature. When Lhe second copy i5 recet,:d by the Desarinent
of Human Resources. the apo!rcation will be roviewed and the appticant will be rotif ec of ita
agproval or disapproval

3 Graduate and Vocaticnai/lechnical Students

| Complate steps Al-4 as above.

2 Prepars a lestter of sxplanation to the Commissioner of Human Resources describ-ng how yeour
course of study is ralated Lo your present or future job duties Ihrs lerter is te be sizaea
by the Department ilead or designatad rapresentative and stbmittad with the second copv of the
BER -$0 to the Departsert of Human Rescurces  0Only cce letter neecs fo fe o site during gour
course of study

Work-Ra:ated Sewinar Participants

complete Lwo [2) cop.es of the PER-SO form
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of Chica o

Degariment af Law

fera 5. Grorges
Corperstien Caunssl

tabor Divsian

Saite 1040

30 Nov:h [aSaile Siceet
Clucagn, IHigols 50602
G TS

(312) 132-3028 (FAX)
[CIERECRIEY a1y

Nt ff oo SO LICIZ0 32

3]
ilichard M. Daley, Wlavac

Bt o CHFACH NS TYMER

Novembar 29, 20C7

Pam Bruntca

[llinnis Muzses Associatiot
135 W, Adams. Suitz 2101
Chicago. Hhinois 60603

1007 Contract Negotiations

Side Letters

Dear My, Brunton.

This is to confirin that the parues have agreed to atlaen o't
ds {.etters 2 through 15, and that all said s

Side Letter 1, as well a8 afached Si

letters sha'l be in full force and cite
farther liereby agree o delate any and atl

the partizs,

AGREED:

tiliois Nurses Associalion

312

90

e (’
Q. Brenfiwald

}714-5395

DETITTRR L

¢ st

Re: [Hituis Nurses Association sud Ciry of fhirags

T

tef Assistant Coparation.

fis Agreenient tis

o for the durzion of the Agreement. The parties
sther side letters previousiy in sffect butween

lounsei



CoTnoITIER

floar Ms Adams:

b st div< g o f the U mployec aref 104 that nit

Phus welh confinm e uee
supplernantal flier agreaments witch awe iy wiiting, arkd hava booa
sigaead or inlliakd Hroughoud he coliesa af tha nagaiations, ant

ol

tha Agressuent.

coasidered incotporated @ and pan of

Shxcnrey.
7

Sl el
Aditgm AneruEn

Oirmcoy of Labad 2 alm s
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James Brenamad

Sentoc Atromey/ Supanasot
Depuonent af Law

Ciey ol Cheeagn

10 N 7 aSalle Swaes, Sae 1028
Chuage. Llsos G0602

Ceae Mr Brennwalds

ent diat the Asscoaton will provide an wermzed fae

Tlus lettee 5 20 coalion ouc Agreem
¢ expandinices of the

shae uooce (hereatter “Mouee™ which sats focth die mye
Associanv qualifying for fair shace purpases, 10d 2 statarnent it the mloemianss o6 thie
Assocraton's sxpenditucss was obamed Tom dhe mast ceeent annaad audied finanoal
seaterien of the Associaton. The Nssocition will aso pravide, as pam of die Nodce, 2
description of the procedue 2vailzble 10 non-member smployees Ly an wparial deciaon
gk amed a aratemens thac dispured porugus of fic shace objectocs’ fair share fees will be
placed in an escrow accouat while the abjections are peadug. Paoc © dismributon o noa-
emibers, the Associaon shall submit e Nuotice o e ndircund or oftical designated hy
the Baployec foc the purpose The inidal Assocadon notes shall sausfy this cequiremens

Ledess such notice i amended of changed.

Association with complers names wad addeesscs, o0 2
cnanthly base foc all pecsens hued, 0 the Association's barpaining wus The Assocmaon
shall notfy w wriang each ron-member employee i is bargauruyg wut of hisfher fair shaxe
sbligadon e Associanon shall be responsible o distribution of afl (axr shace noaces ©
acn merben, ncduding new hices, upon « seipr of names and addresses foc these
employecs from e Employer. The Assaciation will ezeufy to the Enployec dras

Notice has been complteted. The Bauployer shall not be cespoisible for
provided herew. The Ernployer shall noi be a pacty ta,
the Associzton’s uteanal faic share

‘[Lie Bruployec wil provide the

discibutioo of e
the fair share provessss, except 15
bur shall be bound by, any deaswa obmined througs
The Employzr shall nacbe respounsible under any

dispute cesolunon proexdurcs
o 2ccuracy of the Assoctadon’s fas

ciccumstances o guacateee the legal suffctency ot fRacu
share calculations, fare shaze arount ot fair shage procedures.

The Geaployer sivall notbe obligated to ramit & fair share deduction to tie Associanon unt!
it has distrtbuted 2 fair shame notice and dispute cesoluton procedure wonsistent with the
letter mad of Secsan 9.2, 9.3 and 9.4 of the contract. In the event of 3 dispuce
Employer and the Assocution shall place deducaons i 2 nEest
an expediced arbitcation on the ssues(s) rised by the

terms of this
is o comphiauce, the
bearutg account and peocesd ©
Empicyec

cification provision of Section 8.5 of dhe

i beoughtt agminst the Eapioya arisiag
cle G of the

{ric futthes agreed conpectivn with the sndse

conmract that in Lb.': avcatt OF’&. L"..f'ﬂim‘ Hildqgely d‘;“!(‘:—lll"
of s ompiyap wuh e otargns of A
{TWE ‘

out wf any a-tdon ol fix e puepose
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conmace, of m celance an ay bst, nolce, cermicanont ¢ assgaent o
scif hrough dre atfive of e

I'mpioy:---- il have iz opuva of represennng it

mpoc;nﬂ—x Cownsel or Uicough the appomtment of a Sprual Assismnt Lofpomqon
ployer shalf be solely tespousible oz the paynzat af s
arrorney's faes 50 Pcm:ra\cd un ccp:amtmg wsetf. 1F, however, e Bmployer dores not
axaccue cither of the abose options, the Association shall be solely cespansible for die
payrieat of attcmey’s {ees wwucred in the defense of the Eimployec, provided that the

Associadon shafl, after consulong

Counse’ o mtlicr event the {in

Uraployec

AGRERD:

For the Assoglaonon

Fac the Caty of Cha

o

b{mos Numcs r\ssoclzuo“

s ,
“/ 12 ﬁ# 570/
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b 1)

Me Wiheie Adains

Staff Spearaist, Libor Halalons
Minots Nuisaa ALscCalian

138 5. Waskar Dive  Suae 200
Chicaga, fines 60638
Dwar Ms Adams:

Fhig i Lo conirm that organzatons! units for the puposee of dotaking
300 a5 fulkrws.

i Uspactunent of Humaa Samrvices
2 Depactment of £ire
Departnent of Palice

Depadiment of H2atth - S Regicus

The reqions within (he Chicag2 Depactnoat of Pubac Hoalth,
Deasion of Public Heallh ProtectionMegulutnn and Comamunity
Flealth ace deswited on the atached mag

Detailing of Nurses shail finst be doan within a specific regiun.

ses with the thon present ability o padot

the Dapacment of Haalth will utilizez

at abiiity ta do tho revuired wodk. from

if there ace nsullicient Nug
the raquired woix n that reqgin,
NMourses who have ihe then prese
an adiacent region

el tra than presant abildy to pedoenn

as. the Departnient wii utllize Nucses
have (ha present atiiity to do the

If there ara insufficient Nurses
th.e required workin said regio
Gam any other reglon aravided they

regiirad work.
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st

changes s the Empiayals ictent o elicit meaaingful inpul from the

Ass

arbitracy or capricous fa sad organizatonat unds.

BT 8

ceiation i this iegard and the Association may make
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Mo Valeoe Adaes
Sraf Speaialing bater vaiationrs

tHarsns Associnen

i

390§ Wacker Brive  Se 2200

whcago, Hinow G

(renar 40, Aqama

Ui Sextion 5.0 of the 8goe-Xwail, @ quise whid i o vBoalon A
auffers a covanxd doath i Cro family may request that o Depatimaent
Plaad allcaw Qo fotes (o il o worko and tako boc Wy with pay
Lndar Section S8, The Depacmaent ol may proot saud requast
withizn tha Qeaacgnant Hoad's digoraticn.

Ginceroly,

B ra
e/
ity

wWitliam Rinaban
Direct af Later Remtions

AGREED

WEHG FBEISe S
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Psychiaoic Nurse 333t
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Chiwage. Wiaois 60632
(317) 2445100

(312) 143989 (FAG
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40

fLarry Dasem
Hims Nurses ASS0C:EHIT

30 Sauth Wacker Dave
Sutte 220K
Clicago, fHiaots 60606

Rer  [ligais Nurses Association aad ity of Chicago
£999 Cootract Megadativus

Tuition Reimbuseweai City Cotleges

{Qlaar Mo Basem:

This s to coufim the prriss’ agrecmient thag, agiwithstaading the terms af pant
({[ D of Appendix P ol this Agreesasut eifective Januacy €, 2081, ilis City wall
reimbucse witivn foes paid ta the City Colteges of Chicaga in accordance with the
tecms of Appandic L, butoniy fo coucses peoviding credits which are both necessary
o, and tcanslerable toward, e arainment of a BSN degree, and oaly for such

caurses beginning o oc after
,/

uary {, 2001

Sincerety.
) s
fo ; /_;
- /VC o (// (£ 4

fifues Q. Breanwala
A Nief Assistant Corporation Couasel
{312} 744-5395

ACREED:

diinas Mugses Assucialicn
7

o
Hy. EAr AL (;{314(1-"""-
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Laory Bascw

[Hinois Murses AssaCiate

300 Sowth Wacke: Duve, Suite 2200
tucagw, filnoss 60806

Re- [iiuos Nurses Association aud Ciiy of Thicago
1999 Cantract Negotiations -- Veam Leaders

{car Mr. Basem.

This is to conlitm the parties’ agrsement that, effective no late than Janvacy t,
2001, whete “teain teader™ danies and cesponsibilitics ace to be ragularly pecfoemed at
any Depariment of Health ("D partnen’) tlaighborhoad Healih Ceateror Departinent
Maternal and Child Flealth Primary Care Clinic, said duties and responsibilities shali
gormally be peifonned by cmployees working in the classification of Public Hoalth
Nurse [[ (“PER (1), in additinn to such employees’ other duties aad redpoasibiiities.

Tue City agraes that, for any sutent Public Health Nucse | {PEN [7) who bids
on a posted DN Il/team Yeader position posted Lefats fanuary [, 2002 #tany
Départment Neighbarbood Healil Tenter ac Department Matecnal and Child Health
Primacy Care Clinic, and solety for the purpose of deterrining whether the PHN
meets the minimuun quaiifications to fll that PHM {I/tean tsader posttion pursuanl

actton 6.5 of this Agreerment, the City will waive the cequizement ofa BSN degree
included in the Ciy's PHN (f class specification. Said BSN degree cequitement will
aiso be waived for the pucpass of coasidenag requests for transfee berwesa PHIM
{fteam leader pasitions a1 Deparinent Neightochood Health Centers ot Departmet
Maternal aad Child Healih Pamary Care Clinics, bul 20t for transiees to any nther

PHN {1 posiuons.

Nothie In 13 sele foiler s [agreement shail be constaied as requantag the
[renartmers o aiatakatn any immnun aumber of staff at any wock site, or as
1 J
7 the Dueparinent's managenal aahis to assign work

gthara tse restncling
S/i/u erely 2
‘ %
7 /g

/!

t L - L{,, At
Q. Breanwald

1t Assistaat Corputatica Couasel
(312) 744-5395

3
ACREED:
filtnos Nygdbs Association
By Lraiwevisd = L
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Octabar 30, 2007
City of Chicaga
Qichard M. Daley. Misyas
Pam Brunton
Department of Law R o
et Hilinots Murses Association
Mara 3. Geneges . e, E
Corposation Fosuse] 105 W Adsms, Suite 2101
S Hlineis 60603
Labae Divisian Chicago, inats 60603
Suite 1240
36 Nosth Lasafle Streed » fnie - ssociat i “hicapa
Chica g0, Binois 58602 Re: 'Hlmm: Nurses A.w)(_}at'xon and City of Chicage
{312) 744-3100 7007 Contract Negotiations
(317} 7429029 (FAX) Postiug ef Assipnments in New Prograns
O12) H&SDUTTY
http:/fwoew citvolchicage.org Dear Ms. Bruntoo:
Thisis to confirm the agreement of the parties that, w the ever: the
Deparment of Health (“Department”) implements 2 new prograre ac any
worl-site or sites, and the Department decermines that it will 2ssign any
incumbent bargalning unit petswusel to the progeam on 2 regular basis, w0
perforin work within the employee’s job classificadion, without declaring a
*permanent vacancy” for the assigrunent within the meaning.of Secdon 6.5 of
the Agreemant, the Deparmenr will, oo later than thiry (30) days aftes che
umplementazion of the new program, oSt a0 ANROUNCETIENL On 2 designaced
bullegn board at each work-sita and at other appropriate locations as
designated by the Bruplover, nodfying employees of the implementation of the
new program, and of the opportuniry ta request regular assignment to the
program to perform work within their existing job classificatdon. The
Neparrment will consider any requess to be assigned o cthe new program
pursuant to the posting. provided that, i order w reccive consideraton, any
such requests saust be in wrining, and must be received by the Department
within fourteen {14} calendar days of the posting of the announcement. .
Sincerety, ) A ’ /
Y. , /S /
- eA
I ! Q. Brenawald
&&i ;tant Chief Labar Counse
{212) 744-5393
AGREED:
i Tiinois Nurses Association
NI "-OKEQRD&
AL Luel
LI . i '
[
S

MDA CalT ER TOHETHER
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City of Chizega
iclard M Daley, Mayor

Deguituent of Law

Mas:3 S, Georges
Corporation Cotmse

Labor Division

Surle 1040

30 Nodh LaSallz Stcest
Chicgs, {mois 60632
(312) HE5100

(3123 242.9079 (FAX)
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October 30, 200/

Pan Brunicn

[liinots Nurses Associaiton
105 W. Adams, Suite 2101
Chicaze, Nlinois 60003

Re:  [Minois Nuises Assaciation and City of Chicago
20087 Contract Negotiations
Healih Cure - LYVCC Refercal

Dear Ms. Brunton:

Pussuani to Seciion 4,10 of the Agreement, the Fuaploys and the Assoointion
agree to direet the LMCC w evaluate and i chunges to the curreni Health Care
Plan affective January |, 2008 n arcas that will facilitzie the shift to a preveauve
bealth care muode! and will result in design improvernients, cast confatnment of
savings, including but not limited to the following areas:

. Bxpapded Disesse Masagement Program
HRA and Big-matric Sereemng
«  Healtp Fairs
+ Weight Managemen! Program
~ Imaging Reviow Service
. Litetime Maxunum
. Subscriber Share for Hospital Rills and Co-izsuraces
< Exclusion for Sel-lthcted Inturies
-~ Comprehensive Comununicition and Outreash Stratezies

Sincerely,
N ,
:\_ /&{_,,{" }a-ﬂ‘*ﬂ'
!upés Q. Biinwald
¢rhief Assistan: Corporation Uaunsel
(312 744 5395

AGRUED
[Hinais !\Jursc;\*,A.s;;gclauou
/
P
. /
,,V "'I’C'ff/l\ //

R
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ity ol Jhicago
Richaed M. Daley, Magor

Departneent ot f.aw

Marn & Jecrgss
Corporaiion Crunsed

{.abor Division

Suits RHG

3 Porh TaSalie Strect
Caicsga, MWinos G602
(312} 245400

(312) 742-9029 (FAN}

(32) TASI3H{TTY)

BLe wnw.gityafchicago org

e s

ALDINT GIICAL D TOREDTE

SIDE LETTER 11

Novamber 22, 2007

Pam Bructon

Uifnais Nurses Association
105 W. Adams, Suite 210
Chicago, [lingis 60602

Re:  Hliwois Nurses Assaciatiou aud City of Chicago
2007 Contract Negouations
Part-Thne Nursing Titles

Dear Ms. Bruatou:

parties’ agreement that the City will eview and consider
iftes 0 Do utilized

This is to confirm ¢
the feasihility ol ereating and implewenting new bargaining unit
for the hire of empluyees ou a part-tine besis. In the event the City destdes o
establish any such new bargaining wiil titles, the City will notify the Association, and
the terms ol Section 1.1 shall apply In addition, the City will, following request from
the Association, meet and discuss the mchusicn of the new titles under the Agreement,

aad the applicable tcoms.

Sincersiy, /]
//'4
it R L ST [
{

g Q Bruanfwale
Cifisf Assistant Corparrtien Counsel

(302} 744.5392

AGREED:

[Hwois Nurses, Asscolatian
s .
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City of Chicags
Richard #1. Daley, Mayor

Depactmeal of Law

Marmn 3. Gearges
Coepotatioa Co il

1350 Dinsioa

St 1020

30 Nogth LaSaille Stret
Chicage, Mianis 30602
(32 TS

(312) 1129020 {F A X;
1) TSI T

hitg ifa wriitrcthiaaga sty

SLHDING  WEACT PO TINL

5108 LETUER 15

Novembe: 25, 2007

Pam Brunicn

Ciinois Nurses Assoctation
105 W Adcmg, Suits 2101
Chisago, {thnois 6C<03

Re:  IUingis Nurses Association and City of Chicago

2087 Cantract Negotintions
Implementation ol New Satary Scheduie for Grades 4 aad 5

Dmar M. Bruaton:

This is to consinm the partics' agrrement thag, (0 supiementing Section 4 ta of
the Agreemant, the City will Dllow the altached "“Cuidelines For Implementation of

Satary Schedule Adjusiment for Grades dand 5"

Sincarely, »
.
o
. Va
lhea o endets
Ty . O By oomaald
130 Assisun Corperatien Counsel

(312 744-5395

AGREED:

Miors Nugses Associalion

,

a
=
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Daprartyest 0 Law

CITY OF CHICAGO

£ Y. N
Movember 26, 2013

Khristian G Parker
Seaff Specialisr

Hiinois Nurses Assacia
105 . Adams, Suire 1420

Chicago, 1L 60603

RE: INA and City of Chicago
2012 - 2017 Contract Negotiations
Grievanece and Arbirrarion Procedure Changes

Dear Khris:

Iais is 1o confirm the parties’ zgreeniens that the changes vegotatad with respect to

RS R RN 7 7NN oy
Sectons ¢ a7 2l and 7 2ib) of the iy

1r5);"rqrim'; of o disciplinary as

collective hargaing y orly to disciplinary actions whose affecrive dave

g AErEamant
accurs on or afier the eifective dare ot ratticatior ot the naw catlecuve bargaining

4 with respecs to arbitrations b Sewtion

- - N I -
agrecment by Gy Cow
7 2a)?, Step IVE i the new collourive agreement s‘ﬁ.all spoly only to arbitrations

of

L ofenr tha efforrive dare of ramfizan

wherz the fiest dacs of henring com

, PR
che new agreement by Ciey Counal.

The parcies further uude

disciplinary us

barza.ning agreernent sh !

cip l a¢ of any ernployee employest by the
(1

«
er
s
w
“x
%]

-
Co
%

yeffective cinmy \")Q; days after fin

Depactment of 7 WU LU

h~ rew collective barguineng agreen.ent oy Ciy Uounct!, the buo:rc‘:tei.d

Db shald fave ch o horgy o A Toc cors than rnaery O30 days and to discranae

ror £ oeag s or

Do postive grien s ouos relanng € such

civilia nploveos rapr

i n;d:‘:r -2 fncithirace alt

L dnd

n_h;.vr*.ty. e By can fthe Azzoin o
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eodeavor ro complere gnthi

Sineurely,

. o f :
Cieely | ’mz\/':L/[m;s :
Agsistuat Chief Labod N
312.744.32584

AGREEL

o
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DirArRTMENT OF LAaw

CITY OF CHICAGO
Side Letter #17

August 4, 2023

Morgan Toms

Staff Specialist

lllinois Nurses Association

910 W. Van Buren §t., Suite 502
Chicago, IL 60607

RE: INA and City of Chicago
2022-2027 CBA Negotiations
Telework Side Letter

Dear Morgan:

The parties recognize that as a result of the COVID Pandemic, as well as
significant enhancements in technology, the ability to work remotely has greatly
expanded. The interest in remote work by employees and employers in general
is now far greater than it was as recently as 2019. The issue of remote work, and
its relationship to recruitment and retention will be a part of continuing
discussions going forward, and one that the City expects to be further engaged
in with employees and their unions.

The capacity for remote work for many Association members is significant
due to the nature of their duties. The City is committed to engaging in ongoing
study of this issue, and to including Association representatives in examination
and discussion of this issue going forward.

Upon request of either party, Departments shall meet with the Association

to discuss which position classifications may be eligible for remote work as well
as the number of positions within that classification that may be so designated.

2 NORTH LASALLE STREET, SUITE 660, CHICAGO, ILLINOIS 60602



Should a determination be made by a Department in its discretion that its
operating needs may appropriately be met by allowing an individual employee
the opportunity to work remotely, such request to work remotely shall be
approved in accordance with the Memorandum of Agreement on Teleworking.

Sincerely,

& [T At

Cicely J. Port cgn{s N 4(4/(/;,,
City of Chicago

Chief Labor Negotiator

Agreed:

INA

Toms

SN s —



DrrarRTMENT OF Law

CITY OF CHICAGO

Side Lefter #18
August 4, 2023

Morgan Toms

Staff Specialist

lllinois Nurses Association

910 W. Van Buren S$t., Suite 502
Chicago, IL 60607

RE: INA and City of Chicago
2022-2027 CBA Negotiations
Preceptorship Side Letter

Dear Morgan:

This is to confirm our agreement reached during bargaining regarding preceptorships as
outlined below:

Should the City establish a preceptorship program, the parties agree to meet and discuss this
program, including any additional compensation that may be warranted for nurses who
successfully complete the preceptorship program.

Sincerely,
Cicely J. P rfXdams
City of Chicago

Chief Labor Negotiator

Agreed:

2 NORTH LASALLE STREET, SUITE 660, CHICAGO, ILLINOIS 60602



DerarRTMENT OF LAw
CITY OF CHICAGO

Side Letter #19
August 4, 2023
Morgan Toms
Staff Specialist
lllinois Nurses Association
910 W. Van Buren §t., Suite 502
Chicago, IL 60407

RE: INA and City of Chicago

2022-2027 CBA Negotiations

Full Practice Authority Side Letter
Dear Morgan:
This is to confirm our agreement reached during bargaining regarding full practice authority as

outlined below:

Within 60 days of ratification of this Agreement, the parlies agree to meet to continue to
discussions regarding the Union’s below proposal and its feasibility.

Union’s Proposal on Section 4.14 Full Practice Authority Nurse Differential:

In the absence of a collaborating physician, Nurse Practitioners with full  practice
authority shall receive a differential of $4.00 an hour.

Sincerely,

icel ortetr

L AU -
. dgm /Ié(
City of Chica

Chief Labor Negotiator

Agreed:

L

Mojgan Toms

2 NORTH LASALLE STRELET, SUITE 660, CHICAGO, ILLINOIS 60602



