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AGREEMENT 

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

ARTICLE I - 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 I Public Health Nurse I - Hourly 
Public Health Nurse II 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 Illinois Public Labor Relations Act. 

ARTICLE II - MANAGEMENT'S RIGHTS 

Section 2.1 Management's Rights 
It is agreed that the Association and the nurses will cooperate with the Employer 
to liberal{y 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; 

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

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

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

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

f. 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; 

g. to contract out work, subject to the provisions of Article XIV; 

h. 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; 

k. 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; 



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 III - 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. 
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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 names) 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 
advance 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. 

b. 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'/z 
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. 

c. 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 worfc 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. 

d. 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 anon-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. 

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

f. All compensatory time must be used on or before December 31 of the 
ralPnciar y?ar 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 to 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 emp{oyee will be compensated for said time earned in the form of cash 
instead of compensatory time. 

g. 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. 

h. Whenever a nurse is entitled to a monetary payment from an arbitration 
award or settlement agreement, such monetary payment shall be made 
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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 Pav 
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 Pav 
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. 
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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 
Effective 1 /1 /23 
Effective 1 /1 /24 
Effective 1 /1 /25 
Effective 111 /26 
Effective 1 /1 /27 

3.0% 
3.0% 
3.0% - 5.0%* 
3.0% - 5.0%* 
3.0% - 5.0%* 
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 11th 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 Wailes 
The rates of salary far part time nurses in the attached Exhibits H-N are by reference 
made part of this Agreement for all purposes. 

Section 4.3 Pav 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 Pav 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 
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section of the form set, in order to qualify for coverage in the Basic Group 
Term Life Plan. The failure of the nurse to complete the enrollment form 
set will result in termination of the nursers Basic Group Term Life Insurance 
coverage. 

b. 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 employees 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 sha{I 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. 



d. 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. 

e. Maintenance of Insurance 
The current practice permitting employees to use vacation or other time 
due during an illness in order to keep hislher 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. 

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

2. Formation of a Committee to govern the LMCC consisting of up to 
twenty (2Q) 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 Illinois 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 Illinois 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 lnew section) 
Effective on the first day of the fourth (4th) month after the date of ratification, the 
payment of wages provided herein shall be due and payable on the seventh (7th) and 
twenty-second (22~d) 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 



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 Pav 
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 72. 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. In order 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 shelhe 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 '/z) 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 EmployerLunless 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. In the 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. 

f. 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. Full time 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 Comptroller 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 Pav 
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 Illinois 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 Illinois: Kentucky, Wisconsin, Indiana, Iowa, 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 to 
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 absences) 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 Illinois, 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 Illinois, 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 llnitPcJ Stat?s or of 
the State of Illinois 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 Illinois, 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 entitled 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 withsn 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 employee 

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) sha11 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 
shall 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 
(1 Q) 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 pr~hatinnary 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: 
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a. quits or resigns, 

b. is discharged for cause, 

c. retires, 

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. 

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. 

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 filled prior 

to posting of that vacancy. 

b. Employees within a department who desire a change in shift, days) 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. 
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c. 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 #urther 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. 

d. 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. 

e. 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 Illinois Nurses Association of the posting of said vacancies at least one 
day prior to it being posted. The posting shall contain at least the following: job 
title, qualifications, hours, work location(s), pay grade and person to whom the 
job bid should be submitted. The posting shall also include any additional 
qualifications and duties required by the Employer for the positions) posted. 

g. 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. 

h. 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 emp{oyees 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 
identified, shall be sent to the Ass~ciati~n. A s~~ccessfial bideier may not hid for 
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 bsd, 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 
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list will remain active for one (1) year from the date the original vacant position 
was filled. 

Section 6.6 Layoff and Recall 
(a) 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. 

(b) Probational, Seasonal, Provisional, Emergency and Temporary 
Emp{oyees shall be terminated prior to any other employees being 
laid off. 

(c) 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 orlower-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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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. 

(d) 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. 

(e) 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 oft 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. 

(f) Employees shall retain and accumulate seniority and continuous 
service while on layoff 

(g) 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. 

26 



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 shalt notify the Union and the employee in advance of 
returning the ei7~ployee to layoff if it appears to the Employer that 
the employee cannot perform the job. 

(h) 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 abave-
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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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. 

(i} 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. 

(b) 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 
classifications) in the affected locations, shifts or day off schedule. 



(c) 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 classifications) 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. 

(d) 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. 

(e) 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 employees} 
occupying the position at issue. The notice shall inform the 
employees) that as a result of the layoff, the employees} may be 
reassigned. The notice will also provide the effective date of the 
reassignment and, if known, the location of reassignment. 

(b) If the Employer knows that there is more than one location where the 
employees) 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. 

Employees) 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 (1d) 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 shat{ 
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 leave's extension, provided the employee has complied with the Employer's 
procedures. 

Sensortty 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 District, the Chicago Housing 
Authority, the Metropolitan Sanitary District of Greater Chicago, the State of Illinois, 
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 will 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 
e{iminate, 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 Illinois 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 pool will be created as soon as practicable after 
ratification. 

b. 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. 

c. 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. 

d. Nurses will receive a professional orientation. 

e. 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 all 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. 

g. 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. 
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h. 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 
off/fair share provision. 

k. 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 VII - GRIEVANCE AND ARBITRATION 

Section 7.1 Discipline 
(a) 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. 

(b) 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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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 itself 
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. 

(c) 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 following 
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 intervsew, 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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D. The length of the interview sessions will be reasonable, with reasonable 

interruptions permitted for personal necessities. 

E. At the beginning of the interview, the employee shall be informed of the 

nature of the matters to be discussed. 

F. An employee under investsgation 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. 

G. An employee under investigation will be provided, without 

unreasonable delay, with a copy of any written statement the 

employee has made. 

H. (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. 

J. 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. 

K. 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. 

L. This section shall not apply to employee witnesses. 

M. 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. 

N. 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. 

O. 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 Predisciglinary 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 I 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 Ass~uidlicin 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 1. This form will be returned to the employee 
and the Association within ten (10) calendar days after receipt of the 
written complaint. 

STEP II 
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 II or the 
Association grievance form, Step II 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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Problems Form Step II or the Association grievance form, Step il, 

within ten (10) calendar days of the Step II meeting. 

STEP III 
A. If the grievance is not settled in Step If, the Association or the 

nurse may appeal in writing on the space provided on Employee 

Problems Form Step III or the Association grievance form, Step 

III, along with Steps I and II 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. 

B. 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 III to the nurse and the 

Association. 

C. Any settlement at Step 1, II or III 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. 

D. 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 III decision, that they request final and binding 

arbitration. 

E. 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 III. 

F. 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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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. 

G. 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. 

STEP IV 
A. If the matter is not settled in Step III, 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 III 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. 

B. 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 also 
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 close 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 substantially 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 VIII - 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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1. Use specific Form N.S. 95: Request for continuing education 
programs, workshops, meetings, etc. Submit two (2) copies to your 
supervisor. 

2. 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.). 

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

4. 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. 

2. Submits one (1) copy of N.S. 95 to the Department Head's designee 
as completed above, indicating supervisor's approval. 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. 

c. The Department Head's designee reviews submitted requests and makes 
selection for attendance based on following "criteria." 

1. Agency's ability to meet staffing for programs needs. 

2. Staffing needs of the agency. 

3. Correlation of objectives of workshop with staff s personal objectives as 
written. 

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

d. 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. 

e. 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 
to 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 



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 Negotiatians 
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 attendsng the 
meeting shall participate without loss of pay. During the course of contract 
negotiations with the City, said designated representatives may a{so 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 practsce 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 schedules) 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 shall 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 II 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 XI - 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 rs 
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 



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 Safetv 
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 
raplaceme~t uev~ces. 

c) Safety incident data/summary that the Union is legally entitled to wi11 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 wall 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 Employerwill 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 
Illinois 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 alabor-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 #han 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 lump 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 XIII - 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. 

54 



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 results 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 Druq and Alcohol Testing 
(a) The Employer may require drug and/or alcohol testing under the 

following conditions: 

(i) 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; 

(ii) 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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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. 

(c) 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 clinica{ testing. 

(d) 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. 

(e) 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. 

(f) Initial and confirmatory (or breatha{yzer) test results which meet or 

exceed the level ofi blood alcohol estagiishea in the Illinois M~lc~r Vehicle Acl 

as legal intoxication shall presumptively establish that the tested employee was 

under the influence of alcohol. 

(g) The cost of initial and confirmatory testing will be borne by the 

Employer. 

(h) Drug and alcohol test results shall 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. 

(i) 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 

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

(j) 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 illness 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) Prior to subcontracting bargaining unit work, the Employer shall provide the 
Association notice of any intent to contract aut 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. 

(b) 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. 

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

(d) 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 



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 shall be 
provided with a reasonable amount of orientation to allow her or him to 
perform tfie walk. Piiui lu uuiilia~tii7y uut of l;~rgaining u~~it 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: 

Any changes) 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 Plan 

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) Shou{d the Plan changes approved by the LMCC fail to result in such 

cost containment or savings as stated in subsection (a) above, the 

LMCC sha{I 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 negotiations 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; 

• 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. 

CIT 

By: 

Date 

By: 

Datf 

Dated: l(~~ Zd/ ~ 2 .?~' 



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 Deparhnent'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 linuted 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. 

5. 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 belo«- by their authorized 
representatives. 

City of Chicago 

Dated: 
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Illinois Nurses Association 

Dated: 
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:,on~icler :u:y in put troth t is (: r.icc~ tF~rottgf, tf•~~ Labar ~:tactaecm~at H~~~Itt~: Cart i'c}~niuit[c:: 

~Gllilcriiii~u tttr s[ruc.ct~rC 1I1(I Lt1l~~ICCtc;i1~3.1or, of ti~is teat~ire. 

(vi j l:xpxrtd the EEnployer's !?~ Plan efE.:c;tivc J:u?iiar4 t, 2V06, to ;?rovid~ for a va'tttn ~u} 

"flcxiblc sp~nd~r.~ aca~t~nt" Feature to ~!o~t~ ror the. centribulion by pan cipan!s of ~~n ~~~ 

~5; ~}Un ~~~:i ~~lAl1 7E~1f 10 fUtli~ ~;e~'[;i:n mz~icai ZXpCf13c:S ~Silc;ll RS t'~c:.11ta~, VL~IOtI, ;,~Cdli(;~i~;~l'.:~ 

co-pa~~cnei~ts, drug ec~-payments, and over-the-ei~~~nter drugsi on a pre-tax bass: subject co 

itte ni>nnal tRS rules tcgarding such ~[au~s. 

;viii :11( newly hired en-:~?ioyees stia!! be required to participate ir, the PP~~ Ptan fn: the ir,t 

I S lYl~)RCYt~ ~~f thzir erttptoyruent. 1~t~e~c ~mpioyees sha1~ be eli~ibi~ tc> par;ir•tpat:: i~ tL~ 

i~rsi Cntoiin;~>>[ f~eriod fi~llpV,'vIR~ E}lc; t v [i:6nth an;uVcrs<~ry' ~f L`~eir dates ~f hire:. 

(b) H~1O Pfan: 
!i i 't'hc Hi~4O Plafi shall have [he i:ii~iimum features set forth in E'.xhibii I h~rc<<;. 

He:itth Carc Co~xtributinn+ 

(~+► 1~hc: cf~edule fur ~snpl~~yee aonrributions to die Ptan, as set forth it t :e t99~)-2U~~3 

cr~ltecti~e bargaining agrcen:cat;:s), slia~l re:uain ?n eft~ct until June 30, 2UQ6. 

{b) r1 new ernpli~yee contribution schedule, which shall become effective July ~ , 2DGE,. 

is set forth in Exhibit 2 hereto. 

4. presrriptson Uru~ Coverage 

(a} Retael Drue: Plan: 
Fer the PPO ('!an, F'PU!ftKA P[zu; and H,'~1C) P!ar~, the foltoav n~ co-pad, sisal! 

a~piy -
(i) gene~i~ tier 1 - effective throunEi life ~fthe Agreement - $tU.0lt. 

(_ii) brand f~~rmui~uy tier ? t.hrand a ith no generic sabsticute~ -

~fEeccive .Tull (, 2006, X30.04. 
(iii; bred w~idl generic subs~xlu~e - :~10.~t! generic c~-pay plus t:ie diFf enc~ i :~ co;t 

bet~~.e~n brand and generic drug. 

iv) brand n~,n-ftinr,ulary Liar 3 - efF~ctive July 1, '~JQG, ~4~.c)0. 

(b) Mail t)rder Ylan: 
`l he PPO PEan, the PPO~'E{K.A Plan, and Fi~tO Plan shall have amail urde- teatu~e. 

Z~h:- ce-c~vs f~~r the n?ai! order ola~i Fora 90 clay suppi~~ are as ol~ows —

(i) generic tiu 1 - et~t~ecti~e ttu~ou~ii Ii1:e o! the :~grd~ment - ~3C.U0. 

C~~ 



iii hrar~ii t~>r:r:!~t:uv tics :'_ tf;~::r ..i -~,tll: ,ic e'i,c~ic ~ ~h ~ituty) 

(ltl) 31',)tl:.{ tY~E1', ~.*,Cfl~tClC: SLIP?ailLGtc — 5.~~~.11(J y~~[ii'CIC. i,J-['~3V:i;Cf!t O.L', liiiiti~cll~t' t:t 

i:!i,il ~7.lLtic;i::'s ~)~2'+ ~ dti:~ r`C.11:'CI:: (~Cllt 

(i•~ j i~:.iix t r.•ui-porn?uls~ tier 3 - r,~t 2v1':l_i;~:e in r~. ii c,r1~~r 

~. Deutal and ~"isioct Pl:~ns 

(ul Prevenfativc 1)entat Plan: 

1~he =- mpl~~~er shall fililtl:L11.1 t;ic c~i~;en; P('i) and t l`(C? deata~ pans a~iel~ ~han~e~ :c~ 

C~i-~flV~ an~i ~i.~C}UC~~1hl~S <<:c;(JfjiCl4~ its [E1C ~~~c(~l~~C ~CI.iC,{1f;~ di ~~riEl'.FIL 3 h2C~lii. 

ib) Vision Carc flan: 

'lhe c~Errent ~~isian plan wil(be detcted. t~isian henetit~ a~~: ~~ he i~r;i~.ide~i ii: ttic~ 

PPt) acid E'P~ 1;'HRA P'tatis and ttt~d~r the krMO'~ pursuant rn iiic~ ~:.~acra~~cs 2~ailahl~• 

i;~ tt~c~,e plans. 

l h~~ f:n~n`.a er res:~n;~s '1~~• right. to ac+a [o, char,c;e, mud~fy ~r withdraw this propc>>'tf uc~tsl 

!in_il ratif~:ation of?ha en ir:: akreerient i.~ concluded. 

s~ 



~≥~t[ic;t~r r 

l~r:vF~'rr -- — 
PPO YPO w,'iIRA 

- 

;~ 
fI~lO ~; 

— 

2 1R.-\ (sir._ — --N;i1 ~— —~~i1r7i'~l0c}~1 
i, 

I~;(A ` 

bl~~taraily) f 
- - --- ----- ~ - —. i 

C'c~ (n~ura;~ce 9'1'~:,16U°,;, 9Q°ic;6O%: 
i 

~~';\ i 

(in,`out c~f'nct-

~~~~~~a l 

•1{G11LTli 
~ --------- -------

i: ~~~ ~ ~ - _.`1~~~~tG~bt~ it ~lualtb lururan~*•. i'lat~, t ~~ntsnu~il 

• ~~+'~ .t~' E 

. . ,~ ;_. 

;~ .! ~, .~: . 
_ 

L,4 ~'Ps) ~ r~~ l2A~~. 
._ -

- 'i 311142(► ~+ 

fn-~~et~~~ork X300/person toff $1,000 person `i •`+ 

Dcducti:~lc 1lUUb) ~~,00G farnil~ 

~'?~0ipersoiz (eff. 
1~1i07) ~ 

max of 3 per farnity 

~ Out-of-Natwor4 X1500/person (eff. S3~0Q per person SU~tus Quo 

Dedurtibl~ a l!l/QE,) max of 3 peg family 

$3fIQc); fanul~ 

E [n-V~iwc~rk UPX $ t COQ per pzrson ~ ~30C~(1 per person ~'t1 

per famst~ ivax o; three pzr f 

~ ~ 5100(1 
(ii~~iud~s deductible) falsity 

~ (cf;3t~ctible no[ 
incl«deci) 

taut-aF-~Iettivock :~15i~1) per person ~l1,~Q0 per person Status ~)u,; 

C)t'X ~ ~G0~~ pe: far.~ily ~34,JQ~ per far:~ily 

[:K (.- 'o-Pay^i~nt ~10~;}, wai~~ed if' ~ yl~7~t, ~ai~:ed of 310Q, tivaiv~d i 

adruittzd; nut ap- ! a.ims*tc~i: i:ot ap- ; ad~r,i~ce~i 

j p(i~d towarC ~ atieu toward ~ (~.ff. 1 :;06) 

~4cducti~(e or UPX ~ a~ductible or i)Pk- 

Jeff. 1't/GG} (e`f~. 1;1;06) 

—tJtt.ce Y~t~iCS 
- -

~v°.u!(~r~~'u 9t)','o%Gr)°/n S I ~.i)I1 t.'0-~~;. 
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,~ ;~ 
( 1:\'SC!RA^:i_!_ 

~ 1(i~I~I~S~Eit~ n: 

I 

lle:~it?i In~ur:3nct 1'1:itt, (:i~nCiutir~l 

;Il~ 

' 

i3t.rvt.r~~ 
- 

~ 1~_NU ~ YI'c) w(~Ih.a 

~ 

•I11_~tr} ~i 

I~~ t ::~iI~LLCii; ~~.1iC ~::1::~ ~... ~~~ l~~c".:liiC i~C~tC~ Zil t`u...._~ . ~~I 

~ ~ I:l[[lllt'.lI_iClf_~0 ~~~C~:[ICSti EicJlii:~;l 

~I
~ti~; 

E ~~iN~2;,C ~CiCC to ~~ ~~c=t~~, k?C~::; l~, ~ ~'~_>.U(~ {~n~-ES C!:. 

~I 
i ~;r,c~;'FLi,~iti:tc `.~~ ~(lr.e» E'icn~fil ~ `~1 _.flnez~: f~~ siefi~. ~ lef~ . ; ;-(; 

C~yrec~~lugy ~ i ~ b3U Gil ~'~-Pa:-, 

~~ 
~~ ~ 5 i `, tail :~D-l~' 
i, 

~4 `~I<~,-nt:!~>:~ra~~~ Nle:~s~~ €Z~f^r co j Phase Ftci~... .:, t ,€ ~ ~ Cr.~ 

1~'~lit~ess 13:.;lctit ! ~,`i:ilr.~;s B~n~r!'~ 
j2~; Jt' r~' .p, L  - ~i. 

~~ t 

~~ i ii.:.~ atie~~,. ~ 4(i' :ar;~tJ".o I 9(~~,o 6r~=;;; ~ (mot?. ,: l.'iiG~ 

~i ~ l~:f. I~ ..`tJi'1 

~; ~ ~ l ~ .~JO Cc-P iy f 

i!~-i'u~tei~C i1:~spita: I ~s_,i ~, . 
~ 

~;,°i,:' ;)".~t, (.ef` UiOE,} 
~ 

y ~er~iee5 ~~ ~ j?ii l3U Cu -Pat. 
~~ ~ (~f[. i%li~, ~ ~, 

C~;.itpzxhettt ~ ~iC'" ,,. _,~}"~_ y~J",onJ. ,. 
f 

( o°;~rc~~ 

~,~~F?cri23iOrV I j 

ilu.piE:~nt `1~,-~'o~''.Jlf~,p i ~~5;'"or'Jl}c, . 
! 

C 0•'r`,.~ i 

~ Radio(o~y j ~ -- 

'~ 

~ ------ :s 

P.}~vsic34, Sneech 
--- ~,~'%o;'ti0~~— - ~ 

~ 

------ 
9C'~,~ e r.,~ 

, (1 ~;25LQ[ [lc I1. R~)~ 

;gip ,'oi;:biu~+ '~ 
S `v tSiC~`E~CC t:RI;J^C'S: ~~ 

c~' C~CCJ1O~li1Cf1?~ 
E~t;IUfd(lOr; l~llj}' ~ ; 

Tn.rap;: ~ ~a~. ~ 

' 

i! 

C.SS~i~C 
- ~.di'(,~.ts~ 

t
(~;liC~;3~ i ~.~f] ~f~i ;[i>iilOR ~ f~Cilil~Jlllf~~1U!_ :, 

~iI t?et~:ab:l~tiur, k S~.n°ice, { ~et'.~itics i 
~~ 

'I i Ut:i`~ ~~.tl ~r~.-:~rl;,::> i Ua1.1 in Yro~ra~i:. ~ 

I~ ~ur~i;ii~.:arpr 
' ' -`1pnr~~'~:~ by C.iat~r: , ;;~>rovr~3 b; i.1t~_n. 

:~c':;u'ns'ra:.~~r 

i r .vr,~k, ~i .i~_ i , ~.veeks . :~. 
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I-IEAI.TIi ~ ~~ -_---- - -

l~tSuttn~Cf ! FiiTiiti~;ht~ of Neallh (nsuraacc Yla~2, C'witcnuz~f 

i sess;ons/ycar~ i
sessionslyearl 

C't~monary ~ 90%/6Q% 9U%/60°io Cav~red ~I

R~Fiabiiitation ~~ 

Etespiratory Therapy' 90%;b0°io 90%/60°a (;ovcced ;~ 

4tl°i~l6U°io 90%/50% 

Restorative Services Chiropractic Care Chiropractic Care Covered, Re- ij 

& Cttir~prac~ic Care ~ Only Only quires Ref rra~ ;~ 

i 20 Per Year, Ntax 3 20 Per Year, vtax 3 from Primary 
~ 

~' Modalities Yer Vi;it I~•iodali[iLs Per b'is~: Cace Physi;:ia 

~! Chemoth~rap~ : 1

i Radiation and j 9[)''l3%C0° ~ 90%x'60°-0 ~ Covered 

U;;:►ly5:s ~ 
~ 1 Outpatient Private 

~ 
Covered, Requis'es 

Duty Nursing ~)0":~%t;(;';~,; 90~-W'GC)`:~, H?~tO Approval 

Ski!!ed Nursing ~ Covered, Up to ;~ 

Care 40°lar'60°io ~>~J`.rzi6U°.o l20 Days per E~ 
Calendar Year ' 

i 
Hospice and 40%/6t1°~ ~~~i°~o6C"•'~ Covered 

({ome Healthcare ~ 

DME & Prosthetics ~ 40°ior60°io 90%160% ~ Covered 

Outpatient ll iabetic- ~ ---- 90°'~60% 9Q°fa/60°io ~~ 

Gducatioa Two Visits Per '1'wv Visits Fer Covered 

Lifetime Lifetime 

Routine rout Not Covered ! ~~ot Covered Not Covered 

Care 

~ l ePtiltty'l raatmant Ava~lab[e Ac. 

9i}'/,iFU°ro ~ ~~t=~o;'609•c ~ cording to H;v1C 

~ - — -- - 
Guidelines

4f

1,y 

i 

Lo-Pays E'or lnpaticr~ 

lf~I~ I [npatient: 9U°io/60°ro 
aad t)utpaGeilt 

~ Outpatient: 8U°:n of $ i OU Max i'overed 
services: ~~ 

' E:xpenses per Session: Unty 7 $15.L0 Co-Ysy 
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I1 E:.a t: rt i --

I~Suttn~ck. Eligt►li<rhts of llcalth lusur:~ncc flan, (:.c~r,ci::~~~:~i 

+,~F s ~ tc~~t 2i.2) 

f3F vr:r'~~ 

`~1~ntal f'.in~ss 
:'~r~ 

~ubsta~tt•~ 
A hu>;e 

i-tr.,iring Exams 
and ?.idti 

l.it~:time Limits 

~V~litiess R~neli; 

_ 1 
y~essi~ns C'overeJ iF T n:atment 

[s ~vot Certified; Max ~'~vereci 

(~1~E~la! I{~~Zlin & 5ubllance Abu,e Nta~ 

[-~d;vi:ivaf: ~.3?,SOU(vea; 
I;xlivtduu!. ~~~Q,Ot10i!ietimc: 

I'air,iiy: `SSU0,4OO/lif~ti~sie 

lcipaticnt: 9! i°%,f60°io 

(1utp~ttient: 8U°'o of $lU(1 11~1~ix Covered 

Fxp~nses per Se~sien; only i 
Sessions Covered if Treatment 

Is loci Ce*tix;ed; M:ix Covered 

Expenses. $5000%Year 

V(~ntal E{ealrh & Substance Abuse ~~l~x 

Expense: 
Individual - ~37,~00/;ear 
ndividuat. $?~0:~~0!lifctirre 

ramilr: ~SQt?.t10~iliFetime 

it~~i~~

~;.fs. l ' [ c:o'~ 

~2Er.UU C;o-Pay 

Service I,imitati~ins: 

Daysl~Year 
~:)u~p~ticc~i: .~iJ 

l'isits/Year 

('n-Pa s f~~r tiipati~n: 

~rtr~ C)ttipattCni ~ 

S~rtiices: 

1 ~ i 5.110 Cv-Fay 
(efr t i ] %OS) 

j ~,~C Otl Co-Fay 1 
left. I Un? i 

Service I:imitaf;Ur.~;. 
[npatie~it: 30 
Days; Y aar 

t~utp~ttient: 3C' 
~/isitsiYear 

Hca;;ng Screering: ~ Hearing Screznzng: ~ Screening: 

t.overed in Cov~re~l i~ j :.nvered in Fail 

Wellness E3eneiit We~lrless 8ene:it ~ ~i
F{eartng ltd,: ~l~~t 

kt~arine Aids: Not 
Hearing Aids: N«t II (:uvGreci 

Co~~er~d ~ Covered 

'.~laixsm~m [. te'imc Limit is ~ 1.5 Vlift!uc~ i No L.i~n;t ;I 

~ ~hOU per year (~ffcct~ve 1! 1/OGi 

[ncludzs: St~yject to futth~t cevii:w and 

development, the Wellness 13enc`it u~iil wvec, 

~<<~iiic <~~ded:,~ctible~: (I ) rouiin:; c~cams. 

i7j icnru^irationti, f.i) n}amnia ~ram~. «rtd 

I 
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fIEALTH---- __ _ --- - ~- --i —

I 

----- — 

1NSURANt F. I~ighEigt2ts of Hentth Iasurttncc Plan, Continued i 

(Sec~~rioN iS.Z) 

~.f3cN~t~cr j - PPO ~ PI'U.w/IiRA . —j ------ 1-1~tiIU t 

(4) vision exams, lenses, frames and contacts. 

The Wellness BenefiE will also provide on-site 

health assessments. 

Weftness Benefit is Not Subject to Plan 
Annual Deductible 
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i=XH1811 2 

E,ti1Pt.clYFE i.OtiiItl3UTlOti ~CHEt~I.11E 

COM!'~.~SI TE :.Oti Of- U~/: R,~:. i. iA U1RY 

iLv£i ~fiJ4f.21uF 

ANN,IAl 5ALP1fLY S[NGIf Gti1PlO'i £E+ i F1MlIlY 

SAIAAY LE`iCl 1 ?92Z°6 Ur ~atF•'_'•~L, 24 1.4014%VF PAMOlEl2~s 2 n:5i~, 7F 'AVRJI;;'?.~ 

ii):v ~ iii6U I ~O:dS A~ ihiEC i LC '~,1LA~ 'r ~C bi t]: 

(I'tRP~Y P` ItIOD) 

L E ~/Ei OF CO l~c`R 5 ,E 

,~NvL.?t. ~,at:\Rt i!NGl.E EMPLOY@E+t FAMILY 

Untie: 1.0.~C(i S I i ' ~ 323.38 S2?.ui 

b34~7 S 16.1 S t1a.62 Un.95 

S~%U.IiCU <7.;.i•t f33-tT9 FtT i.B 

S-~A;~i; t7fi.37 Sd'l 36 LSI Sy 

3 ~~ E;,(k10 S3'. 64 SS ? 91 S1 c + 

3°G.W0 3~J.07 SC~.IA k1L.ii 

SSC.~:'0 34 d. 55 S'q dG :4 .31 

2~-= -.at~::.E CiJ;tREvi E.t!P~.JYEECG~S~IBU'• ,ciNi~rltVUtF 

.. . . . ...,. 
_..,; rJr C::: E4~;:if 

ANNUAL S.IL:\RY 'ilhG'.' °M}~t O`'Ei ~. (A.a~ 
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33C V~1 ~~)i~1v 94=, ; ']'A iO, ~ If. ~•.1+-.ltt.';+ t;7y -x, ~.jF il,~~e ~~)U;'~n i9%0~:'+, i)4 P,~YRCLVL~t 

59C!~,iGf.~:~;:p r.~. rR 533 ~[; i5~;. ~~~ c;; y~ 

i:~.f~lllii i 3 

-- -- 

(lbl;:til L~St:Pf~i:t DG?1~~;`_•~ ! i .IN;vEflr~ikc_ 't.)i~l l).- Ni[:N~ORK 

'S IQp per per,on. S"'.OV i'rr Person, Fe: 

ind!vidualUcdtsciihle. s~"? Per''~ar `icu 

_^ _~innual ~tnximum B:;n~Ei-- - limited__. _,_ ~12Cq E?cr P~t~on --- ~ 

:,~xiu~Z~vtirtcPtccx~r;n±~S.LttP~.Fs.l - ---- ------. .. ._ --- 

-Eiracas - Under t\ea_2~ (~n!Y _._~___----~~~ t~~' - '-'=J"z:~= --__1_~---- Sul Co;~ered—  ---

'1 ttivtti":+i{o t._lk,~?kLS;F_z_._—.___ -----

~ c_~rai ! ;a:r:a ; F•.vi:.~ ;: Y;:~s : I 'tar_ Ps, ~ 80"G o! 

~ ti;~i`:%Cc'~~ccdiu l PPUAIioe'ablc 
~::lcanin~-• t'•.o'ica s Yza~) ~' ;i)0°.:. Covered tr, Ful! 'ru'•: 

t
I Amoiuu. ~t.:aibcr ~ 

ti-flays ~'fwice a Yearl S1~ ~~;-f'a~:m_^.:Jeff. No Deducr~i:: Pas•i fialance of ' 

t; I i~F'~ ~!.0 ~a-Payu:e^r f3i~!e~ Cl~~ges, do 
SpaceMaint~~+inars (eff l l%06j 

~ 
F~ed~Icti;le 

(Chil~ren m;der 1Z) 

BnStC hROC.LDURcs--  . Co-Ysyment (~Seniber Pays) - -- - --- - --- ~ 

t0malgani (Fillings) . rJnc Sucfa~•c S(8.5?. t t%<i0til Dian Pa:~ E~~?', nt Plan days ~0`:~0 ~t 

~ P~cmacten[ $?U.20i,i~I~0'j ~ k'Pt~,Ail~w-abk !'PUAtlo~roabic 
—_ ._. ___. .—_._— VTCTICCI i'3}i ~U,'i A eli>U1t. 

~` PFD.: A41c•rr~ol~ Member Pays 

Kesir. - C}ne Surface Ance;ic:r ~ 5? i .S0 {''.'t!(?Ci) i A~cr ~)cdEc:^:~Fle Balance of Ri[tc~ 

fn, liidi,tg A,:id h'tcF $'?3:7G (i`iiU?) ~ Chalgzs.Afi~~ ~ 

f 
~'ir. Recenr.~,~ (der tooth in $28.34 ;VI/06) 

i 
i 

~ additicr. to restorat:oU'~ SQ.d9 {l~?r0%; 

r iZct;-it:e Exaaction Single :"uoeh ~ ~=t &0 (I!U0ti) 

--- - f 
~ ti:,u~:cx~ E:zmcvat e~ EE~~~pt: d 

f 
i 531.1:' (!'Ei~6} ~ ~ f'~s. Pays :U''.n o 1 X45.15 {~!li0"j 
i pan PaJ> ~~)"~o ,>I Pf';7 Allnwa~~ie ----- Tooth _ 

'>;.r;~csl Rc;nos~ai of~1~< ?ri - i~ , rl 

_ 

i 
i ~?~At fl!.,06 

PPO:~ilr,~.sai,lr 
` .~tarni~ t °ay: 4C~3, 

Anwurt. 
r~1~mbcr Pays 

• T~ss:,r (mpnc~ic i ' S~822 ~;t'i-,~"' - -- - ~ - ----( 
~ 

of PP~7 ~'lr,•.v~tb!~ l;ai.:nce u`t;i 1~_c 
F~--- .----= 

_ -- - --- 

burgles! R.~cuu~al u; ~ cr~ti-: - 
~ 

- 

~ .~;~.3~ ;i [,U61 
After:i-~!uc:ih;c ~'har~~sAh~r 

i 
~•artta Sony fnt~+actior ~ 533 : i ; IfL07 1 

C~:•~~Ur'!~+ . 

_ _.1__. -, ---

Sttr~i'~i R~mr~vsl ~i(TouEl~ ~ - - - -- Si6.31. (ii t~Otil _ I,
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in:, r:~~. ft,w~ rt .n~ 
~ (~•1.;5[UiiP~\1=.1_i)f:Nfl:iT'~L_ 

COlit(1~8ti' ~~--~ ~RI{)3Gi1G11 -~— — '~2~i t ! ~~`~ ~~)7~ . -- 

!~. VYAIU~II:1'iLl' ~ W {IilJlli F.xtcacr:n~is ~ ~ '~R3 1.? I!i'Un) 

i - ----~-- -- --- 

~~a!in~, =ad itoc[ Planning • f ~r 

----- -------- --
S4 L32 ~1.'t;Oh) 

r~,u~drnnr .vitr ~.~:.:ai a,~rs~l~~s~a ~~~.t~ {!r!i'o7) 

Gin;~~a:::vmy~~r~iin~ivuoi:asi}- '61G;.86~1 'IiUoi -----

PtrQunu:ar:i ~ta'?~i(t~1t07 

iringi~ai Flap Procedure (nct~.,tinu 
V

S150:2i (Vt/0b) 

Root ~ lanin, - ['er Qcla~lr<,r,i X17.1.65 (1'1%071 

~)s~znus Sur~cr}. E~L•:p ::~u~y end 3;56.39 (lr1:0Ft 

Cinsum - Per Quacirant ---- - S20?.17f ~?t;0? — ----- 

t~'ufi: C:appi~iF L'irzct ur [nd!rect X14 1' (1'I'0r) 
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and ttiP amai~t al,eady paid by other financial aid sources PJo r2imburs~ment wi l l be gi ~~er~ +.mt~ l the Department 

of Persor~nel has received tha PEF 51 from tha inst+
tueton. 

S~ctior: A fiOtn __ 
Employae fvan,e 

Soc al Security Nu;nb~;r 

I hereby authorize _ . ._.__ to refused to the City of Cfi~cago. 

Gepa;t~rent of Personnel, all rinancial aid rnf„rnatio^, requested hefore for 
the 

------ — --- term. 2v 

S i gnatti~r e 

Sectiar, 3 

t=rom _ 

P1?one of (nst~tut~on 

Nano of Stucen[ 

j ~ ~'' 

Return tc City of Chicago 

~e~artmen~ of Pe; sonr:e 

City Hal l ~ Rnom 1074 

121 plcrth LaSal le Sk~eel 

Chicago, IL 6000? 

Social S~curiCy Numoer 

APPClcarirs DQ NCl WRITE B~LQ* iHtS L[Nt. 

S~:Cttun f~ 

i tud-r.: r :c ~ i v i ~g f i nu~~c ~ a l Aid or l.h e ter ~r. ?li 

"'1 Ye:: iJ Nu 

? f yr~ . HltaC tYGe and :mour•k? 
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Date 

U _E~p ~ ~ C. J Benefits 3 

Sio;?aYtjre 

tttle 

:. 

Phore Ntunbe~ 



~~(!IIf31 i N 

~I (Y OF Cfl(CA.~O tUfTIC~N It. IiH(iURSE1IL~( ~%QIIi;Y 

GE;Jfr̂,"; Pt1RPi~Sr. fu ~ncrease tFe efieot.iverfe~s of City ses~ii~as t~~ the citizan; o` Chica,*e bf ~~::ouragirz~ `ha 

persauai :;eveloumer;t of City empf~~y~;~5 throug,i educet~c~ and trai::ing. as wel l 85 0 F~AP~re en~:lr.;rces F~~s~ 

advsnc=mant 

E-F~ ECi IYE OA~r. Tn~s pol icy is e`Pective Jtinc I , 1981 

R~imbizrsamant for any course commacicir-g on ur after this dale rrf I 16z s~~.er,t to tnis Pel icy st:t[emert. 

( I E? 1GlG[L'TY RCOUIRFl~tkiS 

A App I r carts 

Appl ~can,s must ba City emp~oyces currently on a City payrol l Bnard of Education and employees 

ci ~LhPr governmental agencsss are N0' ei ~gitrle for this prrogram. 

npp~ ican~s Rust bo `ui l time (a mir• i~srum o* 35 i:: ~ a x~~v; or cast-t:^~a (r.ore tha^ 1% '~z b+~C 

less than 35 hrs. a peek) emplo;rees. Ea~ergency aapo ntmerts. seasonal zmpl.iyees, 

Student-As-Traine~.c a~,J other studenr_ employes are N0~ eit~ibl=. 

b Educational and Voca~ionaf/Technscal institution, 

Appl ioant's.schoo! of enrol lmart must offer reoident classroom instruction and bs chartered 

by anu f05f~E within the State of If i ice~s, or be an on—l lrte course e study wtiicn otherwise 

meets the requirements ~f this pol icy. 

Col ieges and lini~ersities must be accredited by the North Central Associaiien of Col leg~~s a~xi 

Sacondary Schcc(s. 

Technic~IlVocationaf [n,tittrtier~s must be l icensed by the Stag of [ i ( inois or [he Commission 

of the National ,4sseciation rf trade and Techrv.al Scnoofs 

~1 Coursss offered at school s rot so a~cradi tz~ niay ~e approved by the Department c* HumanRcsources. 

if sure; rourres have bean authorized by a l iccnsirtg board ~ndiar prof~;ss:~ina. associa*ion. 

Coursa cf Study 

Courses cr stuu~~ m:~at be rotated 2a the emn(o•rea's c,~rrent nark er ,~r~.t~ahte future pork ktih t,._ 

vity eI ~i?~cago 

(i ( CONnl~lONS ,4N0 L{~l T.4iI~tIS (lhf RE;h~BURSEMENi 

A Reimbursemani: is l imited to 'wo a~t~rses per term. 

Raimbur;ement is for tuition on y cos[ for books, IaU fees la[N penafti,s suppl ies and other 

spec i a l fees are N01 r~iribefrsat~ i e 

Rt+imburse+nent •Fi I I oe I i ii led by the amo~~nt of i .raneial aid [he employee roc ~ ~;es fromottF=r s:~urCes 

D i:t i!or, 'ees laid Y.o ar.y CiC~r Col ~eke er Chir.aPn x,~ I ; NDi b~~ re~mcur;c,~ 



Itc,ntbur;e::~~nt ,r: l l ue b2s~~ on avai laf~l2 `finds 

The 3~D~ I,aiion must ~.: aRP~?~1EC~ ~7'~ ~P~e 81PF IOfee's UepartmC~1C ~@2c: OC llfla ,!~}ut ~~i 31ii('.:N I ' 'y ql:f 4y 

the i)epar[m~nt of Human N sources 

~~ AI I ap~~ ic~t~er. mist t;e sub~niCted to tine Depa-trnent of Hum~nRes~.xrces w:th ;~ ihir- ty (3~; days af!cr 

the date: cl~ssas begin. 

t. lr. t(ta cas? of a wor~c-relaced samirar. the anpl ication anc ~ccor~par.ryirp I r__er of •~x;. l :3nation must 

be anUrovec by tha Department of 4luman Rss~urces prier to the date :~` the 
SE~I f'~~ 

Tne timely reirc!hurseRert ct T_uiti~m to the ~mploye~ is :iep~:nciurit upon the ear! pest e` apo'r ications, 

Release or" Financial Aid Infcrmatlor forms, n:.ginal grade r~por;s and or
isinal rccei;,ts of oaymer~ 

by the Department of Human Rr.,ources Carbon, photostatic, or Xerox cuuie; wi l l Nl3' be ar.~epted 

J Employres exs~act rs late ivnaf grad~(s) or ion ~uum other reason wi.hi
ng to geld n~cr. th^ir 

. ~Itlt~;'~'~P~e~~ req~.^s~ must procnpL~v t-i0~-t fw the G~part:rs?nr ~f H~.xnan R~so~~rces. U~?~?~~ t~;s ctrnr.rrluCc 

is fo! lowed, rei~~bu~sement w~ f I not b~. ?aid. 

~i AF'Pv.1 CAT { GN PROCEUURf 

ilnderg~aduate 5tudeni 

1 . Complete two (2 co~;ias of the Tui Y.iur~ P.eimb~rsement Appl ica~ior, roan (PER-SC; 

2. Ccaiplete one ( copr of the Ralaa~e of financial Aid [nforma*inn form (PEk2-5'i 

3 (m!nedta`ety send ona (1~ copy of the FER-SO firm, witi?out the deeartrt~en_al signati:res, and the 

PFr~=5! Eu~u~ to the Department of Human Resources. Staff 6~ Organization O
e~~e'.oFment. City ftasl 

- Roum 1100 

Send tha second copy cf the PER-SO Form through your department to sec~~=
 the Depart~snt Head s 

or designated rapresentskive s signa_ure. iYher, the sr;,,~~rtd ccpy is rece,:_ fly tna uevari;~er,l 

of Human Resources, the apo ~ . ca t i on w i 1 I oe ro4 ~ owed and th^ app 1 ~ cant x i I ! u~, cot i f er. cF its 

apprava~ or cisapprovai 

E Graduate and ~'ocatie;na~/Tecf~nicai Studet3cs 

~omplate stags AI-~~ as above. 

1 Prapar~ a lstter or" explanat~an to the Gemm:ssioner o* Human Rrsoarces descr~6 rig hon your 

course o~ siudy is ~~I3tC~J C~ roue presen` or.fucura ob du*fes This letter ~s tc be si~~en 

by the D~partrrent head o; dasi~natsd runresen[aCive ar~d suornittsd •~;th Lne sacond ~OF'd OP C~tC 

FER-~~ to the G=part,ner~t of Human Resource; Only ere letter r;eer.~ t^ :,e or `i !~ 'u~ ;n~ rc~r 

course of ^tudy 

Work-R•~;aCed Seir.;nar Fa•- tic;pants 

C~~tq~lete lwu :?i c:oil:es of thy E'ER SO fars~. 

~: : 



i , _ r.:; 

~~~^~ ! .,_. .-,p u ' 'h. I .- te ra: :.i•._.~ ._~.I 's t :.. . ._ .. . .. _.-V... --.'iii. . . . .. .cf' _ ,f `~"' 

_er . ~ ri' 

_ iMi.L~ ,... ~- h: a, i*.; '..ul~ ar? ~.^` ~ ., .,~.~i a_i~ F, }. .i~ i~_ -

.- ., ~. _ .. F"Y_> .iii i t ~ i,.: ~;._., „~ (: ;`tr~~' .C ~ . ,c.;❑ '~F.:, .' I'.''; - . .. .. _ ._ 

t ..~~.: ~ciu5t~ :t; ~ . . C.. ,. 

_~ _ 

L.' 7'~~ ~, f 1'. i i. : is , . YJ' i . . ~ _ , [~ 

car r_~~-, ... ~d≥., ~i n ;J.:l"~; r; ('_ ~ A F'!. _ ~ ~ ~ t~.., .. 

` . I_ 

~( 

~;~t~ ~ p:,, n: . . r~s_ ~ ~ _ ~. .. .~~~ ,_ .. ~ :~:. ~ _ ,. aid .p~ -: ~ 
.a. .'n., i , 

`T '. ~'". iOUi'`:..~ 4~ ~ . . , „],...~ ;i = f; 1 . . i , . , _,. 
TC~. ., '~t". . 

~~~ . 

i s L''.. . 1~ ..~u~ 

'?, ~., a I ii, .:;. i ~' .... -..^l~i(~. . ~ ,ITC- . _:P:" 
'N ~ ., .~ _ "l` _. .—. 

~~~r,.;'tN.... . ~~';Srt- I I .. nr: . ..~c • i . . r.. ' ~.; ^h. . y _ ~ r,:t ~'_:t ,ra; .. 
. .:ar._~~::i~ ~ 

t
., .. ._ . , . .. 

1 
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i :t;?,t 
+ .~, ~, 

~"`~~". L :tsar: t,r,rrr.r: ~ 

c::; a; cn~w ~~ 

0cp.+rlaun: a(La:r 

Riva s. C,eurga 

(brper.~unn Cnunf:i 

later Dirs+ar 
;,;~~!os~ Pam drunk.-~ 

.i0 Nor.h l_r5a{k $(~tt~ (~jtil~li:. i~~U;S~S '~SSOCiBC!Uf~ 

(7:ragn. IRiaois 4GrSif2 

Gtz)~i~5,e; iJ~ ~~tr'. t~dams. ~uit~ 2 lQl 

~:i.>.?tr<~~oz~(F.ax? Ch:~:ago. :lLcn~i~ LG6,)3 

Ir.•.;~Jr~>.a~+.;: tpoi!.iuro. ~r6 

Re: iltiuuia Cvurs~:> Ass~c;atiot; au,~ r. ;;,' •~~ r ~t~ ~,•~ ~„ 

2007 Contract Negotia:'_ious 

t Side l.ettccs 

i 

Dyar?.ta. Btu:iton: 

C 
~ 7t1is is to cort'u-in that the pacu~s have geed [v atticn eo Eh~ .1~:.:,r_cues~l C~15 

Sidc Leucr I, as wet2 as a'Yanc~~t ~ ic!e I.e`ters 2 +~:rouglt 15, ans tha( atl said s:~~: 

letters snail ba ~~ full force end ciFee: fur the der'=:ion of the AgrecmenL "Ch ~ parties 

:iuther l~eic'uy a~xee to d~(rte azy and afl other sicc Iecters preveousiy in ePfeet between 

Lye oarti^,s. 

Scrc:c;~ iy 

~ 
'`C ~ ~ 1 ' 

l:a~ Q.I3renhwald 

~cf Aasistant Lo;poratiat: 'eiin~el 

I
X312}744.5395 

AGREED: 

i!!uiois NursW P.s;xiattoa 

~Y f  ~'~.~i2• 
- 

~~ k ` 

,tea 

t, ~ 
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~ 
.>i:ll:; ..~i T~i:t 

r ~ ~. :'rJ 

::h_~~. l.f:l ~f~it 

fJo~r r.ls Aiian~: 

~~~~s wfP _~raf•^t~ t!,:~ u::!~:s, -tn..~~~ , ~ ;`(her (m~knr~ are! IPra tt:~t wit 

su_:pk~rru~~iUr t::tfc:r ~3~~rk~:irs ~v~te~t a~~ in writirr~, erht :~av~3 twxxn 

s~~2~'. or irtiili~4~.:d dirvcx~tt~~t/f U~c1 Cit[:f3tl Of UNj fN3~7ttAt10C7R. 3!L` 

~;o~i :ider~~i il~axp,~rat•~ ~~1 and E:art Oi Uw Ay~ti.cri~~nt 

S'xticaz~v. 

;I 

CJrnes~' cr Lab~x ::e~1a«cr:s 

~~ 

! '~i~l Reataa+~uBve 

9~ 



J y-nc~ I.ii ~rsnaral;.i 

JM~Cc i\C:C~n~.Cy/~uF~:rvisOt 

~e7-¢'CTttcnC~7' ~.dw. . 

C :its OC C.11:i ~•.) 

)4 ice} Casa!{c Stn:r.t. Suite 102U 

De:i: :~,fr i3rei~nwi!~: 

3Zii; (~ttrc is -a ci~n(i~±n Luc tl~raemcnt :lea: the :t:scuatzon arill ~coride an t,ema-d Ear 

shape «odec (~,ereahu "Plonce'; which s~:s Eoc~i d:e ~na~o: ex~a~;lin,res ~f the 

A;cocia^-r,r: <~u iliE~irig ter Evr SF+are ~:ut;iu>ca, vld a snteinesic tis~c t3:c ~nCuc~;:;ri,:~~ ,~: ui~ 

Ass~~c!ativri'~ ~r~e~idiwc:s waz obta:nul lrem tt:c mast teccnt anr:i:~f aur!ixd Franeial 

yute~~ienc or the Assr~.:iatioti. 12~e tl>sociacior. vvill ~o j~roe~dc, as ~ta.~t of die t~o~cr, a 

ciesec=ptioce of the pcoceduce avulsble io n<;n-rtlembe: employees by :+n m:pa:5a1 3.-ci;~~n 

-,zk..• ..~.1 . ,ren:maic ha: diseurrri rtxUOtis of izit sfl3ce o6jtctoa' cucshar~ f~es wJl be 

Placed ui ati ~se:ro~.- xccounr w!?iic tfte objet[iot~s u~ pu~efuig_ Pno; co d~s~b~in~r, to non-

rt~em6ecz, L+1r,.tSssoc'i~r.'~~n shyl subrtut tfie Notice co tltr u~diotdu~l u: o(Tiva! desigr+3ceci by 

~r.c. Eni~:loyer f~c rhr. Purpose Ttie inctial Assoflacio~e noaee :hall sacisEp yftis rt~vir^rtli: 

uc21~;s sue?i ncti..:e t5 iretzaecd or eh~sit~. 

"[;~e ~rnplo~e~w1} pro~:d~ chc tLssociaaon ~xida ~:ompEer.. nacn~ :~u( addce::scs, on a 

nio~i.hiy 6.u:_ for a1! t:ccsc~s S:~rcd, ui mt tSsxociatiur.'s bar[~,ais~trtg wtt__ Tic ~lssocation 

;ha11 nobly ui •:xiting escis ror.-n«mber em}~lgYee i[i ies bar~aic~ut~ u+u[ ~F }:iS,'iie~ Ea:r shu^ 

obligadua. ~Lhc P.ssociadon shall b< <csponsiblc fve disu-ihurion of al( Ca;r sfiar; noace> c~ 

eiv~ m~trl:ecs, in<_lucling nea, hires, urn r~:_eipt vt"nzmes acid addresses roc t4~r>r 

empicyecs from the Emp(nyer. "Ilse As,ocutiat~ gill ~•.cUry ro the Lsttployet :ftac 

~lscil~utioo uF die ~Ivtic~ ha; 6ern e.ornpcet~ai. ate Ecnployec steal! not be cea ~o;u:LLc F~: 

tttt fair sl~arc E~cocesscs, except a ~rovidcd hcre:n. The Gm~+ioyer sFta11 ror ce a ~art~ tv, 

f)uL S~zii E~~ huiu~d by, any decu:oa oLcain~cl thc~~~~^ El;c Rssoct,tiut~'< u~ccinal Eaic sh~c 

cj space cesoluaor: proc~ztuc~ Thy F_mployei S~fall ~Qt he [es~ons:hte w~de~ an,/ 

tiscumst~.-~ces cc, guacancee the few: suEficte.~sa~y oc Fscaiai ~,;.a:cacp oEme Asso~.iacion'~ f:L. 

share nicuL3tinci;, fai: shyz arnvunt oc i~ir share prcccdures. 

"Ilze GcnE~loyer seta!! not be obls~ited t~~ certit a fa~c sleaze dedue~on ro elie ~ssociseion un~} 

it h:is ds~Lutcd a Euc shd~ notice and depute ctic~lu~vn ptocec'lurc c.~n;scaic wide the 

cercr~s of skis letuec :~~d of Sr.:rioo 9.2, ~.3 ~nei 9.4 of th._ centra.:c. [r .-.' ie eren~ of a :tis~r~.~:c 

as a~ co:r.Pliacicc, ~c Employer and tiie hs:~oa:,ao~~ sh-.1 puce seductions ui an altac:st 

u~auig accc~un r snd E roca~i ~o ~1 e~pediced ar+~~tntion nn ~e usues(s) ructd by cht 

E-n¢ic~. 

Ir ~s fuitt:<< a~?rceti cr: ~onn<<tiun artd~ ttte ~riel~.c~u~ifi~aaor•~ rcev~si~ci ~f~ `xr'ior 9.5 of :tic 

co::~ict tha: in tfic e~:nit of a claim, scut o~ c~~cvii~.ci bcoug~tt a~,nuuc the Fsn~; vsa acs~~g 

,~~t of izj a'_:ion -sSux~ F_ic ttie ~;uc~>os- .:C~..~rs~~~,~ii~ ~s:f: d~c ~ ••~c;~~:.. ~_F~~: ride 9 ar'i{c:~ 



coneta~i, ~r :n reLa,^.c^ ~n a~iy list, nou=e. ctr_itynuT~ ~r assi~n:renc h~r.;s-!;r_d d~er:~under. 

lif[: I;fFI~IOS'C. :11A1I ~13Pi ~J~~e oj~!ion of reP~eszncvi~ itscli throu~il d~c of!i,:c of tht 

ls+cpocaden Co~y~.cl or ~1~-o~:gl~ die a(~gaintmmc of a S~~cial Asysru~t Cocpo«dor, 

C;ounsa' (n ruftcr evtnt, ~e Ernt~toyeF sha)f b< iO~CIY ttSl'U[t51~1c: foc Lie E~ey+nrnt of ri~c 

arr.~rncy's ~e~ SU ~Ci~ci3[Cl~ ut tCP[CSCfllin~ tOC~E IE, howr.~rcr, t;~c (~~np~ot~cr Dees ao; 

execcue each« of d,e abo~c oprinns, the t~so~izeion shall Se soiely crsponsiole Eoc ~t,c 

paytncnt of ictenvcy's ices uic~fcrcd in [~IC dCEi31SC Of C~C E.fYl~IJ9C(, prooidrd chat the 

;usocizriori si,ai~ iRec consulfinP wide she Emp'tayer, s~~leet tt~e aaomeyfs),o repces-~~~c d~ 

[:rr,pla yer 

EaFlft; t~ociaavn 

~ ~1 ' r "~~~ -- 

r 

o,~P ~?f~fa~~- - --~-

~~ ~o ~ __ 
ilt3noiv tVurs~s r~ssocian«,. 

~.3 0./ 
Da~j ~ ^ 
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:illi`_Lt- r ' . ~'Z 

: vat h4s -'•~ I.a;~:~ 

hS; hilt ~ .lniu(11 ~i~c) :~ .,I='txt!(tri:,x~ .;i tt`~3 l-:!t4iklyt~~ t: ('r`• ti Y! ~t;;('~c.o 

;~~;~:K)v1 i~S';~•:f~t'K;u (f ...~:1) t:t:Jr tt~~ ~ ;=<t'I~t; :~;~.1n -ir.;( ~a:i~;~,u~ f t -a t~t.'fF~jr~.,.. 

tc~~,;;~.: r.'~~ lninq ~.., ,;t,..fk ~i ~J~ 'k:3 t±y,~( cast ~-vxa +~{.~ .~xtat~,hy ,~. 

.>rh ~;i:~,.f by : .f, ~~yc ~. ,o;~;,;~y:w_ , 

=; -..cxrcr~ , 

i` 

:'L~Qrri r' n ;nun 

.~iCU?~; ~:1 ::RUC :~. ̂ _{I~^ 

J C;.R F F~ 

,; 

k ~_ 

U i~ rxxaF~~rz.-̂ t~ 

;f ~ , ~r, 

pia
__ ---- --



I;finois rfv~sn_;:1~sccc~U~:n 

.~i .ju J. ~/~f~l ::.~C?! C)(7Vf~ ~ :1il(i!: L%.li(1 

Chi.-,?yu. i3(ir?cis &t}ti~Jh 

i4~ar Ms A~~~~~is: 

~hi~ a~ !c oariii;:~~ Ciu:. a~Snzm:'o,~;,l c;r;~ fx t;w Fwt;xr_~e dd~.~te~tg 

rze~ as `„I:~r:.~. 

U ~a~Ur~ant oC Hurnar~ ~crvi~e~ 

C}eparfn,ent a! F~tv 

Dep:3rtrnent of PeEice 

Uepa~'~ne~~t o/ Heattli - Siti Rr~gFc;~ts 

Ttie rery+on~ •;rrthin the ~.,t~r~ag~~ L}c.~actrrtvrtt cif Pi:t;iic: ticl~liit. 

Cltvisivn.. ~f F'uk~lic H~~I(ti ProfeCiion/T2epulutKxi 3n~ C~x~untir~ity 

Flaaltii are Josuit,acl on ttu: attact;f~c1 riiap 

[_)ataiiitic~ of Nut~cy sllafi Fit be dor~t~ wr{liin a spc'cifr. :'eyt~;;. 

1► [hero ate iRsuf(tciec~i Nines mt~i tl .e ttu~n 4~trliant ability to p~cfurZ; 

'he rc~urred woaR in that rec~c~~r,, ttre Ck~~aF~~~ nt of H~ai~ w'itf uti(~r.F= 

Nurses who have the thfl~ present abtfity tc~ cio ~o r~auired w~~rfi, (turn 

a~~ adjacent regior, 

!(there are insuf:~ci~;n; Nurses vrQii U~:: Jtier~ ,~resant abilih• to perfc:~~~i 

tt;e ~ec~~ir~ w~?rk in said r~~o~s. ~t~e (3epartnic;nt w~i~ u~i~e N:~~:.; 

°r~~~~ any aa,cr region ^fAVi~Ct~ UICY P~lvc (he present ;~t~ifity to cio tf~~r 

reGuii~~d work. 
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,~ i h, ~;:~;i~F_'~' 3gtz~ l~~:tl ;h~. :~t;o~,e (~ tr:cl :>~t~<a~uc~sL<tri.?t us,:t~S weie: 

,> ~'i:s:~wse,1 to r~•,goli~!tior5:; b~'rwe'~-gin itl°~ pan;es. in tf~e eveni ~ ch..+ng~.: 

.r u~ an organi~at:onai u~,if 1~~:~c;ii~s neccssaicy, the E=mployF~r shall givi~ 

_. 
i;~ 1Of hU~. a.~: 'U `tIC ''. _.__ _'2i!Qi? ~i~ri ~n~~(? (~?(]4.:C=) m(~nf !i` L:`_'!'!~~ ;>'1Ct: 

cfrarges !t is Ihc; Eri~~iq'q~3is invent t~ elicit rn~.af~ing~ut input fiom tl~t~ 

:, ~'.:;scci~fscxt. i~ ihi~ ir_~Jard an~J t; e Asycx'i1ti~(t md;i make 

~ t~~=.:arrtm~t~idalior:s to :hc 4}~'pat'uitic~tit t le.l•'~. Tlk~ Emntoyar io.11 clot he 

.~ a: Uife~ary ur capric,h,~l; let ~~d os~nrii~ati+xta{ ;.riiL>_ 

r 

t 
~~~'l~~t7 (~1S~TxS1 

'1:.~iL.ta.~+.ni 

f .. 

~dA R.c=,rszwcttx~'ra 

~~t~.-~~
J~ ~_ 

j~n~:~~.~ 1~l;iSM ,1~7~rP ~? 

•~ 

Ciiy at Gt',jcs0o 

~ ~i a/~< 
o~i. 
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„~,~~~, 
u ~r 
>s~t~.o:.~r~ 

Ji ~3iw f W 

(0 kaw~ ~v. 

1 [ IeS~.ss Pwi 

t Fio iY.~ 

~ l ~wN l.h 
a Jpos Pal 

:5 ~`aq+luc 
,.„y e..4 

~ tb.~.v 

'.f lfaiw~C-+~.- 

J N 
t .\wdak 

wc+~S;~uv 
iy.rb~.(.t ",r 

w x~.<r....~ 
ts.vuc. 
ti V. aAM ~I P.a 

~tP od»'G Hn 

u r~w.a s:t~ 
:oNu! lwaW+ 

~i saa~1 G. • •. 

~~t..... a~a x;s~ 
tt wep 
it H.c Wets :::: 

H .M~sa' 2Tw: 

%3'Ja~(G• 

l l i6.'La7v4 

~f':~ W Ib+ 

~>N_.~r. 

k ~vY~.m 
it i.._w v.....( 

N'L+fa:. 

5i I i...~c.(a 
u Gei.0 n:4. 
r ~H ~~vn~ 
•c ~.:~4~ pa e 
w ~.IQ-`def PLC 

[i Mua sy 
~t ~Yut Fl~[...a 

O Cy.~ 
:. ~ „n,s 
:tw•a [... 
if QsslT u..• 

S~ Oa 1uW OurW~ 

*~ nct+~n 
~a ... 

B qy,
n FaQw~m.~ (lip. 

x ~~ n,e 
a •nc.. 
Cann 

97 

f~~.~~~ 
1 idt7rth - Qemuc~ 

~~-~l'~(C~IVJ::;it tJ.L.'SlIC(.'t! 

3-~2St .. I.OWt~:li F7tS-~ 

a-sautr~ _ ~~~-~~^~ 
5-Sot.~tl~~Nesf-. ~~ti~-u~'~° 

6~.t:ar South t:,~;~•t ~.Yc 



1 

... ~~~ilt .~, ~ll if :it'.5 h~.'':.i~~ .:: ~t ~lll 

.i :i3~~ v ."~.~d Ckg1 I.lc 7: ri `i ~.i~F.E'. .'. .',~1+' 

c_irc;Zgc), 111ir~~Oii cl~~iic; 

J 
~ ~=.=ar his. ~tti.irii~. 
.J 

"J ~i ~~~. ~T:~. .: ~:'...n~~i. .. ;~~ ~:I~.... .V{i ~~~'l(~Kji lrl  t~'~~i?".K {XT i'~(M1 n.~R~~ 
1 

-~ f~r~~ G n~-^+t t~';•r ~enrkxr;~ci niaser>, t~~ City +~t~a!( ti~.~+f w4~~ tl ~ tf~~ 'n xi 

J ~7f "~:;t~'13 ~i N.PfTtL.lf (`Its ': i3'i"~ El(i :i('F ~iH7Y.: (1~f. 

J 

r 

1 

J 

J 

J 

a 

-~ .J~~:..~." 

f~.1C.L.,t~-L.. i.~i ~l l 'r 

1 't/~ t~ap~a~rtaaf 

98 



~ , ~ r~ ~ _ ._ . f .. 

Tt~t. Fia, rv~s ,x3re~ t(;s~i'uU L•n~.: R: i::.-; v:tx, ~::x~v~lcf. t<~ part-{aar~ ~,~{I bn 

,3rvcr ~r«1it fvr sslary~ E~tacatr~i~( R~;4:~1%"'~ fur a{i txt~~r~ wrxk~ki nftc< 

.;~E'~'~ 

c ' ; ;~ 

or ~;e r; _tii~.~a 

-'' - 'Y9 
~-_ `_ - --

c`atn 

99 

,(' 
l 1ll~F_~. -~7_~ ~ G~J 

x I1tn ifler~c~ts Ntrrscs P 

~w 



~~ 

~.~~.) tii :~. dl::~Lf ~tri'/r' ~i!..ir) i!11f1

I ~c;:Yr },iii. E~a.1rn:~ 

( I~i<:ix :,cu irN~ i_i> a' ttw A.gi~' _Y~F?111, R Ilt it S+"hfk7 f3 crl 'l+3CritK3~t :3t H] 

ti r ifTi;;r ~ ~_nv{~n~cf c!->aU-. it l;t~ f.i,~iihr may rex~»Yt ~1~:x?. tt:<~ [ie~att:rx~nt 

i (.'_s}d Jfk:^.v (Ike (tui:,<~ (~i ie~N(11 Cu Y:i7t~: ftfr~ ";'1~~.~~ i~N`~ Nt;tv~~ Wii'('. E:3Y . 
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r ~_~.~ .fin ~Lt '•4 L~={~C ~~'Cl ̀ ;C ;lilies i. ~.~~) 

~ t~Cd1 iv13. i.. 7il l'W tli 

?u= kttc: ;_, .a ~n[~x ~ y~ a !lia: cn- Ucpesur.cat ~f Persac5rc1's C~'(assiii:..>don 

ar.,~ Cornpais:i[:>r. S~_: r,cc f:ivi~ion ivy iClctccl ~hc following oC 

Iv1i1. 
Ca;c ti4-~taScr 

Psvctu.~-(~ ~tur;c 

Ltt~ ~24s ~ic~€st~. JCL 

7755 SUS )7 

J S 3 l C (}.{ l 7 

?ic.25.; bt a~vis<a ttiac the l.[f;' P~cq~R;Y~ ;~'.:iC L:CS-: J~3b C(a=:5lltcat:o~u arc 

rcpccscnccci oy v,c I~i:(1nLi tvur-,rs :~ssaciaaor~ {(P!n). fE tl:cs,: job 

class~ficacs~,:s as .~cfi as ~~c du:ic3 anti ra5ponsibiliti~s crco na~S~d h; chc:r; 

rc :e{sm'tltshed in citc [un.ir'. ~~:e}' ',vi11 wnc;nw c1 b< Tptc>~cced 7v ct?c 

[?y' A 

cif Cl:: Ili }~ilU iiA'fc ?1V CSC 9l(U(7 ~. (~~G35C CO(~LlCL . .̂:~ QC d i:iC Rl~ri.: Ci FTl'J ≥ ~l~f 1. 

7G? Sri%5 

'~A: r.~ ...~ 

ia1 

Sinceroy, 
r

'+`T:iEtact K_~nctun 



.r 

rf:tui (7~i~s~o >lf S: it 
Ri:h:~rdN Date?, :titarc~ 

Dcpor(mmc o! (i•~ 

burr: J Gw~pes ~ ~..a.T/ ():~SC('L 

C~~,~~,~~a,Co~„xi ) lili^.rc~ Nurses r\ssoc:siior. 

Suii: -' ~'U %'~f~} )OU(Fl W`AC kCI li C1 V^ 

~r~~ ~g~. ut~,,o:~ ~~c~: 

~~~zi ~,,.~~s9 ~rtx~ 
~~~~F ,Ns~i~ ~~'~ 

hc~F NwwW.d.chi it us [ic: [ltivais Nunas Association aac! City o(ihica~u 

~ 1449 Contract Ntgotiatinus 

~ '~uiiioa }2cinii,uisctcicuvC:iry~'~~Sc~cs 

iacar Vir. t3asrrn 

If~is .s co coiefic;~~ the pares' agc:;cinettt that, aotwitiistacte'_ing the terms of sari 

([(D o! f~pe~<1zx P uCchi.s Ai;r~:snent, e[fectiv~ lane~at-y 1.2061, if~e City wilt 

reim[~use m~ciu~z tccs paid to thr City Colfeges uFChicasgo is ac;co:darcawid~ die 

terms of Appendix L., but or.~y~ C~~. u?ucses provtdrttg credits which sre both necessary 

(~c, ar,~' erarsle~a6le towac.i, t',•~ attaitunent. u4 ~ f~iSN dc;grae, attd only roc such 

course uasiiinitta en or weer far:uary 1, ~t7U l 

Sirce~ely, f 
~ ~~ 

~~~~ ~ r_~~-CSC{ / 

~F" ~~ f2. Qrennwald 

't 11ief Assis[sat Corporation Cou~ucf 

i~t2)744-5345 

~ A;'•REEf1: 

s 
ilfi~ie,; ~Jurses Assuc:~;tcci~ 

~ ;' 

Hr. .~ c..-:~.cU~ ~~.~.4v-. 

i 
e 

.",~ --
~~ ~ ~;~ ;,~,~ ~v :.~ 
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it+ui :.:yin n 

lep~rineu of 13 ~~ 

~~~a S. Ccoreo~ 

;n1C 
~J Nc: cn t ~Sallc Sl: cc: 

~[o c, tllm.us 6Qo4: 

)1:) T~s-S i9A 

;cad ~d~~s~e~ taxi 
?ct17~~{s~i , (r1Y1 

~~:e.n~, w.: ri.cn~.a.~c 

t. ~: n~ P ascii~, 

JJ0 `oit~h ~L~acke: l);ivc. Su;;c 2'CU 

C.11G3~U, Il~~nos 60c0h 

I(c Gfiu~~is Yursas Associactuu and C.i[v uf~iticat'o 

i9`?9 Coalract i\egotia[~ous --~1'eam l.za~ers 

Oear hir. Qasem: 

?hes rs to coulinn tlic partK:s' abrccrciant that, efPeccive nc later loan lanuacq i, 

7.U0t, w[~are "Scala Seadct" dnt~~ ~ and ccspvns;Li{itics are to 5c rvgafa~(y pufocmed ai 

any ue~?artrr,~:c~c oC!{ra(th ~..U~.pac ~ncn:.') , ~~:g"bo:hocd :taait4 Ccnt~r::r p~E}arutciit 

pr2atem?I aat~ Child F(~_altli P~r.nar~ Care Ctiaic, S3((~ (IUf1CS 3REL fCSPtFRSI~{II~ICS SI~ 1~~ 

nocria[ty be pec Eurt:ted by cmptoyees working in thy: classification o€ Public Eicalth 

Nursc (( ("PE(I~I (("}, in addti~~n co suchemptoyees' ottsec duties acid czsponsif~ilittes. 

Tile Ctty agrees thae, for any' cun-ert Public F{ealtlt Nurse t ("PFR1 !") who bids 

oa a posted I'H?v LUtezm {eadcr position posttict ~eforc la,~uary I, 20Q2 at any 

C1t¢aRRieet Neigtiburh~ad Ftcattti ~icr ~r f3epaztment Matemat and Child T~eal(it 

Primary C`arc Ctitiic, slid selcly for ttie purpose vi detetntining w'hcthu the PEfN I 

meets the enr;~im~un qua(ifccatiois t~ f tt that PFiAt fL'tcani leadrr position pursuant co 

Section 6.5 of ties ~lgreemeot, ch.: Ctiy will waive the requirement u[ a BSN degcce 

icx:lud~:i in the Ciry's Pt-[N [f : lass spec;iFcatiaa. Said BSN degree ccquiccmrnt w 11 

a {so be waived (oc the pucposo of eGa.tide~~:tg ce~-~tttsts Far e~nsfer bcn~'een PHN 

({.steam leader posilioas n~ :~:.~a,aaen~ ~fcightrochuod Health Centers r Deparca~ent 

MaEema( and t,liilc! [-(::alr1~ Pnrnary Care Clinics, out nog for tiansfecs to any ot}~zr 

4'Kfti i[ pnsiuors. 

~io~hrn;, in th;s si,1.: Ir;;::r ul ayreemcnl snail be c~cr;tnte~t a~ royuiitag the 

! Cse, a:tment to n~ einw~~~ ac:q :rin,;n~i~n aua:bcr of staff at any ~~.•ocfc site, e; as 

~ o(herwE~c restrcL•re~? the D•'par~m~eu'.'s c:lanagenal ri,rhts to sign wnrlc 

i 

~~G f2F ~ U 

(Ili~i;r.s ~v+~aFs r~sociati~m~~1 
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Q'ty o! C'•ii<aga 
~~C113[d ~~. a~~f~', kidyRr 

❑cpsrtment of Len 

~i ua : . t'm~rgcs 
C.:1lNof3Uo:7 t.o J113t~ 

LaLor L~irinun 
Suite IJ40 
JC NortL Lt:wJle ;t:.et 
Chiago, ~i~,uis e^b0? 
p~2) gat-sioo 
~3iz) r.~a•~~rzstrnx} 

h t tp JlwxW.citynCcRiaa go.org 

~5I'ii';E~~~111! 7U~ 
`,~~iL 

(( •, t 

=1'nv.,+< urc,cc .v,:mac. 

SIllF: i:~:T~I'E;li_ I Z 

~~C:I~:ba; 311, 2Ci7? 

~3R1 ~i UilCO;l 

[ilinas ~turscs /lssociati<x~ 

l05 ~~ . ~fiei:5. ~ tit ~ i t t

Chica~:>, lL'ino~.s GC6~? 

Re: IlG~tnix Nurses Assoceatio¢ axc~ City of Cl~icaga 

00; Cocttract Ncgiitiations 

1'ostiiFg oP Assigiinieuts in i`iaw Prograrus 

Dc:az• ius. F31Untnn: 

T~:is is co cOnirrn [tcc agrcetnent of the pacrie that, to tie ever:: t[ie 

Ueparrmenc of Hralrh ("Depa:uneuE'~ ~P[tmeetts a new pmgca~ a~ ~iy 

work-si_e or Liras, and the Uepacrmenc dececm:nes chat it wil! asst~m any 

incun:Gene 6argalnii,~ :uu~ ~x:~auti4wl M cl•~e progzhm nn a regular huffs. ~c+ 

pecfor~r; work wittun the employee's job classification, airhouc declaring a 

"pumanent vacancy" ioc the assi~ecnent wichii~ the ~.~ani~.of Section 6.5 of 

~hz Agreement, tfk Deparrmenc well, env 3ater than thirty.(3Q~ days afres he 

mplement;~tion n! Che new program, puss ar announcement on a desigFiated 

~ullean board at each Nec1•-site aad ac ocher approprara lccations as 

clesfgnated by the ~niployet, nodfyictg e~npioyees of clze impiemencadoc~ of the 

rew progrsrn, an~ cf the oFporn;niry tc request regular assi~~ment w the 

program co pectom worfc within their existing joo dossiflcadutt. The 

i:eparcmenr will ce.~iui~lc~ any requests to he assi~~ed co the new program 

puruan~ to the posting, provided Lhac, ii order ca receive consideration, any 

such ceq~seses nz!~sr be iz: w-icino, acid must be recr~ved by the TJepamnen~ 

w r.'t~~ fourteen ( l ~) caCec:,fa: days of tl~e poscuig of the announcement. 

Sincerely, .7 f 

~~ ~ i 
i Q. snnn,Na~a 

'Laz22 C111LE L~.bOi COttctSC 

(?E?} 744-5395 

.~C,ItH:r'U: 

Gii;3ois t~'urscs ~Lssocia4an 
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~(~' j ~ .:~9 a 
,-► - I 

stns r r.r~~k~~z 
(':S t;' o f L7i i ego 
Riclt:trd `L Ualcy, 3layor I (jcColle~ 3U, Z~~fi 1

Dc~a~C~Icni of ~~w 

~~.fi9 $. J.•OCeGC 
Capan,;snCcco~ef I P2tn Bru.ian 

L~6or Oirisioa ~ ~I::fIUiS ~l U'S~.S l~SSJL11ifO11 

3U Noy i6 ~SaUa Sump 
~~;~,~~,n!~,o~soa6at Clu~a,~c, Q1~.~vis 6t1i~3 

is iii 1»-si~o 
(S i.j 'a~.4079 (Ft.JO 
(]I?l 7'w1 S17f (TIY; KC: ~~~!!1 D(S ~(11I StS ASS~9~l:i 1100 9ti(S CIIy 0C CIICA E0 

h!tpl/•+wv.d~ye'cfi[a~o.er~ ~ Z0~7 Coutrxct (Yey,~~tiatioas 

~ F~eaiiu jai a - Li1'i::C i:e[zr; nl 

Jear V1s. $rvntun: 

f Pwsuati to S;:c;ii~n •1.1~, ~; G:e:l~e:emrrr, rh•: Lt1~t~~yr.[ ;,,~,1 the As^oe~utiuu 

agree to diree:t the. L.I4:i :C to evatuat~~ ?Tt~ I<^.IQI'~ chune~es to cUa ccrreu: T~c~Jc~c Ca:e 

Pt2i. cffec:[i•:aJanuar,+ '. , 2~8 lti A1'r~yy [h:l! wil; facilitate 3ie sluff to a preventive 

health c3xt; mudet and wiL1 result in design improvcKiteuts, cast eonta~•un~iii o~ 

savings, including 6~,i nc~t limited to ~t:e following :u~eas: 

~•` Ex,:aaded L>is~se ~L.sua~e;rent Prec,~..-n 

FitiA and Bio-metric Screerun~ 

Flcaltn Fairs 

• Weight Managcu:c,~zu Prec•,rtm 

' imaging itc~~:e~.v 5enicc 

• C.izCinie hlaxunun: 

• Subsct~ber Shale fnr H~~sp~tal L~iHs arct Co-i~vrarce 

Exc(:tsiun for SeU-tu`ltcte~± L*~iuries 

:A7'l~]CChrt;S rvC ~.UIIut1lll71C8ClaI; 311a L~IiCfY: c1:711 SJ3tCt̀jtCS 

~ittcrrely, /~ 

~ ~'/ r -, 

t`.luci Assistant CorQv;ation Cou; sel 

X31?l 7d•J ~ i95 

AGR~EU: 

;~1~ ~Il~ ~j) 
Cltinuisrlur~.es,.'~s;K~c~aL•ui: 
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c;rr n! i htcago 
Ri:f~~rJ M. L~sr.:Y, :~ta~u~ 

Utpgrw~ent vi [.ry 

Morn$ (nc~gs 
wr;nniiun i:ou ncd 

±abor Di~siu.~ 
Scilc IWC 
~) r1o: ch s ~ia~a s~r~c; 

«ia ga, '1fi iws 4iibo2 

(}~2;14a.SIUU 

(J ! 71't2-9J29 (FA74 

L~gri;w~vH.d!r~~fchiu,u nr., 

k ,~7~ ~t'y',t•`~ ~~~' 
,~~~ 

~~tu~.r.. <~ncn..l rvccc-lt• 

r 
SI[lN, E,[;'fTEit I i 

\uv~mbcr ~~, "?U07 

Yy~; L-'n~cto~t 

fJiinois N~irse;; Ass~ciati~n 

tQ~ 1~J. Adams, Suits Z! J; 

Chicago, [!.•inais 6QtiO3 

Hc: Illiuois ~un~a r~ssocraiiofi aa~i ('ity of C~tcaga 

2007 Canu-act Pie.go~iat(ons 

Part-Tem.: NwssnG Titles 

Uea~ Ms. E3ntat~n: 

TI-as is to confirru ti•.-; u;uii<•,:s' agx~ement that tFi:' City WILD LrV~~w flIIe~ COi:si<t: r 

~!~e fP~.sihsl+ty DoE <:reatine a:~ i irnvicu~~ntinB neu• bsrgainin~ ~~r;: iirf;:s ~a~ ec utt(ic::d 

Cor the hiTc of c~tnployce6 oi~ e (32r -Ci:~~e basis. Iii the evciit Cne C;i:y eu;i~~es Ea 

establish any suer new bar~a~o:nb wut titi~;, t1;e City wiil notif}~• the Assaciszi~o, and 

tha terms of Sc;ctiosi 1.1 shi l npniy Iu oci~tion, Cne City wsii, fullo~°u2g re~~uesi ho~u 

the Associut;on, meet acid discuss the ir~;usien of Effie new litles ~a:tder L±e Agreectn~t, 

and the appli4able tc~riFs. 

:iincerciy, y ~ ~ ~J
f  i 

ri~ 
~~~: r/./. r.u.r, i 1 , ~ , 

1,~~~1 Q. ~cutsfwaE~: 

i;FGof :~ss:ct;n:t Cornorsuvn Cocascf 

rg ~ %} 741~S:i'r 

:1CYRE~: 

Iftiaois Nuc~es_,',sscciacic~: 

'~` / 
' :t~; i ,~f';rt,~ 

- --
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SEDL•' LGT'('Eslt 1 

Cit7 n(C1~icago 
tlich~rd.t1. Dalc;, ~4zpor 

Ue~inmcnl ni Law 

~tef1 ~. :it~fPG' 

f~jr„ Ginsioe 
S~i(i I(13t1 
]01ac~t I.aSil;c Strwt 
GSir~Sc.f:liao~s ;CeO.'. 

(j 12j 7d 24629 ~ F.~ k i 

Novciubcr 2'~. 20th r 

P~STI ~R3illU7l 

Giir.ois t~lur~es Assoaation 

[+J> :SJ .~<i=:r,~, Siiiie x101 

ChlnaKo, I~lutoi~ oCr'03 

Re: ILiuuis t`tuc'ses As,ocs~tion anJ City Gf Chicano 

ZUE17 Cnutr~ct :vegoti:itutis 

im~~lc.mcutation of NewJatary ~citcdaic iur C=a~ia; 4 eau S 

L):;r~r Jvt ;. firunton: 

Tk1is is fo coutii i.~ Lhc Dartic>' 8~LCOII1Ci?L I~lfl~, ! cl tai~icmcnEing S~ct.ion A ? ~ ~;f 

dir. Agreem•„~1, tea Ciry wiN i:.~~ lo:~~ the attached ":.l~dciines "r'or ?mp'temenL:t:oe o' 

Satasy Sci~rcfule tld;ustmeitt Po: Cxr.ides 4 a?;3 5 " 

~C=42c~,EIJ: 

?]l~r:ois Nurses Assecia?ice: 

Sic;cArei.r, 
/~/ 

+Gu ~ c. ,;,.c, . 

i:;` Asss~:;tt Co:perz:ioa Cecnsci 

(3l2; ~i4~~-~34~ 
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)!;f":It'r4I[',N' r re f I:A1'r 

i~}1CiSCIrl l ~~ r'-A7~:~' 

~C3"P 5;~i:L:~3~i5' 

~Il~nois ~It~rs~s r~sc;:ia_~:an 

K~: 1~:1 an<i L;it~~ ,~f Cftic..~~ 

'i} 1Z 2L I [ L:, .'cl[r~, r 1~+`~;, ,ciati~_~ns 

Grietanc:' and %~rf:•~cra~ion Prc:cedurc Claan~cs 

11c., ti4~ris; 

_i;S ts' T'.` C~`i:~l C'TZ ~~1~- ~; .CLt~S~ '~'~C:~~Li~i[ f..tlt t~iC° Ctcti?~°' . t:::y ~.>i:1 Cc'.C~ :~'L~[t C@5(?Ci:i ~O 
-7 

,, ~ 
_ fir. ~ ~ , ^~~^( -z rt ;`11 

7CfY.i1'3 ~.:)[; !7[ ,~(t :~t~~t D.lil:lil~ 3•~-1C''i?S t~: .~~_CC:i Illt> ~ f \. ~i ; , r . ,d: i, 13:::~ t . ,~!/ pt Cum L'J .. ~ , 

C:O~~P. 'L1Vf' ^ ,1 rQ ~~n,i;~ 2nrzf'. T;CI1` Sl?%?~: :if;~J ~'ti Ur. ~'j C~~ u[S~I O~;P,:4'Iti' 1CC:,'~C:S tiV ~I;;Y c'.tEc~C~v<. _ja=~ 

c.c:c~.~r, ter•, ~,r ar:er ^h e e f~rt~~~~~ ,i:s._e , ~f -ac.ri.;~t:~r , t cl-:e r•.~~.+, co:~ecti~:-e barg ii~in; 
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DLPAItTMrNT OF LA\~' 

CITY OF CHICAG(> 

Side Letter #17 

August 4, 2023 

Morgan Toms 
Staff Specialist 
Illinois Nurses Association 
910 W. Van Buren St., 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 VOR1'H LASALLli STR~~1', SiJIT1, 660, CHICAGO, ILLI\OIS 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, 

Cicely J. Port ms 
City of Chicago 
Chief Labor Negotiator 

Agreed: 

INA 

By 
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CITY OF CHICAGO 

Side Letter #18 

August 4, 2023 

Morgan Toms 
Staff Specialist 
Illinois Nurses Association 
910 W. Van Buren St., Suite 502 
Chicago, IL 60607 

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

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, 

~ >' I ~C Gr~'~~ i 
Cicely J. P r, dams 
City of Chicago 
Chief Labor Negotiator 

Agreed: 

IN 

By 
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CITY OF CHICAGO 

Side LetFer #19 

August 4, 2023 

Morgan Toms 
Staff Specialist 
Illinois Nurses Association 
910 W. Van Buren St., Suite 502 
Chicago, IL 60607 

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 parties agree to meet to continue to 
discussions regarding the Union's below proposal and its feasibility. 

Union's Proposal on Section 4.14 Pull 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 orter cfc~ms 

City of Chica ~J 
Chief Labor Negotiator 

Agreed: 

By 

r 
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