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PREAMBLE

This Agreement 1s made and entered into by and between the Tri-Com Central Dispatch
(hereinafter referred to as “Tri-Com”) and the Metropolitan Alliance of Police, Tri-Com Central
Dispatch Chapter #531 (hereinafter collectively referred to as the “Union™).

It 1s the mtent and purpose of this Agreement to set forth the parties’ entire agreement
with respect to the rates of pay, hours of employment, fringe benefits, and other conditions of
employment that will be in effect during the term of this Agreement for employees covered by
this Agreement; to prevent interruptions of work and interference with the operations of Tri-
Com; to encourage and improve efficiency and productivity; to maintain the highest standards of
personal and professional integrity and conduct at all times; and to provide procedures for the
prompt and peaceful adjustment of grievances as provided herein.

NOW, THEREFORE, the parties agree as follows:

ARTICLE 1
RECOGNITION

Section 1.1 Recognition.

Tri-Com recognizes the Union as the sole and exclusive bargaining representative with respect to
all matters relating to wages, hours and other terms and conditions of employment as certified on
June 23, 2009, pursuant to Hlinois Labor Relations Board case number S-RC-09-137 for all full-
time and probationary employees of Tri-Com Central Dispatch in the following titles or
positions: Telecommunicator; CAD System Administrator; and Shift Supervisor, and excluding
all other employees of Tri-Com Central Dispatch.

All persons covered by this Agreement, as certified by the Illinois State Labor Relations Board,
shall herein after be referred to as “employees”, “employee”, “members”, "member” or
“bargaining unit.”

Section 1.2 Union’s Exclusive Bargaining Rights,

Unless otherwise specifically provided herein, Tri-Com agrees not to negotiate over any
mandatory subject of bargaining with any employee individually, any group of employees, or
employees’ organization other than the Union provided, however, that nothing in this Section
shall limit Tri-Com’s authority to negotiate with employees who are not covered by this
Agreement.

Section 1.3 Definitions.

For purposes of calculating the hourly rate of pay under this Agreement, a full-time “employee”
shall be defined as a bargaining unit employee who is regularly scheduled to work eighty (80)
hours per two-week pay period.




Section 1.4 Gender of Words.
The masculine gender as used herein shall be deemed to include the feminine gender, unless the
feminine gender is clearly inappropriate in the context of the provisions(s) concerned.

Section 1.5 Chapter Officers,
For purpose of this Agreement, the term “Chapter Officers” shall refer to the Tri-Com employees
who are the Chapter’s duly elected president, vice-president and stewards.

ARTICLE IX
NONDISCRIMINATION

Neither Tri-Com nor the Union shall discriminate against employees because of membership or
non-membership in the Union; because of participation or nonparticipation in Union activities,
because of their race, sex, sexual orientation, national origin, religion, physical or mental
disability, the perception of mental disability, age, marital status, veteran status, political
affiliation or any other basis prohibited by applicable federal, state or local fair employment laws
or regulations. Any claimed violation of this provision may be grieved through step two of the
grievance procedure. The claimed violation is not be subject to arbitration but shall instead be
subject to the enforcement in the applicable court, administrative agency, or other legal body. It
is not a prerequisite for such legal action that a grievance be filed by the employee or employees.

ARTICLE I11
MANAGEMENT RIGHTS

It is understood and agreed that Tri-Com possesses the sole right and authority to operate and
direct the employees of Tri-Com and its various departments in all respects, including, but not
limited to, all rights and authority exercised by Tri~Com prior to the execution of this
Agreement, except as specifically modified in this Agreement. These rights include, but are not
limited to, the following: to determine the mission, organization, operation, and budget of Tri-
Com and to plan, direct, and control all Tri-Com operations, and set policies, goals, objectives,
and all standards of service offered to the public by Tri-Com; to plan, schedule, direct, control
and determine all the operations and services of Tri-Com; to determine the places, means,
methods and number of personnel needed to carry out Tri-Com’s mission; to manage, supervise,
and direct the working forces; to establish the qualifications for employment and to employ
employees; to schedule and assign work; to establish work and productivity standards and, from
time to time, to change those standards; to assign overtime; to determine the methods, means,
organization and number of personnel by which operations are conducted; to determine whether
goods or services are to be provided by employees covered by this Agreement or by other
employees or nonemployees not covered by this Agreement; to move, close or liquidate its
operations in whole or in part; to make, alter and enforce rules, regulations, orders and policies;
to discipline, suspend and discharge employees; to change or eliminate existing methods,



equipment or facilities; to layoff employees; to contract out for goods and services; and to
evaluate performance and productivity and establish awards or sanctions for various levels of
performance; to authorize promotions of employees and determine promotional procedures; to
educate and train employees; and to take any and all actions that may be necessary to carry out
the mission of the Employer declared by the Tri-Com Board of Directors or the Executive
Director, provided that no right enumerated herein shall be exercised or enforced in a manner
contrary or inconsistent with the provisions of this Agreement.

In the event of a civil emergency, which may include but is not limited to riots, civil disorders,
tornado conditions, floods, or other emergencies as may be declared by the Tri-Com Board, the
Dyirector or their designees, Tri-Com may take any and all actions as may be necessary to carry
out the mission of Tri-Com, which actions may include the suspension of the provisions of this
Agreement regarding shift time, callback procedures, scheduling and leave time, provided that
wage rates and monetary benefits shall not be suspended and providing that all provisions of this
Agreement shall be promptly reinstated once a civil emergency condition ceases to exist.

The exercise of the foregoing rights and powers by Tri-Com, and the adoption of policies, rules,
regulations and practices in furtherance thereof, shall be limited only by the specific and express
terms of this Agreement. The exercise by Tri-Com of, or its waiver of, or its failure to exercise
its full rights on any matter or occasion shall not be binding on Tri-Com and shall not be the
subject or basis of any grievance.

ARTICLE IV
DUES CHECKOFF AND UNION RIGHTS

Section 4.1 M.A.P. President.

Although generally, Union business shall not be conducted during working time, the M.AP.
Chapter #531 President, and/or his one designee, shall be allowed a reasonable period of time to
devote to official business of the Union, such time off from normal duties to be obtained with the
prior approval of the Director of Tri-Com or designee, subject to the operational and scheduling
needs of Tri-Com, which approval shall not be unreasonably withheld, and such time shall be
compensated by Tri-Com, however overtime shall not be paid to conduct union business.

Section 4.2 Dues Checkoff.

Upon receipt of proper written authorization from a Member, the Employer shall deduct each
month’s Union dues in the amount certified by the Union from the pay of all members covered
by this Agreement who, in writing, authorize such deductions. Such money shali be submitted to
the Metropolitan Alliance of Police within fifteen (15) days after the deductions have been made.

Section 4.3 Fair Share.

During the term of this Agreement, Members who are not members of the Chapter shall,
commencing thirty (30) days after the effective date of this Agreement, pay a fair share fee to the
Union for collective bargaining and contract administration services tendered by the Union as the
exclusive representative of the members covered by this Agreement. Such fair share fee shall be




deducted by Tri-Com from the earnings of non-members and remitted to the Union each month.
The Union shall annually submit to Tri-Com a list of the members covered by this Agreement
who are not members of the Chapter and an affidavit which specifies the amount of the fair share
fee, which shall be determined in accordance with the applicable law. Tri-Com agrees to allow a
Union Representative to discuss this matter with all new employees who would be covered by
this collective bargaining agreement, within the first fourteen (14) days of employment.

Section 4.4 Bulletin Board and File Cabinet.

Tri-Com shall provide the Union with a bulletin board, which shall be no larger than 24 inches
by 30 inches, in a designated location which is accessible to bargaining unit members, upon
which the Union may post notices. The items posted shall not be political, partisan or
defamatory in nature. The Union will limit the posting of Union notices to such bulletin board.
Notices posted in violation of this section shall be removed by Tri-Com.

Space permitting, Tri-Com shall allow the Chapter to maintain a locking file cabinet on Tri-Com
premises for the Chapter’s exclusive use, provided that Tri-Com shall have the right to require
the Chapter to open the file cabinet for inspection so that Tri-Com can verify that it contains only
papers, tapes and other records pertaining to Chapter business.

Section 4.5 Access to Premises by Union Representatives.

Non-employee Union representatives may have access to Tri-Com property in order to help
resolve a dispute or problem. In order to receive access, the Union representatives must provide
reasonable advance notice to the Director or his designee and make reasonable arrangements to
minimize any disruption of the work of employees or non-bargaining unit employees on duty.
The representative may visit with employees during their non-work time if such visit does not
unduly disturb the work of any employees or non-bargaining unit employees who may otherwise
be working.

Section 4.6 Union Representatives.

Awritten list of theChapter Officers and MAP Representatives shall be furnished to Tri-Com.
The Chapter will notify Tri-Com promptly of any changes. If requested by an employee, a Union
Representative or Union attorney shall represent a bargaining unit member in any grievance,
provided that the Union shall provide Tri-Com with reasonable advance notice in the event a
Union attorney will be present.

Section 4.7 Labor-Management Committee.

The Union and Tri-Com agree that, in the interest of efficient management and harmonious
employee relations, meetings be held if mutually agreed between no more than two (2) Union
representatives and the Director and, in her discretion, possibly other Tri-Com representatives
selected by her. No more than four (4) meetings shall be called in a calendar year without the
consent of both parties. Such meetings may be requested by either party at least five (5) working
days in advance by placing in writing a request to the other for a “labor-management meeting”
and expressly providing the specific agenda for such meeting. Such meetings and locations, if
mutually agreed upon, shall be limited to:

(a) discussion on the implementation and general administration of this Agreement;



(b) a sharing of general information of interest to the parties;

(c) giving representatives an opportunity to express their views:

(d) safety issues; and

(e) notifying the Union of changes in conditions of employment contemplated by the
Employer which may affect employees.

It is expressly understood and agreed that such meetings shall be exclusive of the grievance
procedure. Specific grievances being processed under the grievance procedure shall not be
considered at “labor-management meetings” nor shall negotiations for the purpose of adding to
or altering any of the terms of this Agreement be carried on at such meetings. Such meetings are
intended to improve communications and are advisory only.

Except as otherwise provided herein, attendance at labor-management meetings shall be
voluntary on the employee’s part, and attendance by personnel during such meetings shall not be
considered time worked for compensation purposes. If a labor-management meeting is
scheduled at the request or consent of Tri-Com during the regularly scheduled duty hours of one
employee Union representative, and if it is mutually agreed between the Director or her designee
and the Union, such employee Union representative may be released from work without loss of
pay, provided he shall remain available to return to work if needed.

Section 4.8 Minutes of Tri-Com OQperating Board.

Upon request, Tri-Com shall supply the Chapter President with a non-redacted copy of the
minutes of the Operating Board with any attachments, within five business days after the minutes
are approved. The minutes provided to the Chapter President shall not include minutes from any
closed meetings, as that term is defined in the Open Meetings Act, 5 ILCS 120/1 et seq.

Section 4.9 Bargaining Unit Work.
For the duration of this agreement, and on a non-precedential basis, Tri-Com agrees not to
subcontract any bargaining unit work, including the use of part-time Telecommunicators.

Should Tri-Com face a staffing crisis because of employee turnover, Tri-Com will first attempt
to fill vacancies with bargaining unit employees using the normal hiring process. If Tri-Com
cannot alleviate the staffing crisis through the normal hiring process, then Tri-Com shall have the
right to subcontract on a temporary basis until it is able to hire full-time, bargaining unit
employees. The Union shall have the right to grieve whether there is a staffing crisis, or whether
Tri-Com is diligently pursuing the replacement of subcontractors with bargaining unit
employees. If the Union prevails in such a grievance, the parties agree that the sole remedy for
the violation will be that Tri-Com shall cease and desist from the continued use of sub-
contractors.

The parties agree that this Section 4.9 shall not be considered the “status quo” in any future
impasse resolution proceedings.
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ARTICLE V
GRIEVANCE PROCEDURE

Section 5.1 Definition.

For the purposes of this Agreement, a grievance is any claimed violation of the Agreement raised
by an employee or the Chapter, in writing, against Tri-Com involving the meaning, interpretation
or application of the provisions of this Agreement.

Section 5.2 Procedure.

Recognizing that grievances should be raised and settled promptly, a grievance must be raised by
the affected employee and/or Chapter Representative within seven (7) calendar days after the
occurrence of the event or within seven (7) calendar days of when the grievance could have been
reasonably ascertained. Grievances involving the termination of employees shall be advanced
directly to Arbitration.

STEP 1:  The Chapter Representative and/or Grievant shall present the grievance in writing to
the Tri-Com Director or designee, within seven (7) calendar days after the event that
is the basis of the grievance, or seven (7) calendar days after the employee, through
the use of reasonable diligence, should have had knowledge of the event that is the
basis of the grievance.

STEP 2:  The Chapter Representative and/or Grievant shall present the grievance in writing to
the Tri-Com Board of Directors or designee, within seven (7) calendar days after
denial of Step 1 of the grievance process, or failure to respond at Step 1.

The Tri-Com Board of Directors or designee shall investigate the grievance and, in the course of
such investigation, shall offer to discuss the grievance within ten (10) calendar days with the
grievant and an authorized representative of the Union at a time mutually agreeable to the
parties. The Tri-Com Board of Directors or designee shall provide a written answer to the
Chapter Representative and the Grievant within seven (7) calendar days.

The Director or designee shall investigate the grievance and, in the course of such investigation,
shall offer to discuss the grievance within ten (10) calendar days with the grievant and an
authorized representative of the Union at a time mutually agreeable to the parties. The Director
or designee shall provide a written answer to the Chapter Representative and the Grievant within
seven (7) calendar days of the discussion.

Section 5.3 Arbitration.

If the grievance is not settled at Step 1 and the Union wishes to appeal the grievance, the Union
may refer the grievance to arbitration, as described below, within fifteen (15) calendar days of
receipt of the written response in Step One. The parties shall attempt to agree upon an arbitrator
within fifteen (15) calendar days after receipt of the notice of referral. In the event the parties are
unable to agree upon the arbitrator within said fifteen (15) day period, the parties shall jointly
request the Federal Mediation and Conciliation Service to submit a panel of seven (7) arbitrators.
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The parties agree to limit the panel to members of the National Academy of Arbitrators, from the
“metropolitan” (within 125 miles) area, with a principal business office in the State of Illinois,
and with an industry specialization of “police or fire” if available. Each party retains the right to
reject one panel in its entirety within seven (7) calendar days of its receipt and request that a new
panel be submitted. The party requesting arbitration shall strike the first name. The parties shall
select the arbitrator by alternately striking a name until one (1) name remains, who shall be the
arbitrator. The party requesting arbitration shall strike the first name.

Section 5.4 Limitations on Authority of Arbitrator.

The arbitratorshall have no right to amend, modify, nullify, ignore, add to, or subtract from the
provisions of this Agreement. The arbitrator shall consider and decide only the question of fact
as fo whether there has been a violation, misinterpretation or misapplication of the specific
provisions of this Agreement. The arbitrator shall be without power to make any decision or
award which is contrary to or inconsistent with, in any way, applicable laws. The arbitrator shall
have no authority to make a decision on any issues not so submitted or raised. The award of the
arbitrator shall be final and binding on Tri-Com, the Union, and the grievant(s), to the extent
provided by the Iilinois Public Labor Relations Act and/or the [llinois Uniform Arbitration Act.

Section 5.5 Right to Request.
Tri-Com and the Union shall have the right to request the arbitrator to require the presence of
witnesses or documents. Tri-Com and the Union retain the right to employ legal counsel.

Section 5.6 Thirty Day Limit.
The arbitrator shall submit his‘her decision in writing within thirty (30) calendar days following
the close of the hearing or the submission of briefs by the parties, whichever is later.

Section 5.7 Multiple Grievances
More than one grievance may be submitted to the same arbitrator where both parties mutually
agree in writing.

Section 5.8 Union Participation.

Tri-Com acknowledges the right of the Union representative and/or Attorney to participate in the
processing of a formal grievance at any level. In the event that a MAP attorney will be present
for a grievance hearing, the Chapter agrees to provide three (3) days written notice to Tri-Com.

Section 5.9 Fees and Expenses.

The fees and expenses of the arbitrator and the cost of a written transcript shall be divided
equally between Tri-Com and the Union. However, should only one party request a transcript,
that party shall pay for the cost of the transcript; provided, however, that each party shall be
responsible for compensating its own representatives and witnesses. If one party requests and 1s
granted a postponement of a scheduled hearing, that party shall bear any fee charged by the
arbitrator for the postponement.

Section 5.10 Grievance Withdrawal or Settlement.
A grievance may be withdrawn at any step without establishing a precedent. By mutual written
agreement, a grievance may be settled at any step without establishing a precedent.
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Section 5.11 No Reprisals.
No reprisals shall be taken by either Tri-Com or the Union against an employee because of the
employee’s participation or refusal to participate in a grievance.

Section 5.12 Representation Time.

A Member who is serving in a representative capacity during his scheduled working hours and
who attends a meeting between the Union and Tri-Com for the purposes(s) of adjustments of
grievances shall not suffer a loss in pay because of such attendance, provided that staffing levels
permit.

Section 5.13 Miscellaneous.

No members of the bargaining unit shall have any authority to settle or respond on behalf of Tri-
Com to a grievance as defined in Section 1. Moreover, no action, statement, settlement, or
representation made by any member of the bargaining unit concerning the meaning,
interpretation or application of any provision of the Agreement shall impose any obligation or
duty or be considered as authorized or binding upon Tri-Com unless and until Tri-Com has
agreed thereto in writing.

ARTICLE V1
DISCIPLINE

Section 6.1 Just Cause.

Anon-probationary employee covered by this Agreement shall not be disciplined or dismissed
without just cause. Probationary employees may be disciplined or dismissed without just cause.
Covered employees who are discharged shall be paid for all accrued but unused leave within two
weeks of the termination date.

Section 6.2 Disciplinary Measures.

Tri-Com agrees that disciplinary action shall generally be progressive in nature and intended as a
corrective measure. Giving consideration to the severity of the infraction, disciplinary actions
may include the following:

* Verbal Reprimand;
+ Written Reprimand;
* Suspension;

+ Discharge.

The Employer agrees to use its best efforts to follow the tenets of progressive discipline for
probationary employees. However, nothing in this agreement shall be construed as limiting the
Employer’s right to summarily discharge or suspend an employee without warning for serious
offenses. If Tri-Com has reason to reprimand an employee, it shall be done in a manner that will
not embarrass the employee before other employees or the public. Upon conclusion of an
investigation and discipline is determined to be warranted, the employee will be issued the



discipline within 15 calendar days, unless the employee is on an excused absence.

Section 6.3 Investigatory Interviews.

Where Tri-Com desires to conduct an investigatory interview of an employee where the results
of the interview might result in discipline, Tri-Com will permit the employee reasonable time to
obtain the presence of a Union representative. The Union may designate a member other than a
Representative to accompany the employee at the interview. All investigatory interviews shall
be conducted in accordance with Weingarten rights.

Section 6.4 Notice of Disciplinary Action.
Notice of disciplinary action, except for counseling, shall be in writing. Employees shall be
permitted to write rebuttals to any disciplinary reprimands or suspensions they receive.

Section 6.5 Removal of Discipline.

Verbal and written reprimands will not serve as the basis for additional progressive discipline if
no further action has been taken on the matter within 12 months of the date of the reprimand. All
expired discipline will be sealed and opened only by the Director or the Board of Directors.

Section 6.6 Personnel Files.
The Employer agrees to comply with the provisions of the Iilinois Personnel Record Review Act,

820 ILCS 40/1, et. seq.

ARTICLE VII
NO STRIKE - NO LOCKOUT

Section 7.1 No Strike.

Neither the Union nor any officers, agents or employees covered by this Agreement shall
instigate, promote, sponsor, engage in, or condone any strike, sympathy strike, concerted
stoppage of work, concerted mass absenteeism, or any other concerted interruption or disruption
of the operations of Tri-Com, regardless of the reason for doing so. No employee covered by
this Agreement shall refuse to cross any pick line, wherever established. Each employee who
holds the position of a Union Chapter Officer occupies a position of special trust and
responsibility in maintaining and bringing about compliance with the provisions of this Article.
In the event of a violation of this Section of this Article, the Union agrees to inform employees
of their obligation under this Agreement and to direct them to return to work. This Section 1s not
intended to limit the employees’ right to strike after the expiration of this Agreement, as
described in Section 17 of the Illinois Public Labor Relations Act.

Section 7.2 No Lockout.

Tri-Com will not lock out any employees during the term of this Agreement as a result of a labor
dispute with the Union. This Section is not intended to limit the employer’s right to lockout after
the expiration of this Agreement, as described in Section 7 of the Illinois Public Labor Relations
Act.
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Section 7.3 Discipline of Strikers.

Any employee who violates the provision of Section 1 of this Article shall be subject to
disciplinary action. Any disciplinary action taken by Tri-Com against any employee who
participates in any action prohibited by Section 1 shall not be subject to the provisions of the
grievance and arbitration procedure, except that the issue of whether an employee in fact
engaged or participated in a prohibited action shall be subject to the grievance and arbitration
procedure.

Section 7.4 Judicial Restraint.
Nothing contained herein shall preclude Tri-Com or the Union from obtaining judicial restraint
and damages in the event the other party violates this Article.

ARTICLE VIII
SENIORITY, LAYOFF AND RECALL

Section 8.1 Seniority.

Full-time seniority shall be based on the length of time from the last date of beginning
continuous fulltime employment in any position covered by this Agreement, less adjustments for
layoff or approved leaves of absence without pay (other than military leave) of thirty (30) days or
more. If the length of time is equal, then the person who is listed higher on the eligibility list will
be considered to have more seniority.

Section 8.2 Posting of Seniority List.

One month prior to the date for the submission of vacation requests, Tri-Com will provide to the
Union a seniority list showing the seniority of active full-time employees, which sets forth the
names of part-time and full-time employees who are covered by this Agreement, in order of
seniority as defined in Section 8.1 of this Agreement. Tri-Com shall not be responsible for any
errors in the aforementioned seniority Hst (or any other seniority list posted at various times
throughout the year), unless such errors are brought, in writing, to the attention of Tri-Com by
employees and/or the Union within twenty-one (21) calendar days after the list(s) is posted. The
failure to challenge a seniority list during this twenty-one (21) calendar day challenge period
does not preclude the Union and/or employees from challenging future seniority lists. The time
line for filing a grievance regarding an employee’s seniority shall begin on the day that Tri-Com
responds to an employee or Union’s challenge.

Section 8.3 Termination of Seniority.
Seniority and the employment relationship shall be terminated for all purposes if the employee:

{a) quits;

(b)  isdischarged;

(c) retires or is retired;

(d) falsifies the reason for a leave of absence or is found to be working during a leave
of absence, in a way that conflicts with stated reasons for leave (as defined by
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Sections 10.1, 10.2, 10.3, 10.4, 10.5, 10.8 and 10.9) without prior written approval
of Tri-Com;

(e) fails to report for work within seventy two (72) hours after the conclusion of an
authorized leave of absence (as defined by Sections 10.1, 10.2, 10.3, 10.4, 10.5,
10.8 and 10.9;

(f) is laid off and fails to notify Tri-Com of his intent to return to work within fifteen
(15) calendar days after receipt of notice of recall;

(g) is laid off for a period in excess of two years; or

(h) is unreasonably absent for three (3) consecutive working days without notifying
Tri-Com.

Section 8.4 Lavoffs.

In the event it becomes necessary to decrease the work force, the probationary employees shall
be laid off first. Thereafter, employees with the least seniority in the affected job classification
shall be laid off. The laid off employee(s) shall be entitled to bump the least senior employee in
that classification whose job is in a lesser pay grade, provided that the senior employee has the
ability to perform the work within that position. Except in an emergency, no layoff will occur
without at least a thirty (30) day advance notice to the Union. Tri-Com agrees to consult with
the Union, upon request, and afford the Union the opportunity within such thirty (30) day period
to propose alternatives to the layoff. Employees who are laid off shall be placed on a lay-off and
recall list.

Section 8.5 Effects of Lavoff,
Any employee who is laid off as a result of Tri-Com’s decision to implement a layoff shall, in
addition to the recall rights set forth above:

(a) Be paid for any earned but unused vacation, personal days and holidays. In the
event that a laid off employee is recalled, he regains any accumulated sick time
that existed prior to the layoff.

(b)  Be permitted to remain in Tri-Com’s group insurance program at the employee’s
cost for a period of time not to exceed eighteen (18) months from the effective
date of layoff by paying in advance each month the full applicable monthly
premium. This provision 1$ not intended to diminish rights otherwise provided
under COBRA or similar legislation.

Section 8.6 Recall.

Employees who are laid off shall be recalled in inverse order of layoft for the first vacancy for
which they are qualified. Notice of recall shall be made by a certified, return receipt letter with
the obligation and responsibility of the employee to provide the Director or Director’s designee
with such employee’s current mailing address. Employees returning from layoff shall have their
seniority rights restored and shall be reinstated at the pay rate of the position classification that
corresponds to their seniority. Recall rights expire after an employee has been on layoff for a
period of twenty-four (24) months. Laid off employees will be recalled for a vacancy in inverse
order of seniority, provided that the recalled employee is “qualified” to {ill the vacancy. As used
in this provision, “qualified” means: the recalled employee is able to perform the duties of the

16



vacant position with acceptable quality with no more training than an outside applicant needs to
perform such duties with acceptable quality.

Section 8.7 Probationary Period.

All new employees and those hired after loss of seniority shall be considered probationary
employees until they have completed a probationary period of fifteen (15) months of work. The
Director of Tri-Com will have the sole discretion to extend the length of probation from 15
months to 18 months. The Director's decision to extend probation may not be grieved.
Prabationary employees shall be entitled to all rights, privileges and benefits provided for in this
Agreement, except those limited specifically to non-probationary employees. During an
employee’s probationary period, the employee may be suspended, laid off or terminated without
cause at the sole discretion of Tri-Com. Such probationary employee shall have no recourse to
the grievance procedure to contest such a suspension, layoff or termination. Furthermore, there
shall be no seniority among probationary employees. Upon successful completion of the
probationary period, a full-time employee shall acquire seniority which shall be retroactive to his
last date of hire with Tri-Com in a position covered by this Agreement.

Section 8.8 Application of Seniority.

In all cases of promotions, filling job vacancies and changes of status, all as hereafter defined,
seniority shall govern when “qualifications” are equal. “Qualifications™ as used in this Article is
defined as the reasonable consideration of the factors of experience, work record (including
attendance and disciplinary record), skill, ability, test scores and/or assessment centers when
applicable, education, perception of the candidate’s potential aptitude to perform the job duties
of the new position, and such other factors as may be relevant at the time, such as but not limited
to, the length of time the employee has been in the employee’s current position and/or status as a
full-time employee.

Section 8.9 Creation of New Bargaining Unit Positions.

“Promotion” as used herein, is solely defined as a move to a bargaining unit position having
greater responsibility and pay than “telecommunicator.” In the event Tri-Com establishes a
bargaining unit position or positions carrying such greater responsibility and pay, Tri-Com will
post all such positions it deems vacant for a minimum of fourteen (14) calendar days. Non-
probationary employees desiring promotion to such positions shall apply for such positions in
writing using forms provided by Tri-Com. If Tri-Com desires to fill the vacancy, the position
shall be awarded based upon the needs of Tri-Com and the factors set forth in Section 8.8. Non-
probationary employees as defined in Section 8.7 shall be given preference over outside
applicants when qualifications are relatively equal. Promoted employees shall serve a
probationary period of six (6) months in the new position. Such employees who are not
successful in their new position in the opinion of Tri-Com will be returned to their former
position and applicable placement on the wage scale for telecommunicators, commensurate with
their seniority and, if necessary, the least senior employee in such former position may be laid
off or terminated to make room for such returning employee having more seniority. The
demoted employee will reselect vacation from the available days.

Tri-Com initially shall establish the pay rate for such new position and will promptly meet with
the Union in effects bargaining solely about such pay rate.
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Section 8.19 Promotions.
Promoted employees shall receive a pay increase which:

I. provides an increase in pay to the minimum salary of the new grade; or
2. five percent (5%), whichever is greater

Section 8.11 Transfers.

Tri-Com will post all telecommunicator positions it deems vacant in the Center for a minimum
of fourteen (14) calendar days. Applications for transfers to such vacant position shall be
awarded based on the needs of Tri-Com and considerations of seniority, provided that no
employee shall be awarded a position for which he/she 1s not trained or not qualified. Non-
probationary Tri-Com employees will be given preference over outside applicants for such
positions for which such employee is qualified. Positions will be posted and filled on the shift on
which the vacancy exists. Thereafter, shift bidding may occur as provided in Section 15.5.
“Qualified,” as used in this provision, includes considerations of experience, work record, skill
and ability. If Tri-Com initiates the transfer of an employee to a different shift after the
employee has selected vacation time, the employee may keep or reselect new vacation time from
the available days.

After the vacant position is filled, the position vacated by the transferred employee shall not be
subject to the posting requirements of this section. If Tri-Com elects to fill the vacancy, the
employee hired will work in the position vacated by the transferring employee until the shift
bidding process in Section 15.5 occurs.

This section shall not restrict Tri-Com’s ability to ensure that each shift is staffed with an
adequate number of supervisors and Telecommunicators in Charge.

Section 8.12 Probationary Period for Promotions.

Employees promoted to higher paid positions shall serve a probationary period of six (6) months
in the new position. If the employee is not successful in the new position, in the opinion of Tri-
Com, he/she will return to his/her former position and rate of pay.

Section 8.13 Residency.
There shall be no residency requirements for chapter members.

ARTICLE IX
SICK LEAVE

Section 9.1 Purpose.

Sick leave with pay is provided by Tri~-Com to protect, to the extent provided herein, eligible
employees from loss of earnings if such employee is unable to work by reason of such
employee’s own non-work related injury, illness or pregnancy (including up to two days for an
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employee whose spouse has given birth, unless certification from a physician states that
additional time is necessary for the care of the employee’s spouse) or, by reason of the injury or
illness of immediate family members, and for employee and dependent medical or dental
appointments. Employees should notify the duty shift supervisor/telecommunicator in charge
within four hours (4) hours of their start time, whenever practicable,

Employees shall schedule doctor’s appointments on non-duty time. When such scheduling is not
possible the employee shall make every attempt to schedule the doctor’s appointment at the
beginning or end of his’her work day to minimize disruption. Employees will notify the duty
shift supervisor more than 5-days in advance of non-emergency employee or dependent medical
or dental appointments. Overtime will not be mandated to cover employees requesting time off
for a non-emergency employee or dependent medical or dental appointment when the employee
provides less than 5-days notice.

Section 9.2 Sick Leave Bank.

Unused sick leave days shall accumulate at a rate of 3.6923 per pay period at-a-rate-of-8-hours
per—menthy(equivalent to eight (8) hours per month), except in the case of unpaid leaves of
absence and while on unpaid Family Medical Leave. Unused sick leave shall be allowed fo
accrue into the sick leave bank for each full time employee. Sick leave may be used in
increments of fifteen (15) minutes or more. Any use of sick leave which is less than one fifteen
(15) minutes will be rounded down to the nearest quarter hour. Employees who retire from Tri-
Com after working for at least eight (8) years shall receive a lump-sum payout of up to 480 hours
of sick leave, paid on the employee’s last day of work. Additionally, retiring employees who are
members of the Tllinois Municipal Retirement Fund (IMRF), may add up to 480 hours of earned
sick leave to their retirement date, in accordance with IMRF regulations.

Section 9.3 Sick Leave Accrual.
Sick leave may be accumulated from year to year with no maximum number of hours accrued.

ARTICLE X
LEAVES

Section 10.1 Funeral Leave.

Each employee shall be granted three (3) paid shift days without loss of pay for use in the event
of a death in the employee’s immediate family (defined for purposes of this provision only as the
employee’s spouse or civil union partner, child (natural, adopted, foster or stepchild), sister,
brother, parent (natural, step or legal guardian), mother m law, father in law, daughter in law, son
in law, sister in law, brother in law, aunt, uncle, niece, nephew, grandparent or grandchild.

At the Director’s sole discretion, the Director may grant time off with pay up to three (3) days
upon satisfactory proof of special relationships and special circumstances covered or not covered
above. Such leave shall be taken within a two (2) week period from the first day of leave taken
for such purposes. Upon request, the Director may authorize additional time off with pay
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through the deduction from the employee’s vacation time or other earned time off bank, or may
grant time off without pay, all at the Director’s sole discretion, based upon special circumstances
or relationships covered or not covered above. The Director may require proof of relationships or
special circumstances, and of attendance at a funeral or memorial event when applicable, as a
condition for providing this benefit. The Director’s decision to grant or deny funeral leave for
special circumstances, and the Director’s decision to authorize or deny additional time off, may
not be grieved.

Section 10.2 Military Leave.
Military Leave and benefits shall be granted in accordance with applicable law. Employees must
apply for such leave as soon practicable after they are aware of the need for such leave.

Section 10.3 Jurv Leave.

Any covered employee called to serve on a jury on any day when he/she would have otherwise
been scheduled to work shall receive his/her contractual pay. Given that employees will continue
to be paid by Tri-Com, employees will be required to turn over any remuneration received for
performing jury duty to Tri-Com.

Section 10.4 Voluntary Unpaid Leave.

Upon completion of one (1) year of continuous service an employee may request an unpaid leave
of absence for a specified period of time. Such request shall be in writing, explain the reason(s)
for the request, and be submitted to the Director.

The Director may approve such requests for leaves of thirty (30) calendar days or less in length,
but leaves requested for more than thirty (30) calendar days require approval of the Tri-Com
Board.

Sick leave, vacation and holiday benefits will not accrue during unpaid leaves of absence.
Seniority shall not accrue for unpaid leaves of absence in excess of thirty (30) calendar days.

Health care coverage during a voluntary unpaid leave will continue for 60 days. Payment for the
employee portion of this coverage should be received in the Human Resources office no later
than the first of each month during the leave of absence.

Section 10.5 Disability Leave.

Employees with one or more years of service credit as an IMRF Member may be eligible for
disability benefits. Employees have the option to use all available sick and vacation time before
receiving the disability benefit or receive the benefit at the time they become eligible. If the
benefit begins prior to using all of the employee’s sick leave and vacation leave, accrual of these
benefits will cease. Any unused sick and/or vacation leave will remain a credit to the employee
in accordance with the Tri-Com policy after the disability period is over.

Section 10.6 Safety Day,

Employees who serve twelve (12) consecutive months without being involved in a work related
accident, from May 1 — April 30 of each year, shall be granted 4 hours of compensatory time.
For purposes of newly hired, transferred and promoted employees, proportionately earned Safety
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Day time will be converted to compensatory time in accordance with the current policy. For
purposes of this provision only, a work related accident is detined as an injury at work which
requires professional medical attention and the loss of time at work, or an accident resulting in
damage to Tri-Com owned or private property amounting to a value in excess of $500, while at
work.

Section 10.7 Donated L eave.

Tri-Com permits employees to donate earned leave directly to other employees experiencing
medical emergencies. The “Donated Leave Time Program™ enables employees to voluntarily
donate a portion of their earned sick, vacation, holiday or personal leave time to Tri-Com
employees who have exhausted their own earned leave time (sick leave, compensatory time,
personal days, holiday and vacation) and who are suffering from a catastrophic health condition
or injury which is expected to require a prolonged absence from work; or in the event of a spouse
or child (natural, step, or adopted) suffering a catastrophic illness or injury and certified by a
physician. The determination {o grant or deny such leave is at the sole discretion of the Director.
The Director’s decision to grant or deny donated leave may not be grieved.

Eligibility
Recipient:
An employee shall be eligible to receive donated sick, vacation, or personal leave time from
other eligible Tri-Com employees provided they meet the following criteria and requirements:
I. Medical verification from a physician or other licensed health care provider

describing the nature, severity, and the anticipated duration of the disability.

2. Exhaustion of all earned leave time including personal days, compensatory time,
sick leave, holiday and vacation leave.

3. Authorized receipt of not less than eight (8) hours from one (1) or more qualified
feave donors.

4. Employees may receive up to 160 hours of donated leave for each condition, if for
spouse or child, or up to 240 hours if the condition is for the employee.

Donor:

An employee shall be eligible to donate sick, vacation, holiday or personal leave time to other
eligible Tri-Com employees provided they must meet the following criteria and requirements:

1. Employment with Tri-Com of at least one (1) year of continuous service.
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2. An irrevocable donation of not more than eighty (80) hours, or less than eight (8)
hours to any one (1) recipient may be donated within a period of one (1) year,
provided that the donor shall retain a remaining balance of not less than eighty

(80) sick hours.
3. Donated time must be in increments of eight (8) hours.
4. Certification that no solicitation and/or acceptance of any money, credit, gift,

gratuity, object of value or compensation of any kind has been provided, directly
or indirectly, to the donor.

Section 10.8 School Visitation Rights Act.

In accordance with 820 ILCS 147, Public Act 87-1240, the School Visitation Rights Act, Tri-
Com will allow eligible employees unpaid leave of up to a total of eight (8) hours during any
school year, no more than four (4) hours of which may be taken on any given day, to attend
school conferences or classroom activities related to the employee’s child if the conference or
classroom activities cannot be scheduled during non-work hours. No unpaid leave in accordance
with this Act may be taken unless the employee has exhausted all vacation leave, personal leave
and/or compensatory leave. Sick leave and disability leave may not be applied to school
visitation leave as described under this act. Upon completion of school visitation rights by a
parent or guardian, the school administrator shall provide the parent or guardian documentation
of the school visitation. The parent or guardian shall submit such verification to Tri-Com.
Failure of a parent or guardian to submit the verification statement from the school to Tri-Com
within two (2) working days of the school visitation will subject the employee to the disciplinary
procedures as outlined in this manual for excused absences from work.

Section 10.9 FMLA Leave,
Tri-Com’s current policy regarding FMLA shall not be changed without bargaining with the

Chapter. Tri-Com is permitted to change its policy to comply with the law.

Section 10.10 Non-Employment Eisewhere.
A leave of absence will not be granted to enable an employee to try for or accept employment
elsewhere or for self-employment.

ARTICLE XI
VACATION

Section 11.1 Accrual.

Covered Tri-Com employees are eligible for paid vacation time. Vacation time for full-time
employees is earned on the employee’s anniversary date and is based on completed years of
continuous service as follows:
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After 1 year of employment 10 working days

After 2 years of employment 11 working days
Alter 4 years of employment 12 working days
After 6 years of employment 15 working days

After 10 years of employment 16 working days
After 11 years of employment 17 working days
After 12 years of employment 18 working days
After 13 years of employment 19 working days
After 14 years of employment 20 working days
After 17 years of employment 21 working days
After 20 years of employment 23 working days
After 23 years of employment 24 working days
After 24 years of employment 25 working days

Vacation time must be used during the 12-month period following the date on which it was
earned unless the covered employee has been unable to utilize the vacation time due to shortage
of manpower.

Section 11.2 Vacation Scheduling,

During the period October 1-31 of each year, supervisors and telecommunicators may piek
request vacation, compensatory, holiday, personal or safety time off for the following year.
There shall be two rounds of vacation picks, both in order of seniority, with the most senior
telecommunicator picking first. In the first round each employee may pick up to ten days off.

Each employee shall have 36 hours to choose their vacation picks for each round. This 36 hour
period will begin October 1% of each year, starting with the most senior and continuing in that
fashion. If an employee is unable to provide vacation picks within that 36 hour period, they shall
be ineligible for vacation picks during that round. Failing to meet this 36 hour requirement and
the subsequent ineligibility that may result cannot be grieved.

During this sign up period, requests for five consecutive vacation days shall receive priority over
requests for less than five consecutive days off, notwithstanding seniority. Once round one is
completed, approved requests may not be denied for any reason. In the second round, employees
may schedule their remaining vacation, compensatory, holiday, personal or safety time off.
During this sign up period, requests for five consecutive days off shall receive priority over
requests for less than five consecutive days off, notwithstanding seniority. Employees who
choose not to select paid time off during the annual selection period shall be permitted to use
their paid time off when manpower permits, however there shall be no bumping for this paid
time off. Employees may not be forced to work overtime on their scheduled days off in
conjunction with their scheduled paid time off.

Vacation, holiday, personal and safety time (excluding compensatory time) can be taken in four
hour blocks. There shall be no blackout periods for the use of paid time off other than Christmas
Eve, Christmas day, and New Years Eve. During these blackout days, paid time off may be
granted for Christmas Eve and Christmas day as long as the request does not create overtime or
require the shift to fall below established minimums, with the understanding that management
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may require an increase to minimums as activity, or for perceived possibility of activity. Time
off for Christmas Eve and Christmas Day will be signed up for starting November 1* of the same
year as the holiday and will be signed up for in four hour blocks in order of seniority on each
shift for those scheduled to work, Once all shifts have signed up or passed on taking time off,
the second four hour block will be offered up in the same manner. All requests for Christmas
Eve and Christmas Day shall be completed by December 1%, The employee taking time off on
Christmas Eve and Christmas Day must contact the on~duty Supervisor at Tri-Com two hours
before the start of the shift requested off for final approval. The employee being granted time off
will be required to leave a phone number where they can be reached and recalled in the unlikely
event that someone calls off for their shift with less than 2-hours notice. Employees recalled less
than 2-hours before shift must report for duty no later than 1-hour afier the start of the shift.

Vacation, Personal, Holiday and Safety Time leave may be taken in 1 hour blocks. However,
coverage for any leave less than four hours (excluding compensatory time) will not be subject to
forced overtime and the requesting party will be solely responsible for finding coverage for this
time off. The Director or designee will have the sole discretion to deny leave for blocks less than
four (4) hours for any request with less than ten (10) days notice. The Director or designee’s
decision to grant or deny the leave may not be grieved.

At least sixteen hours of pre-scheduled leave time shall be permitted to be taken within a twenty-
four hour day. If the number of bargaining unit telecommunicators and supervisors who have
completed training exceed fifteen, the number of hours of prescheduled leave time shall be
increased to twenty hours per day. Additional time beyond this sixteen hour limitation shall be
approved provided that it does not require Tri-Com to fall below the minimum staffing
requirements. All paid time off requests that may result in dropping the shifi(s) below minimum
staffing levels, must be submitted at least 10 days prior to the time off being requested, unless
the submitting employee finds their own overtime coverage, and the hour limitation on time off
is honored.

Section 11.3 Use of Vacation Pay.

On separation of employment , an employee with one year or more of continuous service will be
paid for his/her unused accumulation of vacation feave on a pre-rata basis determined by years of
service. Employees with less than one-year of continuous service will not be paid for his/her
unused accumulation of vacation leave.

ARTICLE XII
TRAINING, PROFESSIONAL DEVELOPMENT AND TRAVEL

Section 12.1 Training and Tuition Reimbursement.
All required training and certification costs will be paid by Tri-Com. The following types of
training are offered to employees:

A. In-Service Training - Training conducted during working hours on an individual or
group basis to improve skills, introduce new techniques, and/or keep abreast of

24



developments in the telecommunications field. Employees will receive a two (2)
hour minimum for off-hours training completed on duty days and a four (4) hour
minimum payback for training completed on an employee’s regular day off.

. Specialized Training - Attendance at vocational, technical or professional training

programs directly related to Tri-Com functions.

. Academic Instruction - Completion, by correspondence, internet instruction or

classroom attendance, of course work provided by an accredited educational
institution beyond the high school level, must bear a relationship to Tri-Com
functions and/or the improvement of the employee's job-related skills and abilities.
Tri-Com will put out a list of approved curriculum and any courses not listed will be
at the discretion of the Executive Director. For approved academic courses, the
employee will be reimbursed 100% of the cost of tuition, registration fees, books and
other fees incidental to the course, charged by the educational institution upon
presentation of receipts for the reimbursable expenses.

Tri-Com shall have authority to decide whether or not to fund the tuition reimbursement program
in each fiscal year. Tri-Com will announce whether the tuition reimbursement program will be
funded no later than May 1 of each year. Employees are encouraged to let Tri-Com know by
December 31 whether they plan to apply for the tuition reimbursement program in the following
year to increase the chances that the program will be funded.

Section 12.2 Travel Reimbursement.

Tri-Com employees will be reimbursed for actual travel and related expenses while carrying out
official duties or attending approved professional conferences and training courses.

A,

If Tri-Com vehicle is not available, mileage for the employee’s personal vehicle shall be
paid at the accepted per mile rate as determined annually by the IRS Reimbursement
Rate.

Per diem expenses are payable at the current Tri-Com rate.

Expenses for overnight lodging must be pre-approved by the Director. Same sex
employees may be required to share accommodations.

Other necessary expenses such as parking, tolls, and taxis, at a reasonable and generally
accepted rate will be reimbursed.
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ARTICLE XIII
INSURANCE

Section 13.1 Health Insurance Plan.

During the term of this Agreement, Tri-Com shall continue to make available to non-retired full-
{ime, employees and their eligible dependents the same medical insurance plan(s) as provided for
regular, full-time non-contract employees.

Pursuant to the intergovernmental agreement which established Tri-Com, Tri-Com’s insurance
coverage must be provided by the City of Geneva. Tri-Com has no control over coverage levels,
costs, identity of the providers or carrier, coverage continuation or any factors whatsoever
connected with the benefits provided to employees pursuant to this provision. Tri-Com’s
commitment is to provide the benefits under the City of Geneva insurance plan. Tri-Com will
promptly notify the Union in writing upon becoming aware that coverage has been changed by
the City of Geneva. If the City of Geneva discontinues the HMO or PPO insurance benefit
options, the Union can request bargaining over the effects of any such chanpges. The parties
agree that if the Union requests bargaining over such changes, Tri-Com may implement the
changes imposed by the City of Geneva pursuant to the City of Geneva’s deadlines, and that any
agreements that result from the effects bargaining will be retroactive to the date of such
implementation. If the effects bargaining negotiations result in an impasse, the parties agree that
either party may submit the issue to mediation and interest arbitration pursuant to Section 14 of
the Iilinois Labor Relations Act.

'The premium contribution percentage rates in effect on May 1, 2010 will remain in effect for the
duration of this Agreement. The amount of employee premium contributions required under this
Section shall be deducted from the employee’s regular paychecks.

Section 13.2 Life Insurance,

All bargaining unit employees will be covered for 100% of their annual wages at no cost to the
employee. This coverage ends when employment with Tri-Com ends. If the City of Geneva
discontinues life insurance benefit options, the Union can request bargaining over the effects of
any such changes. The parties agree that if the Union requests bargaining over such changes,
Tri-Com may implement the changes imposed by the City of Geneva pursuant to the City of
Geneva’s deadlines, and that any agreements that result from the effects bargaining will be
retroactive to the date of such implementation. If the effects bargaining negotiations result in an
impasse, the parties agree that either party may submit the issue to mediation and interest
arbitration pursuant to Section 14 of the Illinois Labor Relations Act.

Section 13.3 Right to Maintain Coverage While on Unpaid Leave.

An employee who is on an approved unpaid leave of absence shall have the right to maintain
medical, dental and life insurance coverage by paying in advance the full applicable monthly
premium for the coverage the employee had prior to going on an unpaid leave of absence or
being laid off. For such leaves of absence, Tri-Com will pay the employer’s share of the
insurance premium for the first sixty (60) days of the leave. After sixty (60) days, the employee
shall be responsible for paying the full amount of the insurance premium. If an employee uses a
personal leave of absence to extend his or her leave of absence under the Family and Medical
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Leave Act of 1993, the personal leave of absence will run concurrently with the leave of absence
under the Family and Medical Leave Act, and the employee will be responsible for paying the
full amount of the insurance premium at the conclusion of the leave under the Family and
Medical Leave Act, or after 60 days, whichever occurs later.

Tri-Com may recover its share of health, dental, and life premiums for a period of unpaid leave
from an employee if the employee fails to return to work after his or her leave entitlement has
been exhausted, unless the reason the employee does not return is due to continuation, recurrence
or onset of a serious health condition which would entitle the employee to leave under the
FMLA, or other circumstances beyond the employee’s control.

Nothing in this Section is intended to affect an employee’s rights under the Family and Medical
Leave Act of 1993.

An employee 1s on layoff with recall rights shall have the right to maintain insurance coverage as
outlined in Section 8.5 of this Agreement.

Section 13.4 Pension Benefits.. Those employees who meet the minimum hourly standard are
required to participate in the Illinois Municipal Retirement Fund.

Section 13.5 Emplovee Assistance Program.

The Employee Assistance Program (EAP) is provided for all employees by Tri-Com through a
contracted outside agency. Employee services available through the EAP include counseling
regarding a broad range of issues. Tri-Com may refer employees to the EAP or employees may
choose to contact the EAP at any time their services are deemed to be needed. EAP services are
available for immediate family members of Tri-Com employees. The use of the Employee
Assistance Program is confidential. Detailed information may be obtained from the Geneva
Human Resources Office.

Section 13.6 Terms of Policies fo Govern.

The extent of coverage under the insurance policies referred to in Section 1 of this Article shall
be governed by the terms and conditions set forth in said policies. Any questions concerning
coverage shall be resolved in accordance with the terms and conditions in said policy and shall
not be subject to the grievance procedure set forth in this Agreement.

Section 13.7 Cost Containment.

Tri-Com reserves the right to maintain or institute cost containment measures relative to
msurance coverage, as may be required by the City of Geneva insurance plans. Such changes
may include, but are not limited to, mandatory second opinions for elective surgery, pre-
admission and continuing admission review, prohibition on weekend admissions except in
emergency situations, bounty clause, and mandatory out-patient elective surgery for certain
designated surgical procedures.

27



ARTICLE XIV
UNIFORMS

Section 14.1 Uniform Allowance Credit.

During each fiscal year of Tri-Com, each employee covered by this Agreement shall be eligible
to receive reimbursement from Tri-Com for the pre-approved purchase of clothing necessary to
their employment by Tri-Com, for an amount not to exceed $325 in the first year of employment
and $225 in each subsequent year. Tri-Com shall reimburse an employee for a pre-approved
purchase under this Section within thirty (30) days after the employee provides Tri-Com with
proof of expenditure. Employees receiving a uniform allowance or reimbursement shall be
subject to IRS withholding regulations and rules.

ARTICLE XV
HOURS OF WORK

Section 15.1 Shift Schedules.

If there are any vacancies on a shift between September 1% and August 31% of the subsequent
year, then Tri-Com shall post the vacancies and allow employees from the seniority of the
vacating employee to the least senior employee to bid pursuant to Section 15.5.

The standard work week begins at 0715 on Sunday, and ends at 0714.59 on the following
Sunday. The normal work week is a consecutive seven (7) day period. The normal workday is
eight (8) consecutive hours.

Regular dispatch shifts are as follows:

Dayshift 0715-1514.59
Evening 1515-2314.59
Midnight 2315-0714.59

Tri-Com may also schedule:

1. Power shifts from 1115-1914.59 and from 1915-0314.59. Tri-Com may also
adjust the hours of the employees working the power shifts by up to four (4)
hours.

2. The most junior employee on each shift may be designated as the relief employee
who may have their regular shift adjusted by up to four hours with no less than
ten {10) days advance notice.

3. To avoid mandatory overtime, Tri-Com may ask employees to work a different

shift or different day off schedule with less than ten (10) days advance notice, but
the relief employee may deny the request. Tri-Com will not impose discipline or
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any other type of sanction on an employee who declines a schedule change that
was requested with less than ten (10} days notice.

Tri-Com and the Union may mutually agree to make additional modifications to Shift Schedules.

Section 15.2 Lunch and Brealks.

Employees will receive one (1)} fifteen (15) minute, paid break for every four (4) consecutive
hours worked. Employees working an eight (8) hour shift are also entitled to take a thirty (30)
minute break period.

Section 15.3 Overtime.
An employee shall be paid one and a half times his regular straight time hourly rate of pay for all
hours worked in excess of 40-hours in the employee’s regular 7-day work cycle.

Overtime shall be received in 15-minute segments as provided by the Fair Labor Standards Act
(“FLSA”). For purposes of this article, time worked shall include only that time spent on duty as
provided by the FLSA, and shall include any periods for time which is compensated but not
actually worked, including but not limited to: vacation, sick leave, funeral leave or any other
leave of absence.

Before any employee may become eligible to receive any overtime pay under this Agreement,
the additional hours worked must be approved in advance by the Director or her designee.

Overtime worked on Sundays shall be paid at a double-time rate. Sunday shall be defined by the
calendar day, 23:59-00:00 hours.

Section 15.4 Shift Trades.

Employees must arrange shift trades themselves and notify the immediate supervisor or designee
at least 2-hours prior to the trade for approval. Supervisors may only trade with dispatchers if
the supervisor is paying back a trade on a shift with no scheduled supervisor. Responsibility for
the coverage of the shift remains with the employee requesting the trade. In the event of a shift
trade involving a holiday, the employee who actually works on the holiday is the employee
entitled to the benefit of “holiday worked” pay. The employee who has committed to “taking™ a
- shift trade but then is unable to work on a day of the trade is responsible for finding a
replacement. This provision is intended to be cost-neutral to Tri-Com. In the event of a default,
the defaulting employee will be required to use his accrued vacation, personal, holiday or
compensatory time for the missed shift. Such situations will be evaluated on a case by case
basis.

Section 15.5 Shift Bidding.

Shift assignments shall be made based upon seniority between September 1%and September
30Mof each year for all employees. Bids for Shift Supervisor employees will be taken in the even
numbered years by quarter in a “Round-Robin” fashion, whereby the senior most employee in
grade shall bid for the first quarter they wish to work, followed by the next most senior in grade
employee, until all supervisors have made their first selection. The same process shall be
repeated until all shifts for the entire year have been selected. Each employee will have 36 hours
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to make their shift selection, and if their shift selection is not made within 36 hours, their
selection will be moved to the lowest in seniority spot until all shifts are filled. The same
process shall be repeated until all shifts for the entire year have been selected. Failing to meet
this 36 hour requirement and subsequent ineligibility that may result cannot be grieved.

Employees are not eligible for shift bidding in any quarter in which they are still on probation.
At the time of shift bidding, one shift assignment shall remain unfilled for each employee still on
probation, with a maximum of one day shift, one PM power shift, and one evening shift. Shift
bids will include all available vacant day off slots to be filled on a given shift. Probationary
employees will be placed in the day off slot(s) by seniority. Should there be one or two
employees on probation at the time of shift bidding, only two shift assignments shall remain
unfilled, one PM power shift and/or one evening shift.

If there are more than three people with less than 15 months seniority, then the three least senior
employees will be assigned at the Director’s discretion, and the most senior employee(s) will be
eligible for shift bidding.

Section 15.6 Posting of Work Schedule.

The Director or designee shall post the work schedule at least thirty (30) calendar days in
advance, which shall cover no less than a 2 months” time period after the day it is posted. Tri-
Com reserves the right to make changes to the work schedule due to emergencies, unplanned
changes in staffing levels, unforeseen leaves and unforeseen changes in the workload.

Section 15.7 Court Time.

When an employee is required to present evidence or testify in court or attend a deposition for
work-related reasons during non-duty hours, the employee shall receive a minimum of two (2)
hours pay at the overtime rate. If the court appearance extends beyond two hours, the employee
will be paid at the overtime rate for all hours spent in court.

Section 15.8 Call Out.

Employees called out for a work assignment or training shall be compensated for a mimmum of
two hours, or the actual time worked, whichever is greater, at the applicable rate of pay. The
time worked shall be calculated in accordance with Section 15.3 of this Agreement and shall
include all travel to work-related activities once the employee arrives at Tri-Com. Tri-Com
reserves the right to require employees to work for the entire two (2) hours.

Section 15.9 Unscheduled Overtime.
The following overtime procedure for unscheduled overtime will be implemented upon
ratification of this Agreement:

Should overtime work be necessary with less than 10 (ten) days notice, the time shall first be
offered to the employees who are working or scheduled to work the shifts immediately preceding
and following the overtime hours, beginning with the employee who has worked the fewest
overtime hours during the thirty day period preceding the overtime and the number of overtime
hours each employee is scheduled to work during the seven day period following the overtime.
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If none of these employees voluntarily accepts the overtime, the following procedure shall be
followed.

Employees who are on vacation, holiday, personal, compensatory time or safety time may be
called and offered the overtime unless they have chosen to not be called during this time. An
employee may decide to cancel his/her vacation, holiday, personal, compensatory time or safety
time and work the overtime. The vacation, holiday, personal, compensatory time or safety time
can then be taken on a future occasion. If the overtime being covered is not created by an
employee on vacation, said employee can voluntarily cover overtime on another shift while
maintaining their used benefit time on their regularly scheduled shift. Calling an employee at
home will be considered an offer of overtime even if the employee does not answer the
telephone.

If no one voluntarily accepts the overtime, and the list is exhausted, the shift supervisor/TIC shall
then assign mandatory overtime to the employee with the least amount of overtime during the
thirty day period preceding the overtime and the number of overtime hours each employee 1s
scheduled to work during the seven day period following the overtime, provided that the
following conditions are met:

1. The employee is not on vacation, personal, holiday, compensatory or safety time off.
The overtime will not cause the employee a double-back of less than eight hours
before or after the overtime, and

3. The employee 1s not already working or scheduled to work overtime or a
trade/payback.

If an employee does not return the call or refuses to report for a mandatory overtime assignment,
then the employee will be the last person called for the next voluntary overtime assignment and
will be the first person called for the next mandatory overtime assignment. It is expressly
understood that while this will be a sanction for not retwrning a call or refusing a mandatory
overtime assignment, the level of this sanction shall be considered non-precedential in nature,
and shall not be considered in any future proceeding to establish the level of the sanction in any
future contract.

Section 15.10 Scheduled Overtime.

Scheduled overtime shall be defined as any overtime that is scheduled at least ten (10) days in
advance of the time the overtime is scheduled to begin. Scheduled overtime shall be posted in a
location that is accessible to all employees for the purpose of allowing employees to sign up for
available overtime hours. Overtime posting shall be done at 0715, 1515 and 2315 hours, on a
rotating basis.

Scheduled overtime shall be offered according to the following procedure:

a. Offered to those employees working the shift prior and the shift after;
b. Offered to those employees on days off;
c. If two or more employees volunteer for the same shift, then the overtime will be

offered to the employee with the least amount of overtime hours worked in that
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week;
d. If this is equal, the shift will be offered to the employee who is most senior.

If no one volunteers to work the scheduled overtime in a timely manner, the overtime shall be
filled on an ordered basis according to the procedures set forth in Section 15.9. An employee
who signs up for an overtime shift is responsible for finding a replacement if they cannot make
the shift and has given less than two weeks notice excepting cases of illness.

Section 15.11 Compensatory Time.

Employees may use accrued compensatory time in lieu of unpaid time off if they make a request
to the Director or her designee. Compensatory time may be taken in fifteen minute increments.
The Director or designee shall respond to the request as soon as possible but no later than 2
working days after the request is submitted.

Tri-Com will grant compensatory time off in lieu of overtime payment at the same rate of pay at
the employee’s request. Compensatory time will accumulate to a maximum of 480 hours and
may be carried over to the following vear.

Section 15.12 Standby Pay.

Employees who are required by Tri-Com to be on standby for work on a day-off shall be
compensated for an additional three (3) hours of pay per day at one-and-one-half (1 %) times
their regular pay rate. This compensation shall be an additional one (1) hour per day at one-and
one-half (1 '4) time the regular pay rate for standby time before or after an employees’ work
hours on a work-day. If called for duty, the employee shall receive compensation for time
worked.

Section 15.13 Work Duties.
Employees may not engage in activities during work hours which interfere with job duties and
responsibilities,

Section 15.i4 CAD Administrator Shift Schedule.

The CAD Administrator’s days off shall be Saturday, Sunday, with the understanding that
certain tasks may have to be completed on days off from home on mutual agreement between the
CAD Administrator and the Director. Tri-Com and the CAD Administrator(s) may mutually
agree to temporarily or permanently adjust the days-off schedule. o

Section 15.15 CAD Administrator Hours of Work.
The CAD Administrator will have the ability to flex their hours by mutual agreement between
the CAD Administrator and the Director.

Section 15.16 Non-Dispatch Personnel Completing Dispatch Work.

It is understood that in order to maintain proficiency with their job assignments, the CAD
Administrator and Training Coordinator need to complete dispatch work occasionally. The CAD
Administrator and Training Coordinator can be scheduled to work dispatch to maintain their
skill, cover unplanned staff shortages, or to assist with dispatch emergencies, including weather
and major events, as their regular work schedule allows. The CAD Administrator may not be
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assigned to work dispatch for these reasons more than 24 hours per month. In the event of an
actual emergency, the CAD Administrator and Training Coordinator may be assigned to dispatch
work, and that work will not count towards the twenty-four hour limitation for the CAD
Administrator.

Additionally the Training Coordinator may work dispatch while training with a new employee.

ARTICLE XVI1
WAGES

Section 16.1 Wage Schedule.

Section 1. Salaries.

For all employees hired on or before April 30, 2011, salaries through and including April 30,
2017 , shall be paid according to Appendix A.

For all employees hired on or after May 1, 2011, salaries through and including April 30, 2017,
shall be paid according to Appendix B.

Section 2. Placement on Step System.

Current employees will be placed in the step system on May 1, 2014 as shown in Appendix C.

New employees will normally begin their employment at the minimum level of the pay range for
their job classification. However, Tri-Com may place new employees with prior experience in a
similar position at a rate in the appropriate pay range that is higher than the minimum (starting)
rate.

Section 3. Movement Through Step Svstem.

On May 1, 2014 , employees will advance to the appropriate step in the step system based on
their seniority, as shown in Appendix C.

Promoted employees, new employees and employees changing to full-time statas shall move
step annually on their anniversary date for their first year of service in the new position.

Telecommunicators and Supervisors hired on or after May 1, 2011 shall move through the step
system as follows:

Step 1 0-2 years of service

Step 2 2-5 years of service

Step 3 5-7 years of service

Step 4 7+ years of service
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Section 4, Pay Day.
Employees shall be paid every other week on Friday and may be by direct deposit if requested by
the employee. If a holiday falls on a payday, paychecks will be distributed on the previous

workday, whenever possible.

Section 5. Retroactivily.

Wages shall be retroactive to 5/01/14.

During the term of this Agreement, no employee shall suffer any loss of pay as a result of the
negotiated salary schedule.

Section 16.2 Telecommunicator in Charge Pay.
A Telecommunicator in Charge will receive an additional $2.25 per hour for all hours worked in
such capacity.

Section 16.3 Training,
Communication Training Officers (CTOs) will be paid an additional $ 2.25 per hour for all hours
actually worked training other employees.

Section 16.4 Working out of Classification

An employee who is temporarily assigned to a supervisory position will be compensated at the
beginning pay rate for that position, or ten percent above the employee’s base rate, whichever is
higher. The pay increase will be effective on the first day of the temporary appointment. At the
conclusion of the temporary appointment the employees rate of pay shall immediately revert
back to the rate of pay commensurate with the employees placement in the prevailing step plan,
and will include any step increases that the employee would have ordinarily been awarded in this
or their permanent position.

Section 16.5 Deferred Compensation Contribution.
Tri-Com shall continue to provide an elective Internal Revenue Service approved Deferred

Compensation Contribution savings Plan for employees through payroll deductions.

Section 16.6 Flexible Spending Account.

Tri-Com shall continue to provide to its covered employees a Section 125 Flexible Spending
Plan in accordance with Internal Revenue Service guidelines through payroll deductions. The
maximum contribution amount will be the same as the maximum confribution amount
established by the City of Geneva.




ARTICLE XVII
HOLIDAYS AND PERSONAL LEAVE

Section 17.1 Helidays Observed.
The following holidays have been officially designated by Tri-Com as observed holidays. All
full-time employees shall observe these days and shall receive regular pay:

New Year's Day

Martin Luther King, Jr. Day
Presidents’ Day

Spring Holiday (Friday before Easter)
Memorial Day
Independence Day

Labor Day

Thanksgiving Day

Day After Thanksgiving
Christmas Eve Day
Christmas Day

Bargaining unit employees who work on a Tri-Com recognized holiday shall be compensated at
the following hourly rate of pay. These employees also have the option of taking eight (8) hours
of paid time-off on a future date in lieu of holiday pay. For major holidays, employees who
work eight (8) hours and wish to take eight (8) hours of holiday time-off on a future date will
receive four (4) hours of holiday pay.

Holiday pay may be accrued from year to year with no maximum number of hours accrued.

Major Holidays Pay if 8 Hours Worked Pay If Not Worked
New Year’s Day 20 hours 8 hours
Memorial Day 20 hours 8 hours
Independence Day 20 hours 8 hours
Thanksgiving Day 20 hours 8 hours
Christmas Eve Day 20 hours 8 hours
Christmas Day 20 hours & hours
Other Holidays Pay If 8 Hours Worked Pay If Not Worked
Martin Luther King, Jr. Day 16 hours 8 hours
President’s Day 16 hours 8 hours
Spring Holiday 16 hours 8 hours
Labor Day 16 hours 8 hours
Day After Thanksgiving 16 hours 8 hours

Section 17.2 Eligibility Reguirements.
Employees shall work all holidays when scheduled as part of their normal work schedule. To be
eligible to receive pay in recognition of a holiday, a full-time employee must work or have
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previously approved leave time on the full scheduled day before and after the holiday, in addition
to the full holiday when scheduled as part of their normal work schedule.

Section 17.3 Personal Business Leave.

With prior approval of the immediate non-bargaining unit supervisor, if one is available, or to a
bargaining umit supervisor if not, which shall not be unreasonably denied, full-time non-
probationary employees may request to use up to three (3) 8-hour days per year for personal
business. Probationary employees are not entitled to any personal days during their first year of
employment. On their first anniversary date, probationary employees will receive one personal
day. On their second anniversary date, probationary employees will receive three personal days.

Personal business leave must be used by the end of the employees' anniversary year or it will be
lost; it cannot be carried over from year to year and is not payable upon separation from
employment. Requests for personal business leave shall be made no later than forty-eight (48)
hours in advance of the desired time off, except for unexpected family emergencies, in which
case the employee will notify the supervisor as soon as possible. The Director or his designee
has discretion to approve or deny such requests.

ARTICLE XVIII
EMPLOYEE ALCOHOL AND DRUG TESTING

Section 18.1 Drug and Alcohol Testing.

In order to help provide a safe work environment and to protect the public by insuring that
employees have the physical stamina and emotional stability to perform their assigned duties the
Tri-Com may require employees to submit to urinalysis and/or other appropriate tests in the
following situations: 1. post-employment offer; 2. post-accident or post-injury; or 3. where there
are reasonable suspicions to believe the employee is in violation of the prohibitions set forth
below:

{(a) Consuming or possessing alcohol at any time during or just prior to the beginning of
the work day or anywhere on any Tri-Com premises or job sites, including Tri-Com
buildings, properties, vehicles and the employee’s personal vehicle while engaged in
Tri-Com business;

(b) Possessing, using, selling, purchasing or delivering any illegal drug at any time and
at any place; or

{c) Possessing, using, selling, purchasing or delivering prescription drugs in an illegal
manner.

Section 18.2 Test To Be Conducted.
In conducting the testing authorized by this Agreement, Tri-Com shall:
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(a) Use only a clinical laboratory or hospital facility which is certified by the State of
[llinois to perform drug and/or alcohol testing,

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

{c) Confirm any sample that tests positive in initial screening for drugs by testing the
second portion of the same sample.

{d) Provide the employee tested with an opportunity to have the additional sample tested
by a clinical laboratory or hospital facility of the employee’s choosing, at the
employee’s own expense; provided the employee notifies the Tri-Com within
seventy-two hours of receiving the results of the test.

(e} Require that the laboratory or hospital facility report to the Tri-Com that the blood or
urine sample is positive only if both the initial screening and confirmation test are
positive on a particular drug. The parties agree that should any information
concerning such testing or the results thereof be obtained by the Tri-Com
inconsistent with the understandings expressed herein (e.g., billings for testing that
reveal the nature or number of tests administered), the Tri-Com will not use such
information in any manner or form adverse to the employee’s interests.

(f) Provide each employee tested with a copy of all information and reports received by
Tri-Com, in connection with the testing and the results.

(g) Require that with regard to alcohol testing, for the purpose of determining whether
the employee is under the influence of alcohol, test results showing an alcohol
concentration of .02 or more based upon the grams of alcohol per 100 milliliters of
blood be considered positive.

Section 18.3 Voluntary Requests for Assistance.
Tri-Com employees may seek confidential assistance for drug or alcohol problems through the
EAP program.

ARTICLE XIX
MISCELLANEOUS

Section 19.1 Ratification and Amendment.

This Agreement shall become effective when ratified by the Union and Tri-Com Board and
signed by authorized representatives thereof and may be amended or modified during its term
only with mutual written consent of both parties.




Section 19.2 Physical Examinations.

If, at any time, there is any question concerning an employee’s fitness for duty or fitness to
return to duty following a layoff or leave of absence, Tri-Com may require, at its expense (to the
extent not otherwise paid for by the employee’s insurance), that the employee have a physical
examination and/or psychological examination by a qualified and licensed physician and/or
psychologist selected by Tri-Com. The employee specifically retains the right to challenge Tri-
Com’s unreasonable refusal to return an employee to work due to a fitness for duty examination.

Section 19.3 Qutside Emplovment.

Employees shall not be employed by employers other than Tri-Com, nor shall they contract for
or accept anything of value in retwrn for services, nor shall they otherwise be self-employed for
remuneration, without the prior written approval of the Director, which shall not be unreasonably
denied. Employees wishing to hold outside jobs, including self-employment, which will not
result in a conflict of interest or infringe on their ability to do their job for Tri-Com, shall apply
in writing to the Director for approval on a form provided by Tri-Com. Such application shall be
approved or denied within ten (10) working days after submission. If outside employment,
including self-employment, has previously been approved or permitted by Tri-Com, and if it
later is determined that such outside employment, including self-employment, may result in a
conflict of interest or infringe on the ability of the employee to do his job for Tri-Com, or
increase Tri-Com’s exposure to legal liability, prior approval for such outside employment may
be revoked. Such revocation remains subject to the grievance procedure.

Section 19.4 Americans with Disabilities Act.

The parties agree that Tri-Com has an affirmative obligation to be in compliance with the
requirements of the Americans with Disabilities Act (“ADA”). The Union agrees to cooperate
with Tri-Com in its compliance with the ADA and Tri-Com agrees to do so in a manner that is
minimally invasive of the collective bargaining agreement wherever possible.

Section 19.5 No Smoking.

All employees are strongly encouraged to quit smoking. Any employees who do not quit
smoking may be required by Tri-Com or department policy to confine their smoking to a
designated area(s). Employees going to the smoking area shall be required to carry a portable
radio.

ARTICLE XX
MAINTENANCE OF BENEFITS

All direct economic benefits which are not set forth in this Agreement and are currently in effect
shall continue and remain in effect until such time as the Employer shall notify the Chapter of its
intention to change them. Upon such notification and if requested by the Chapter, the Employer
shall meet and discuss such change before it is finally implemented by the Employer. Any
change made without such notice shall be considered temporary pending the completion of such
meet and confer discussions. If those discussions result in impasse, Tri-Com shall have the right
to implement its proposed changes. If the Chapter becomes aware of such a change and has not
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received notification from the Employer, the Chapter must notify the Employer within thirty (30)
days of the date the Chapter became aware of such change and request discussions or such
maction shall act as a waiver of the right to participate in such discussions by the Chapter. {f no
agreement is reached within thirty (30) calendar days after discussions begin, Chapter shall have
the right to refer the allegation that the Employer unilaterally implemented the change without
bargaining to impasse to Arbitration pursuant to the grievance procedure of this Agreement; the
parties agree that the Employer shall have the right to temporarily implement the change during
the period of said bargaining and article of arbitration.

ARTICLE XXI
SAVINGS CLAUSE

In the event any Article, section or portion of this Agreement should be held invalid and
unenforceable by any board, agency or court of competent jurisdiction or by reason of any
existing or subsequently enacted legislation, such decision or legistation shall apply only to the
specific Article, section or portion thereof specifically specified in the board, agency or court
decision or legislation, and the remaining parts or portions of this Agreement shall remain in full
force and effect. In such event, upon request of either party, the parties shall meet within ten
(10) days of such notification and negotiate with respect to possible replacement language for the
mvalidated Article, section or portion of this Agreement. The provisions of Article VIT (No-
Strike; No Lockout) shall remain in effect during such negotiations.

ARTICLE XXII
ENTIRE AGREEMENT

This Agreement constitutes the complete and entire Agreement between the parties and
conciudes collective bargaining between the parties for its term. The parties acknowledge that
during the negotiations that 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. Accordingly, the Employer and the Union, for the duration of this Agreement, each
voluntarily and unqualifiedly waives the right, and each agrees that the other shall not be
obligated, to bargain collectively with respect to any subject or matter referred to or covered in
this Agreement, except that the Union shall have the right to effects bargaining as provided in the
Illinois Public Labor Relations Act, and Tri-Com shall have the right to temporarily implement
management decisions pending final resolution of any effects bargaining as timely requested by
the Union, unless specifically provided otherwise in this Agreement.



ARTICLE XX1I1
TERMINATION

This Agreement is effective May 1, 2014, and shall continue in full force and effect until April
30, 2017 ,and thereafter shall be continued for annual periods unless notice of termination is
given in writing by registered or certified mail by either party no less than sixty (60) nor more
than ninety (90) days prior to April 30, 2017, or the expiration of any extension hereof. In the
event such notice has been served and negotiations for a new Agreement are not completed by
the expiration of said sixty (60) days’ notice or the above termination date, whichever occurs
later, the parties shall nevertheless continue to observe the terms and conditions of this
Agreement as signed or until at least forty-eight (48) hours after either party gives the other
written notice of its intent to terminate this Agreement or any extension thereof.

METROPOLITAN ALLIANCE OF
POLICE

A
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(Name)
President, Metropolitan Alliance of Police
Tri-Com Dispatch Chapter #531

Joseph Andalina,
President, Metropolitan Alliance of Police

Date
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EMPLOYEYXS HIRED ON OR BEFORE APRIL 30, 2011

APPENDIX A

1st 2nd 3rd 4th 5th 6th Tth
Telecommunicator Entry Anniversary |Anniversary| Anniversary | Anniversary | Anniversary | Anniversary |Anniversary
5/1/13
Hourly $21.03 $22.26 $23.50 $24.74 $25.97 $27.21 $28.45 $20.69)
Bi-weekly $1,682.18 $1,781.14 $1,880.06 $1,979.03 $2,077.98 $2,176.94 $2,275.90 $2,374.86|
F/T Annual $43,736.75 546,309.69| $48,881.55 $51,454.69 $54,027.43]  $56,600.38 $59,173.32| $61,746.26
5/1/2014
2'50% SO
Hourly $21.55 $22.82 524.09 $25.36 $26.62 527.89 $29.16 $30.43
Bi-weekly $1,724.24 $1,825.67 51,927.06 52,028.50 $2,129.93 $2,231.36 $2,332.79 $2,434.23
Annual 544,830.17 $47,467.43| 550,103.59 $52,741.06 $55,378.12|  $58,015.39 $60,652.65| 563,289.92] '
5112015
2.50%
Hourly $22.09 $23.39 524.69 525.99 $27.29 $28.59 $29.89 s$31.13)
Bi-weekly $1,767.34 $1,871.31 51,975.24 $2,079.21 $2,183.18 52,287.15 $2,391.11 $2,495.08
Annual $45,950.92 $48,654.12| 5$51,356.18} $54,059.58 $56,762.57| $59,465.77 $62,168.97| $64,872.16
si2016 | v
2.50%
Hourly $22.64 $23.98 $25.31 $26.64 $27.97 $25.30 $30.64 $3197,
Bi-weekly $1,811.53 $1,918.10 $2,024.62 $2,131.20 52,237.76 $2,344.32 $2,450.89 $2,557.46|
Annual 547,099.70 549,870.47] $52,640.08 $55,411.07 558,181.63 $60,952.42 $63,723.19| 566,493.97{

Wages are retroactive to 05/01/14.
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APPENDIX A
EMPLOYEES HIRED ON OR BEFORE APRIL 30, 2011

1st 2nd 3rd 4th 5th 6th 7th
Shift Supervisor Entry Anniversary | Anniversary | Anniversary |Anniversary; Anniversary | Anniversary [ Anniversary
5/1/13 '
Hourly $26.01 $27.54 $29.07 $30.83 $32.13 $33.66 $35.19 $36.72
Bi-weekly $2,080.81]  $2,203.25]  $2,325.65|  $2,466.05| $2,570.44]  $2,692.84|  $2,815.24] $2,937.68]
F/T Annual $54,101.04| $57,284.48| $60,466.82| $64,117.18| $66,831.52] $70,013.86] $73,196.23| $76,379.66
5/1/2014
2.50%
Hourly $26.66 $28.23 $29.80 $31.60 $32.93 $34.50 $36.07 $37.641 ..
Bi-weekly $2,132.83|  $2,258.33] $2,383.79]  $2,527.70| $2,634.70]  $2,760.16|  $2,885.62|  $3,011.12]
Annual $55,453.57|  $58,716.59] $61,978.49] $65,720.11| $68,502.31] $71,764.21] $75,026.14] $78,289.15
—
2.50% ..................
Hourly $27.33 $28.93 $30.54 $32.39 $33.76 $35.36 $36.97 $38.58
Bi-weekly $2,186.15|  $2,314.79]  $2,443.38]  $2,590.89| $2,700.57|  $2,829.17| $2,957.76]  $3,086.40
Annual $56,839.91]  $60,184.51] $63,527.95| $67,363.11| $70,214.87| $73,558.31] $76,901.79] $80,246.38
5/1/2016
2.50%
Hourly $28.01 $29.66 $31.31 $33.20 $34.60 $36.25 $37.90 $39.54|
Bi-weekly $2,240.80]  $2,372.66] $2,504.47]  $2,655.66| $2,768.00|  $2,809.80|  $3,031.71] $3,163.56|
Annual $58,260.90]  $61,689.12] $65,116.15] $69,047.19] $71,970.24| $75,397.27| $78,824.33| 9$82,252.54]

Wages are retroactive to 05/01/14
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APPENDIX A
EMPLOYEELS HIRED ON OR BEFORE APRIL 30, 2011

1st 2nd 3rd 4th

CAD Systems Admin. Entry Anniversary | Anniversary | Anniversary Anniversary

5/1/2013 o
Hourly $28.51 $30.19 $31.87 $33.55 $40.26]
Bi-weekly $2,281.14 $2,415.32 $2,549.50 $2,683.72 $3,220.44
F/T Annual $59,309.71 $62,798.38 $66,287.07 569,776.82 583,731.53

5/1/2014

2.50%

Hourly $29.23 $30.95 $32.67 $34.39 541.26
Bi-weekly $2,338.17 52,475.71 $2,613.24 $2,750.82 $3,300.95
Annual $60,792.45 $64,368.34 $67,944.25 $71,521.24 $85,824.82

5/1/2015 :
Hourly 529.96 $531.72 533.48 $35.24 542.29 e
Bi-weekly $2,396.63 $2,537.60 $2,678.57 $2,819.59 $3,38348,
Annual $62,312.26 $65,977.55 569,642.85 $73,309.27 $87,970.44|

5/1/2016
Hourly $30.71 $32.51 $34.32 $36.13 543.35
Bi-weekly $2,456.54 $2,601.04 $2,745.54 $2,890.08 53,468.07 :
Annual $67,626.99 $71,383.92 $75,142.00 $90,169.70|

$63,870.07

Wages are retroactive to 05/01/14
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APPENDIX B
EMPLOYEES HIRED ON OR AFTER MAY 1, 2011

Telecommunicator 0-2 years 2-5 years 5-7 years 7 + years
5/1/13
Hourly $21.03 $23.50 $27.21 $29.69 -
Bi-weekly $1,682.19]  $1,880.08 $2,176.92)  $2,37485 ..
F/T Annual $43,737.00 $48,882.00 $56,600.00{  $61,746.00
5/1/2014
2.50%
Hourly 521.55 $24.09 $27.89 $30.43 o
Bi-weekly $1,724.25 $1,927.08 $2,231.35 $2,434.22,
Annual $44,830.43 $50,104.05 $58,015.00|  $63,289.65 '
5/1/2015
2.50%
Hourly $22.09 $24.69 $28.59 $31.19 '
Bi-weekly $1,767.35 $1,975.26 $2,287.13 $2,495.07| e
Annual $45,951.19 $51,356.65 $59,465.38]  $64,871.89)
5/1/2016
Hourly $22.64 $25.31 $29.30 $31.97 .:
Bi-weekly 5181154  $2024.64] 234431  S2557.45
Annual $47,099.97 $52,640.57 $60,952.01]  $66,493.69 :

Wages are retroactive to 05/01/14
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APPENDIX B
EMPLOYEES HIRED ON OR AFTER MAY 1, 2011

Shift Supervisor 0-2 years 2-5 years 5-7 years 7 + years
51713 R S
Hourly $26.01 $29.07 $33.66 $36.72| NP D—
Bi-weekly 52,0081  $2,37565|  $2,60285|  s293760| |
F/T Annual $54,101.00 $60,467.00 $70,014.00 $76,380.00 :
5/1/2014
2.50”/0
Hourly 526:66 $29.80 $34.50 537.64 I
Bi-weekly $2,132.83 52,383.80 $2,760.17 $3,011.13;
Annual $55,453.53 $61,978.68 $71,764.35 $78,289.50]
5/1/2015
Hourly $27.33 530.54 535.36 538.58
Bi-weekly $2,186.15 $2,443.39 $2,829.17 $3,086.41)
Annual $56,839.86 $63,528.14 $73,558.46 $80,246.74|
5111201 6 ..........................
2.50%
Hourly $28.01 $31.31 536.25 $39.54f
Bi-weekly $2,240.80 52,504.47 $2,899.90 $3,163.57
Annual $58,260.86 $65,116.35 $75,397.42 $82,252.91

Wages are retroactive to 05/01/14
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APPENDIX B
EMPLOYEES HIRED ON OR AFTER MAY 1, 2011

CAD Systems Admin 0-2 years 2-3 years 3-5 years 5 + years
5/1/13
Hourly $28.51 $31.87 $33.55 $35.22
Bi-weekly $2,281.15 $2,549.50 $2,683.73 $2,817.92
F/T Annual $59,310.00| $66,287.00 $69,777.00 $73,266.00
5/1/2014
2.50% )
Hourly $29.23 $32.67 $34.39 $36.10
Bi-weekly $2,338.18 $2,613.24 $2,750.82 $2,888.37 o
Annual $60,792.75|  $67,944.18]  $71,521.43]  $75007.65, -
5/1/2015
2.50% ) :
Hourly $29.96 $33.48 $35,24 $3704
Bi-weekly $2,396.64 52,678.57 $2,819.59 $2,9%058
Annual $62,312.57] $69,642.78 $73,309.46 $76,975.091 '
5/1/2016
2.50% e
Hourly $30.71 $34.32 $36.13 $37.93
Bi-weekly $2,456.55 $2,745.53 $2,890.08 $3,034.59
Annual $63,870.38]  571,383.85 $75,142.20 $78,899.47

Wages are retroactive to 05/01/14
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APPENDIX C
PLACEMENT ON STEP SCHEDULE

Batres, A" 5/19/2014 Step 1 Step 1 Step 2
Chudzick, A. 7/6/2004 Step 8 Step 8 Step 8
Classen, L. 11/10/2008 Step 6 Step 7 Step 8
Davis, K. (supv) 5/5/1993 Step 8 Step 8 Step 8
Kellum, [2.** 7/9/2012 Step 2 Step 3 Step 3
Kleveno, T. **

(CAD Adntinistrator) 3/14/2013 Step 2 Step 2 Step 3
Korf, D. 10/4/1991 Step 8 Step 8 Step 8
Kunstler, A.** §/23/2013 Step 1 Step 2 Siep 2
Mechowski, S. {supv) 1/5/2004 Step 8 Step 8 Step 8
Muller, V. (supv)*™ 11/12/2012 Step 1 Step 1 Step 2
Pool, M. 11/13/2000 Step 8 Step 8 Step 8
Ryan, M. 10/15/20067 Step 8 Siep 8 Step 8
Stevens, J. 10/29/1990 Step 8 Step 8 Step 8
Stoffa, S. 2/6/2006 Step 8§ Step8 Step 8
Thomas, 3.** 3/4/2013 Step 1 Step 2 Step 2

**Applicable step advancements occur on anniversary date for any employee
hired after May 1, 2011.
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