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AGREEMENT
Between
CITY OF EVANSTON
And
EVANSTON FIRE FIGHTERS ASSOCIATION
LOCAL NO. 742
INTERNATIONAL ASSOCIATION OF FIRE FIGHTERS
AFL-CIO-CLC

THIS AGREEMENT is entered into by and between the CITY OF EVANSTON,
ILLINOIS (hereinafter called the “City” or “Employer”) and EVANSTON FIRE FIGHTERS
ASSOCIATION, LOCAL NO. 742, INTERNATIONAL ASSOCIATION OF FIRE FIGHTERS,
AFL-CIO-CLC (hereinafter called the “Union” or “Association”).

WHEREAS, it is the purpose of this Agreement to increase general efficiency in
the Fire Department, to maintain the existing harmonious relationship between the Fire
Department and its employees and to promote the morale, rights and well-being of the
members of the Fire Department, and to resolve grievances and prevent strikes or other

disruption of work; and

WHEREAS, the Fire Department and the individual members of the Union are to
regard themselves as public employees and are to be governed by the highest ideals of
honor and integrity in all their public and personal conduct, in order that they may merit

the respect and confidence of the general public.



ARTICLE 1

Recognition and Representation

Section 1.1. Recognition and Representation. The City recognizes the Union as
the sole and exclusive bargaining agent with respect to wages, hours and other
conditions of employment for all uniformed classifications, including the rank of Shift

Chief, below the rank of Assistant Fire Chief.

Section 1.2. Probationary Employees. Probationary employees are covered by
this Agreement; provided, however, that probationary employees during the first twelve
(12) months of employment may be terminated or otherwise disciplined at the sole
discretion of the City and such action shall not be subject to the grievance or arbitration
procedure of this Agreement This probationary employment period may be extended
for an employee who is required as a condition of employment to be a certified
paramedic, during which time the sole reason that an employee may be discharged
without cause or a hearing is for failing to meet the requirements for Paramedic

certification as provided in Sections 15.1 and 15.6.



ARTICLE I1
Union Membership and Checkoff

Section 2.1. Fair Share. Employees covered by this Agreement who are Union
members as of the effective date of this Agreement, shall be required to maintain
membership in the Union or if not members to pay, in lieu of dues, a fair share fee
consisting of their proportionate share of the collective bargaining process, contract
administration, and pursuit of matters affecting wages, hours and other conditions of
employment. Employees hired on or after the effective date of this Agreement who
elect not to become members of the Union shall also be required, following the
completion of their probationary period, to pay a fair share fee. The amount of the fee
shall be certified to the City by the Union, and fair share deductions shall be made at

the same time and in the same manner as dues checkoff deductions under Section 2.2.

Should any employee object to paying a fair share to the Union based upon bona fide
religious tenets or teachings of a church or religious body of which such employee is a
member, an amount equal to the employee’s fair share shall be paid to a nonreligious
charitable organization mutually agreed upon by the employee and the Union. If the
employee and the Union are unable to agree on the matter, payments in lieu of fair
share shall be made to a charitable organization from a list of charitable organizations
approved by the lllinois State Labor Relations Board. The Union shall certify to the City
the charitable organization to which such payments are to be made, or the employee
may elect to make such payments directly to the designated organization, provided that

written receipts evidencing payment are supplied to the Union on a monthly basis.

Section 2.2. Checkoff. Upon receipt of a signed authorization from an employee in
the form set forth in Appendix “A”, the City agrees for the duration of this Agreement to
deduct from such employee’s pay uniform monthly dues and uniform assessments
(which may include a uniform amount to cover house dues if the Association so elects).
The Union will notify the City in writing of the amount of the uniform dues or uniform

assessments to be deducted. Deductions shall be made on the second City payday of



each month and shall be remitted, together with an itemized statement, to the

Treasurer of the Association no later than seven (7) days following the deduction.

Section 2.3. Indemnification. The Union shall indemnify the City and hold it
harmless against any and all claims, demands, suits or other forms of liability that may
arise out of, or by reason of, any action taken by the City for the purpose of complying

with the provisions of this Article.



ARTICLE I11

No Discrimination

Section 3.1. General. Neither the City nor the Union shall discriminate against any
employee because of race, creed, color, sex, national origin or Union activity. The use
of the masculine pronoun in this document is understood to be for clerical convenience
only, and it is further understood that the masculine pronoun includes the feminine

pronoun as well.

Section 3.2. Political Activity. Employees shall have the right to engage in
political activities, including to identify themselves as members of the Evanston Fire
Department, as long as they engage in such activities while they are off-duty and not in
uniform and as long as they do not represent that their positions are positions that are
sanctioned by the City or the Evanston Fire Department and make no threats and
promises to voters concerning the delivery of services provided by the Evanston Fire

Department.
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ARTICLE IV
Management Rights

The City shall retain the sole right and authority to operate and direct the affairs of the
City and the Fire Department in all its various aspects, including, but not limited to, all
rights and authority exercised by the City prior to the execution of this Agreement,
except as modified in this Agreement. Among the rights retained is the City’s right to
determine its mission and set standards of service offered to the public, to direct the
working forces, to plan, direct, control, and determine the operations or services to be
conducted in or at the Fire Department or by the employees of the City; to assign and
transfer employees; to hire, promote, demote, suspend, discipline or discharge for just
cause, or relieve employees due to lack of work or for other legitimate reasons; to
make and enforce reasonable rules and regulations; to change methods, equipment or
facilities; provided, however, that the exercise of any of the above rights shall not

conflict with any of the provisions of this Agreement.
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ARTICLE V

Seniority

Section 5.1. Definition. Seniority is defined as the employee’s length of continuous
service since his last date of hire, plus periods of prior service with the City’s Fire
Department, but in no event including any service as a temporary employee. Seniority

shall be determined from the following:

a. Date of hire

b. Placement on eligibility list

For those employees hired under category grouping, the following shall be used:
I. Date of hire
il Category group placement
iii. Date of original employment application

iv. Coin toss

Section 5.2. Layoff and Recall. In the event of layoff, the employee

or employees with the least service in the classification shall be laid off. If a Shift Chief
is removed from his classification under the preceding sentence, he shall displace the
Fire Captain with the least service in that classification. If a Fire Captain is removed or
displaced from his classification under the preceding sentences, he may displace the
least senior Fire Fighter and the Fire Fighter so displaced will be laid off. When the
City decides to recall to any classification reduced by layoff, it will recall any displaced
or laid off employees to the positions affected in inverse order of removal, before

making any new promotions or appointments.

Section 5.3. Vacation Selection on Scheduling Vacation. When the City
schedules vacations, employees shall be given preference as to vacation selection on
the basis of seniority in the Fire Department (not within rank) and by shift to the extent
that such scheduling will not interfere with Fire Department operations. Vacation days

must be scheduled in no less than 24-hour increments. Employees shall be permitted

12



an unlimited number of vacation picks, so long as such scheduling is consistent with the
following sentence: The total number of employees scheduled off per shift for Kelly
Days under Section 10.1 and vacation days shall be six employees (unless fewer
vacation requests are received) except that only three (3) employees in the rank of Fire

Captain or Shift Chief may be scheduled off for vacation on any shift.

The City reserves the right to suspend and reschedule vacations and recall personnel
during periods of extreme emergencies such as periods of conflagrations, riots, natural
and man-made disasters, war, civil strife, injury, illness or sickness of a large number of

the Fire Department employees.
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ARTICLE VI

Grievance Procedure

Section 6.1. Definition of Grievance. A grievance is a difference of opinion
between an employee or the Union and the City with respect to the meaning or
application of the terms of this Agreement, or with respect to inequitable application of
the Personnel Rules of the City or with respect to inequitable application of the Rules of

the Fire Department.

Section 6.2 Grievance Committee.: Stewards. The Union shall appoint a
Grievance Committee of not more than three (3) members to attend grievance
meetings scheduled pursuant to Step 2 and Step 3. The Union may appoint nine (9)
Stewards to participate in the grievance procedure to the extent set forth in Step 1 of
the grievance procedure. The Union shall notify the Fire Chief in writing of the names
of employees serving on the Grievance Committee and as Stewards. By mutual
agreement between the City and Union, the parties may be represented by non-

employee representatives at Step 3 of the grievance procedure.

Section 6.3. Grievarice Procedure. The Grievance Procedure set forth in this
Section applies to employees covered by this Agreement. Recognizing that grievances
should be raised and settled promptly, a grievance must be raised within twenty-one
(21) calendar days of the occurrence of the event giving rise to the grievance or within
twenty-one (21) calendar days of the date the employee has knowledge of the event

giving rise to the grievance. A grievance shall be processed as follows:

STEP 1: Written to Deputy or Division Chief: The Union may, within the
time limits set forth above, file a written grievance signed by the employee and his
Steward on a form provided by the City setting forth the nature of the grievance and
the contract provision(s) involved. The Deputy or Division Chief designated by the Fire
Chief to hear Step 1 grievances shall give a written answer in ten (10) calendar days

after receipt of the written grievance.
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STEP 2: Appeal to Chief: If the grievance is not settled in Step 1 and the Union
decides to appeal, the Grievance Committee shall, within ten (10) calendar days from
receipt of the Step 1 answer, appeal in writing to the Fire Chief. The Grievance
Committee and the Fire Chief will discuss the grievance within thirty (30) calendar days,
at a mutually agreeable time. If no agreement is reached in such discussion, the Chief
will give his answer in writing within ten (10) calendar days of the discussion.

STEP 3: Appeal to City Manager: If the grievance is not settled in Step 2 and
the Union decides to appeal, the Grievance Committee shall, within ten (10) calendar
days after receipt of the Step 2 answer, file a written appeal to the City Manager. If the
grievance involves a disciplinary suspension of seventy-two (72) hours or more, a
demotion, or a discharge, there shall be a Step 3 meeting and a Step 3 answer from the
City Manager. On all other grievances, the City Manager may elect not to hold a Step 3
meeting, in which event the City Manager shall advise the Union in writing within ten
(10) calendar days of receipt of the Step 3 appeal that the Step 2 answer of the Fire
Chief is the final City answer in the grievance procedure, at which point the Union may
appeal the grievance to Step 4, Arbitration, if the Union so chooses. In cases where the
City Manager will hear a Step 3 grievance, a meeting between the City Manager, or his
designee, and the Grievance Committee will be held at a mutually agreeable time,
generally within thirty (30) calendar days. If no settlement is reached at such meeting,
the City Manager, or his designee, shall give his answer in writing within twenty-one
(21) calendar days of the meeting.

STEP 4: Arbitration. If the grievance is not settled in accordance with the
foregoing procedure, the Union may refer the grievance to arbitration by giving written
notice to the City Manager within twenty-one (21) calendar days after receipt of the
City’s answer in Step 3. The parties shall attempt to agree upon an arbitrator promptly.
In the event the parties are unable to agree upon an arbitrator, the Federal Mediation
and Conciliation Service (FMCS) shall be requested by either or both parties to submit
simultaneously to both parties an identical list of seven (7) names of persons from their
grievance arbitration panel, who are members of the National Academy of Arbitrators

and are residents of lllinois, Wisconsin or Indiana. Both the Employer and the Union

15



shall have the right to strike three (3) names from the list. The parties by a toss of a
coin shall determine which party shall first strike one (1) name; the other party shall
then strike one (1) name; provided that either party before striking any names, shall
have the right to reject one panel in its entirety. The process will be repeated twice
and the remaining named person shall be the arbitrator. The arbitrator shall be notified
of his selection by a joint letter from the City and the Union requesting that he set a
time and place for hearing, subject to the availability of the City and the Union
representatives. The arbitrator shall have no right to amend, modify, nullify, ignore,
add to or subtract from the provisions of this Agreement. He shall consider and decide
only the specific issue submitted to him and his decision and award shall be based
solely upon his interpretation of the meaning or application of the terms of this
Agreement to the facts of the grievance presented. The decision and award of the
arbitrator, which conforms with his authority, shall be final and binding upon the City,
the Union and the employee or employees involved. The costs of the arbitration,
including the fee and expenses of the arbitrator, shall be divided equally between the
City and the Union. The City and the Union shall each be responsible for compensation
of their own witnesses and/or representatives who attend arbitration hearings;
provided, however, that the grievant shall be released from duty if necessary to attend
such hearing without loss of pay. One (1) Union representative and any additional
Union witnesses shall be released from work pursuant to Section 13.2, Exchange of

Duty, to attend the arbitration hearing.

Section 6.4. Time Limits. No grievance shall be entertained or processed unless it
is filed within the time limits set forth in Section 6.3. If a grievance is not appealed
within the time limits for appeal set forth above, or at least reasonably close to those
time limits, it shall be deemed settled on the basis of the last answer of the City,
provided that the parties may agree to extend any time limits. If the City fails to
provide an answer within the time limits so provided, the Union may immediately

appeal to the next Step.
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Section 6.5. [Investigation and Discussion. All grievance discussions and
investigations shall take place in a manner which does not interfere with City

operations. Generally, grievance meetings will be held during working hours.

Section 6.6. Civil Service. It is understood that matters subject to Civil Service are
not subject to this grievance procedure, except as provided in Section 6.8, Disciplinary
Grievances. This provision shall not be construed as limiting or removing any Union
right to bargain with respect to matters that remain subject to Civil Service (i.e., other

than disciplinary grievances) in any negotiations relating to successor contracts.

Section 6.7. Disciplinary Meetings. No meeting between the City and/or its
designee and an employee held for the purpose of discussing actual disciplinary matters
shall take place unless the employee and a designated Association representative have
been provided with a two-hour notice of the time, place and purpose of the meeting.
An Association representative shall be present at all such meetings. If said
representative is not present, the employee shall not be required to participate in said
meeting and the employee shall not be discharged or otherwise disciplined for said
refusal. Nothing in this Agreement shall waive and/or abridge any employee’s rights,
benefits or protections under the Firemen’s Disciplinary Act of lllinois, 50ILCS 745/et

seq.

Section 6.8. Disciplinary Grievances. Unless the first disciplinary offense is
sufficiently serious to warrant discharge, discipline in the Fire Department shall be
progressive and corrective, designed to improve behavior and not merely to punish.
Where the City believes just cause exists to institute disciplinary action, the Employer

shall have the option to assess the following penalties:

Oral reprimand
Written reprimand
Suspension
Demotion

Discharge

17



It is understood that the foregoing disciplinary steps may be repeated and/or certain
progressive disciplinary steps may be omitted, depending upon the seriousness of the

offense.

Grievances may be filed with respect to the just cause of any disciplinary action (other
than an oral reprimand) taken against an employee. If an employee is suspended or
discharged, a grievance protesting the suspension or discharge shall be filed in the first
instance at Step 3 of the grievance procedure within ten (10) calendar days of the
imposition of discipline, and shall thereafter be processed in accordance with Section
6.3 of this Agreement. If the discipline involves a disciplinary suspension of 72 hours or
more or demotion or discharge, the parties will request an arbitration panel pursuant to
the grievance/arbitration procedure of this Agreement when the grievance is filed at

Step 3, if the Union so requests in writing.

Discharge and disciplinary suspensions shall be subject to review under the grievance
procedure up to and including arbitration. Disciplinary actions shall be subject to review
under the grievance procedure only. Such review procedures are in lieu of and
expressly supersede and preempt the employee notification and appeal procedures of
the City Civil Service Commission. Such contractual review procedure shall be the sole

and exclusive method of reviewing all disciplinary action.
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ARTICLE VII

No Strikes — No Lockouts

The Union, its officers and agents, and the employees covered by this Agreement agree
not to instigate, promote, sponsor, engage in, or condone any strike, slowdown,
concerted stoppage of work or any other intentional interruption of operations. Any or
all employees who violate any of the provisions of this Article may be discharged or
otherwise disciplined by the City. The City will not lock out any employees during the

term of this Agreement as a result of a labor dispute with the Union.
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ARTICLE V111

Leaves of Absence

Section 8.1. Union Leave. Leaves of absence shall be granted, to the extent that
there is no interference with normal operations of the Fire Department, to employees
who are elected, delegated or appointed to attend State or National seminars or
conventions of the International Association of Fire Fighters, and other Labor Affiliation
conventions and meetings, including but not limited to State AFL-CIO Conventions,
Associated Fire Fighters of lllinois Conventions and District Meetings. Absence from an
employee’s regular shift because of said leave shall be paid by the City, but not to
exceed a total of fourteen (14) twenty-four (24) hour shifts per year for the bargaining
unit for the term of this Agreement. Any request for such leaves shall be submitted in
writing by the Union to the Fire Chief and shall be answered in writing, no later than
five (5) calendar days following the request. Furthermore, the City will attempt to
comply with employee requests to schedule holiday and vacation time off to coincide
with a Union convention or educational conference. An employee who takes extended
leave for full-time Union work shall hold reemployment rights for two (2) years to be
reemployed in the first available vacancy. These rights may be extended by mutual

agreement between the City and Union.

Section 8.2. Short-term Military Leave. Any employee who is a member of a
reserve force of the Armed Forces of the United States, or the State of Illinois, and who
is ordered by the appropriate authorities to attend training programs or perform
assigned duties shall be granted a leave of absence for the period of such activity and
shall suffer no loss of seniority rights. During leaves for annual training, the employee
shall continue to receive his or her regular compensation. During leaves for
reserve/guard basic training and up to 60 days of special or advanced training, if the
employee’s compensation for military activities is less than his compensation as an
employee, he shall receive his regular compensation as a public employee minus the
amount of his or her base pay for military activities provided the employee provides

proof of what he was paid during his reserve/guard training. For weekend military

20



leave, the employee shall have the option of: (a) being allowed the necessary time off

without pay; or (b) arranging a duty trade.

Section 8.3. Active Military Service. An employee who enters into the active
service of the Armed Forces of the United States while in the service of the City shall be

granted a leave of absence for the period of such service.

For employees who are members of the reserves or National Guard who are mobilized
to active military duty as a result of an order of the President of the United States, the
City will provide compensation during such leave equivalent to the difference between
the employee’s regular pay and the total compensation received for the period of
service, less any allowance for travel, lodging or food. The City agrees to maintain the
medical insurance and coverage (single or family) in which the employee is enrolled

when called to active duty, minus the regular employee contribution.

Employees ordered to active duty will present their orders to their supervisor as soon as
possible, but not later than within three (3) working days of receipt of such orders, and
shall place their request for Active Military Service leave in writing. To the best of the
ability of the employee and the City, the terms and conditions of such Active Military
Service will be placed in writing prior to the employee leaving for active duty; if not
possible, the information will be mailed to the employee’s designated agent (spouse or
other individual) and that person will be authorized by the employee to act on his
behalf on those matters while the employee is on active duty. Employees discharged
from the Armed Forces must report ready for assignment within ninety (90) days
following said discharge. The City shall have up to fourteen (14) days from the date of
application to place such returning serviceman. Employees covered under this Section
shall be credited with the seniority which would have accumulated during time spent in
the Armed Forces. Nothing in this section will prohibit the City from acting in

accordance with any federal or state-enacted legislation.
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Section 8.4. Education Leave. Employees may be granted, upon request, a leave
of absence not to exceed one (1) year for educational purposes, without pay. If leave
granted under this Section is for education which is related to fire service, seniority shall
accumulate during said leave. Leave under this Section may be extended upon mutual
agreement of the City and the employee. The City has the right to require a transcript

to prove that the employee satisfied the education leave requirement.

Section 8.5. Personal Leave. An employee with one (1) year of service in the
Department may be granted an unpaid personal leave of absence not to exceed one (1)
year. If the leave is thirty (30) calendar days or less, seniority shall accumulate, group
insurance shall continue as set forth in Article XI and the employee shall be reinstated
to his former position. If the leave is over thirty (30) calendar days, seniority shall not
accumulate, the employee may continue group insurance by paying the entire premium,
and the employee shall be eligible for rehire ahead of all other new hires for one (1)
year after termination of the leave. Leaves granted under this Section shall be at the
discretion of the Fire Chief. The Department may establish procedures to administer

the personal leave policy.
Section 8.6. Family and Medical Leave.

Banked Time: Refers to either vacation or sick leave that was accumulated prior
to January of the current year.

Accrued Time: Refers to either vacation or sick leave that is being accumulated
between January 1 and December 31 of the current year.

(a) General Conditions:

1) An employee may request leave under the Family and Medical Leave Act.

2) A leave year for purposes of FMLA shall be the calendar year.

3) All employees who meet the applicable hours of work requirement during the
preceding twelve (12) month period of employment shall be granted a total of
twelve calendar weeks of family and/or medical leave during each calendar year for

the following reasons:
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i. the birth of an employee’s child and in order to care for the child;

il. the placement of a child with an employee for adoption or foster care;

iii. to care for a spouse, child, or parent who has a serious health
condition; or

iv. a serious health condition that renders the employee incapable of
performing the functions of his job.

4) The twelve calendar week limit referred to in this Section shall either be
consecutive or intermittent as permitted by FMLA regulations.

5) The employee will be required to provide advance leave notice and medical
certification. The taking of FMLA leave may be denied if requirements are not met.
If the need for Family Medical Leave is foreseeable, the employee shall give the City
at least 30 days prior written notice if possible. Where the need for leave is not
foreseeable, the employee shall notify the City as soon as practicable, generally
within one to two business days of learning of the need for leave.

6) The employee will be required to submit appropriate certifications concerning
the reason for using FMLA leave or the reason for failure to return to work at the
conclusion of an FMLA leave, in accordance with the FMLA.

7) While on FMLA leave, the employee’s group health insurance coverage will be
maintained, with the employee paying the regular employee contribution.

8) During FMLA leave, seniority shall continue to accrue regardless of whether
the employee is in pay status or not. Paid leave benefits do not accrue during
period of unpaid FMLA leave.

9) Employees on FMLA leave must notify the City in writing at least fourteen
(14) calendar days prior to when they wish to return to work, so that arrangements
for a fitness for duty report, if required, may be made efficiently.

10) If the employee fails to return to work at the conclusion of a FMLA leave, the
employee shall repay to the City the premiums paid on the employee’s behalf to
maintain insurance coverage while on FMLA leave unless the reason the employee
does not return to work is because of i) retirement under the pension plan; ii) the

continuation, recurrence or onset of a serious health condition that would otherwise
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entitle the employee to leave under FMLA, or iii) circumstances beyond the
employee’s control.

11) Definition of terms will be that as stated in the Family and Medical Leave
Act.

b) FMLA leave due to the birth of a child, placement of a child for adoption or foster
care: An employee who requests FMLA leave due to giving birth may use accrued sick
leave, banked sick leave, accrued vacation, banked vacation, donated sick leave or

compensatory time to be designated by the employee prior to the leave.

The employee must specify in advance the amount of paid leave to be used.

If the employee exhausts all the leave as stated above, the employee will then be on an
unpaid FMLA leave basis, which leave will not exceed twelve calendar weeks in a
calendar year. The employee must return to work at the conclusion of the FMLA leave,
unless she is medically unable to return to work. In such cases, the conditions specified

in subsection (d) shall apply.

Employees not giving birth may request FMLA leave following the birth of a child or
placement of a child for adoption or foster care. Such FMLA leave will not exceed twelve
calendar weeks in a calendar year. The employee may use accrued vacation or
compensatory time for some or all of the FMLA period. If the employee does not have
sufficient accrued vacation or compensatory time for the full FMLA leave requested, the
balance will be on an unpaid basis. The employee must return to work at the
completion of the FMLA, or his employment will be terminated. The employee may use
up to three (3) working days of banked sick leave not to be considered part of the

FMLA. If the employee has no banked time available, annual accrued time may be used.

¢) FMLA leave for an immediate family member with a serious health condition: An

employee may request FMLA leave to care for an immediate family member
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(employee’s spouse or child, employee’s parent, or spouse’s parent) with a serious
health condition. Such FMLA leave will not exceed

twelve calendar weeks in a calendar year; the employee may use

accrued sick leave, banked sick leave, accrued vacation, banked vacation, donated sick
leave, or compensatory time in this order, for some or all of the FMLA. If the employee
exhausts all leave as stated as above, the balance will be on an unpaid basis. The
employee must return to work at the completion of the FMLA, or his employment will be

terminated.

d) FMLA leave for the employee’s own serious health condition: An employee requesting
FMLA leave for his own serious health condition must first use any or all of his accrued
sick leave; if an employee has used up all his accrued sick leave the employee may, at
the employee’s option, use banked sick leave, accrued vacation, banked vacation,
donated sick leave and/or compensatory time may be used in this order. If the
employee exhausts all leave as stated above, the employee will then be on FMLA leave
on an unpaid basis not to exceed twelve calendar weeks in a calendar year. If the
employee continues to have the same serious medical condition after exhausting
accrued time and the twelve calendar weeks of FMLA, he can request to be placed on a
permanent leave of absence not to exceed nine calendar months. During that
permanent leave of absence, the employee is responsible for paying 100% of the cost
of health insurance coverage. If an employee becomes able to return to work during
the permanent leave of absence, he may apply for re-employment and if qualified,
placed on a re-employment list for the position held immediately prior to the taking of
the leave. If the employee is not able to return to work by the conclusion of the

permanent leave of absence, employment will be terminated.
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Section 8.7. Maternity Leave. It is recognized that reproductive health can be
affected adversely by the conditions encountered in firefighting and EMS. When a
member becomes pregnant, it is strongly advised, though not required, that she report

her condition to the Fire Chief.

Once a member has provided verification of her pregnancy from her own doctor, she
shall be offered a non hazardous, operational light duty assignment within the
department in accordance with the provisions of 775 ILCS 5/2-102(H) using a 24/48 or
37.5 hour schedule as selected by the pregnant firefighter. Pregnant firefighters will
not be required to use (5) 24 hour shift days (120 hours) of sick leave prior to being
assigned light duty as noted in Section 13.10 Light Duty. The female firefighter will
have the option to bank any unused vacation or bank time while pregnant to be used

after the delivery.

A member is not required to accept a non operational light duty assignment. She is,
however, encouraged to do so because of the unpredictable nature of emergency
response. There is a potential risk to a pregnant woman and/or her developing fetus
from activities associated with normal operational duties including firefighting,

hazardous materials response, and EMS exposures.

After giving birth, or at the termination of the pregnancy, the member shall be placed
on FMLA, in accordance with Section 8.6(b) of this CBA.

Prior to returning to normal operational duties the member must have approval from
her personal physician. Such verification of readiness to work shall be in writing. This
verification shall be given to the designated City physician for fitness for duty physical.
When the member has been found to be fit, she will be reinstated in her former

position.

At no time when a member becomes pregnant or during the pregnancy, will the
member lose their job, position, seniority and benefits. Nor do they lose the eligibility
for promotion or participate in a promotional exam due to any type of leave or non

operational duty assignment.
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ARTICLE IX

Wages and Benefits

Section 9.1. Salary Schedules. Salary schedules effective January 1, 2014
through December 31, 2016 for the classifications covered by this Agreement are set
forth in Appendix B attached hereto and made a part hereof. All employees hired after
January 1, 2012 will start at the NH step of the pay range for Firefighter; employees
will be eligible for merit review consideration to the A step at the successful completion
of probation; employees are eligible for merit increase consideration to the next highest
step based on performance after completing 12 months of service in the current step;
possession of the 30 hours of college credit as specified in Section 9.9 makes the
employee eligible to move to the G step following completion of 12 months at the F
step; employees eligible for education pay under Section 9.9 will not receive that

additional pay until completion of probation.

All Captains and Shift Chiefs shall start at the D or D/P step of the applicable Salary
Schedule.

Section 9.2. Paid Holidays. a) Shift personnel who are regularly scheduled to work
the following holidays shall be compensated at the rate of time and a half rather than
straight time for all hours worked on said holidays:

= New Years Day

Christmas Eve

=  Christmas Day

= 4™ of July

» Thanksgiving Day
= Labor Day

Above paid holidays shall be the 24 hour period commencing at 7:00 a.m. on the date

of the actual holiday. Recognized holidays under this section shall be on the date of the

actual holiday as opposed to the day on which the holiday may be observed by the City.
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b) If an employee is not regularly scheduled to work one of the following days and

is subject to a mandatory hire back on that day, the employee shall be paid two
(2) times the hourly salary rate for all hours worked on that day.

New Year’s Day Martin Luther King Birthday

Easter Fourth of July

Labor Day Thanksgiving Day

Christmas Day

The foregoing is applicable for the actual holiday, and is not applicable for any
day celebrated in lieu of the holiday. This subsection b) does not apply to

exchanges of duty under Section 13.2.

The following holidays are observed for the purpose of holiday work schedules:

New Year's Day Observance of Martin Luther King, Jr.’s birthday

Easter Sunday Memorial Day July 4™
Labor Day Veterans’ Day Thanksgiving Day
Christmas Eve Christmas Day Sunday

The foregoing is applicable for the actual holiday, and is not applicable for any

day celebrated in lieu of the holiday.

Holiday routine: Stations, apparatus and all equipment will be maintained in a
clean and ready status to respond to all alarms and calls for service. Public
education/relations such as, but not limited to, tours, neighborhood picnics,
safety fairs, block parties and holiday related events such as participation in
parades and standby at fireworks displays will be allowed. Any day designated
as a holiday will not have assigned training unless prior approval is agreed to at

a labor/management meeting.
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d) Five Day Employees: Employees who are scheduled to work a five day 37.5 hour
work week will work the hours of 0830 to 1700 (8:30 a.m. to 5 p.m.) with the
exception of Saturday, Sunday and City Holidays. If they are required to work
any designated City Holiday they will receive holiday pay at two (2) times the

hourly salary for all hours worked.

Section 9.3. Paid Vacations. For vacations beginning January 1, 1992, employees
with six months or more of service shall receive paid vacation during each year,

calculated as follows

Service Vacation Time
One year but less than six years Five 24-hour shifts
Six years but less than twelve years Seven 24-hour shifts
Twelve years but less than fifteen Eight 24-hour shifts
years
Fifteen years but less than twenty Ten 24-hour shifts
years
Twenty years but less than twenty-five | Eleven 24-hour shifts
years
Twenty-five years or more Twelve 24-hour shifts

Completion of the service year in the calendar year in which the vacation is taken shall
determine the number of vacation days the employee will earn and is entitled to take.
In the year in which the employee terminates employment, the employee will either
take or be paid out at termination for all vacation earned up to the pay period of his

termination.

New employees of the Fire Department shall accrue 4.62 hours per pay period of
vacation time from his/her date of hire. These new employees shall not be eligible for a

vacation in the calendar year in which they are hired.
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Section 9.4. Use of Banked Vacation Time. (a) Openings into which banked
vacation hours may be used will be limited to the days left open after the normal
vacation selection process (Section 5.4 of this contract) is completed, openings created
by the termination of an employee, situations involving shift transfers or other
scheduling changes which create an opening. A terminated employee’s Kelly Days will

also be available for picking, but must be forfeited when the vacancy is filled.

(b)  Employees will not be allowed to bring their vacation hour total below zero
(0). Example: an employee will need a minimum of 24 hours at the
beginning of the process to be able to make one 24-hour selection.

(c) At the completion of the normal vacation selection process, vacation rosters
will be posted in all fire stations with a posting date printed on them.
Applications for the use of banked vacation hours in any openings, including
mid-year openings, will be accepted by that shift's Chief for a period of 14
calendar days starting with the roster or opening posting date. Thereafter,
upon written request to the employee’s Chief or his/her designee. That
designee will grant the use of banked vacation hours on a first-come, first-
served basis. Seniority (Section 9.4d) will be used when multiple requests
are received on the same day requesting to use the same date.

(d) A seniority list of applicants will be created. Selections will begin with the
most senior employee who will make one selection, then go the next senior
and so on; there will be no limit to the number of selections an individual may
make other than the need to maintain a minimum balance of zero (0) hours.
Selection will continue until all openings are filled or the applicants have
completed their selections. This will close those days to any other selections.
Selections must be scheduled in no less than 24-hour increments.

(e)  All selections made are final. There will be no trading or canceling of any of
these selections with the exception of those taken during Kelly Day openings

which may need to be forfeited.
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Section 9.5. Sick Leave. (a) Employees shall accrue sick leave at the rate of 72

hours for the first year of employment (three 24-hour shifts; 2.77 hours/pay period)

and 144 hours for subsequent years of employment (six 24-hour shifts; 5.54 hours/pay

period), with a maximum accrual of 2,280 hours (95 24-hour shifts).

(©)

(d)

(b)  Whenever an employee with ten (10) or more years of service
resigns, the employee shall have directed to the Post-Employment Health
Plan one hundred percent (100%) of accumulated sick days with a
maximum of 500 hours. Effective March 1, 2001, for those employees
who retire and qualify for a pension, and for those employees granted a
disability pension, the maximum sick leave payout is increased to 620
hours, all of which will be directed to the PEHP. There shall be no cash
payout to the employee of any accrued sick leave, in accordance with
Article X1, Section 11.6.

If an employee has 800 hours of banked sick leave as of January 1, he
shall be eligible to receive in the month of January following the end of
said year, a payout at the rate of one hundred percent (100%) for the
difference between the sick leave hours accrued during that year less
those sick leave hours used during that year. The first forty-eight (48)
hours of such payment, if the employee is eligible, shall be directed to the
Post-Employment Health Plan. Any hours available for payment above the
first forty-eight will be paid to the employee if he so elects, or he may
elect to defer the payment to the City’s deferred compensation program.
In the event of death of an employee (not a retiree), the employee’s
beneficiary shall receive a payment equivalent to one hundred percent
(100%0) of all accrued but unused sick leave. The beneficiary shall be the
individual designated by the employee as beneficiary under the group life
insurance plan. If there is no life insurance policy in place, the
beneficiaries shall be determined by the names entered on the

“Designation of Beneficiary Form.”

31



(e) In the event of iliness of an employee’s spouse or dependent children
which is serious enough to warrant the presence of the employee, one (1)
24-hour day of accrued sick leave per incident may be used, with an
annual maximum of three (3) such sick leave usage days. Additional sick
leave beyond the three (3) days may be granted by the Fire Chief.

() In order to be eligible to direct sick leave payment at time of termination
to the PEHP, an employee must give two weeks’ notice of intent to resign
or retire. The Fire Chief may waive this requirement in special
circumstances.

(@)  Sick Leave Donation. An individual employee may donate up to two 24-
hours shifts per year to another employee in case of that employee’s own
serious medical condition or the serious medical condition of an immediate
family member (as defined by FMLA). No employee may receive any
donated sick leave until his accrued and banked sick leave accrual has
been exhausted. No employee shall receive more than 30 24-hour shifts
in any calendar year. Donations of sick leave will be taken from banked
time and are not chargeable to annual sick leave payout eligibility. If the
donated sick leave is for the employee’s own serious medical condition, it
will be considered an addition to the twelve calendar weeks of Family
Medical Leave. If the donated sick leave is for the employee’s immediate
family member, the donated sick leave will be considered as part of the

twelve calendar weeks of Family Medical Leave.

Section 9.6. Funeral Leave. In the event of death in the immediate family, an
employee shall be granted paid funeral leave of two (2) 24-hour shifts. Requests for
funeral leave must be made and used within 10 calendar days following the day of
death. Funeral leave will be granted under this section for employees on duty.
Vacation or any other leave time will not be converted to funeral leave. For the
purpose of calculating funeral leave, the first full day of absence shall be counted as the

first day of funeral leave. Immediate family shall be defined as the employee’s father,
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mother, spouse, child, brother, sister, father-in-law, mother-in-law, brother-in-law,
sister-in-law, grandmother, grandfather, spouse’s grandmother and grandfather,
grandchild or minor child’s parent. “Mother” and “father” shall include persons other
than the employee’s actual parent if said person or persons reared the employee during
a substantial period of his childhood. If an employee needs more than the funeral leave
provided in this Section, he may request the use of accrued or banked vacation time or
comp time. Employees who wish to attend a funeral for other than their immediate
family may request the use of one accrued or banked vacation day to attend such
funeral, as long as 24 hours’ advance notice is given to the department and so long as

the City is not required to hire back an employee to replace the absent Fire Fighter.

Section 9.7. Jury Duty. When an employee is called for service as a juror on a shift
he is scheduled to work, the employee will receive pay for the shift at his regular
straight-time hourly rate, if the employee gives advance notice to the City and provides
substantiation of jury service. Any compensation provided in return for serving as a

juror may be kept by the employee.

Section 9.8. Uniforms. (a) The City will provide all uniforms, protective clothing
and protective devices which the City determines are required of employees in
performance of their duties, without cost to any employee. The list of uniform items
which the City will provide is set forth below, or the City will provide substitute items
which the City determines are appropriate. The City will replace any required uniform
and equipment items through vendors selected by the City as such items become worn
out or damaged, provided that the employee must turn in worn out/damaged uniform
and equipment items to the representative designated by the Fire Chief and receive
approval from such representative to replace the item or items; provided, further, that
replacement will not be made for uniform and equipment items lost through employee

negligence.
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(b)  The list of uniform items is:

Protective Clothing:
Fire Helmet Boots
Bunker Suspenders Gloves
Truckman’s Belt

Uniform Clothing:
2 Brushed Silver Name Tags
Silver Strap
1 Dress shirt, short-sleeved
4 Work Trousers
2 pair Black Oxford Shoes
1 Tie
1 Hat

Coat Bunker Bunker Pants
Hood SCBA Face Piece
Cap Cap Badge

1 Dress shirt, long-sleeved

1 Dress trousers 3 Work Shirts

1 Garrison Belt, black

Badge

3 pairs Work Socks 1 pair Winter Gloves
1 Dress Coat (eff. 3/1/2000)

1 all-season coat with vapor barrier and liner

1 Work Shorts
Workout Clothing:
1 Sweatpants

1 Exercise Shorts

2 Work Tee Shirts

1 Sweatshirt

2 Tee Shirts

2 pullover denim-collared sweatshirts

Section 9.9. Educational Pay. There shall be education pay as follows:

(@) Thirty Hours. The City’s education pay program shall be continued in

effect for the term of this Agreement (pay increase as defined in Section

9.1) and shall be subject to the following conditions:

(1)  Completion of thirty (30) hours of college credit in Fire

service and EMS related courses.

(b)  Associate Degree in Fire Science. Employees who currently hold, or who

subsequently obtain, an Associate Degree in Fire Science from an

institution approved by the Fire Chief will receive a pay increase of two
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percent (2%) above the base salary rate as set forth in Appendix B. An
employee with multiple degrees (associates, bachelors, masters) is only
permitted to receive the pay increase for one degree.

(© Bachelor’'s Degree in Fire Science. Employees who currently hold, or who

subsequently obtain, a Bachelor’'s Degree in Fire Science from an
institution approved by the Fire Chief will receive a pay increase of four
percent (4%) above the base salary rate set forth in Appendix B. An
employee with multiple degrees (associates, bachelors, masters) is only
permitted to receive the pay increase for one degree.

(d) Masters Degree in Fire Science/Public Safety. Employees who currently

hold, or who subsequently obtain from an institution approved by the Fire
Chief a Masters Degree in Fire Science or Public Safety with a fire safety
concentration will receive a pay increase of four percent (4%) above the
base salary rate set forth in Appendix B. An employee with multiple
degrees (associates, bachelors, masters) is only permitted to receive the

pay increase for one degree.

Section 9.10. Longevity Pay. Employees shall receive longevity pay as follows:

Service in Evanston Fire Longevity Pay Based on Current
Department Monthly Salary

Upon completion of 10 years of service 1%

but less than 15 years

Upon completion of 15 years of service 3%

but less than 20 years

Upon completion of 20 years of service 4%

but less than 25 years

Upon completion of 25 years of service 6%

or more
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Section 9.11. Paramedic Differential. Employees who are qualified as
Paramedics shall receive a pay differential equivalent to 6% of the G step of the
Firefighter salary per month above the employee’s regular pay grade. The employee

must remain qualified as a Paramedic to continue to receive the Paramedic pay.

Section 9.12. Five-Day Employees. Employees who are scheduled to work a five
(5) day, 37.5-hour work week, such as Fire Prevention Bureau members, shall receive
benefits (e.g., vacation, sick pay, etc.) computed on a ratio of 37.5/49.8, except that
said employees shall not receive Kelly Days. Employees assigned to a 37.5 hour week
for light duty or to attend schools or for other training purposes shall continue to accrue
vacation and sick leave benefits according to the 24/48 work schedule, shall not receive
Kelly Days, and shall be paid overtime at the 24/48 rate. FPB assignments will be the
decision of the Fire Chief or designee. Assignments as FPB/Investigator will be for a
period of one (1) year, subject to removal by the Chief for non-performance, and
renewable from year to year. Employees interested in becoming a Bureau inspector
investigator shall express such interest in writing to the Fire Chief, who will consider

such requests near the end of the incumbent’s year assignment.

Section 9.13. Pay Differential. Employees assigned as a Temporary Duty

Assignment as a member of the Fire Prevention Bureau shall receive a pay differential
above the employee’s regular pay grade of $3,600 per year. Said pay differential shall
be made for any full or partial month where the employee is assigned as a member of

the Fire Prevention Bureau.

Section 9.14. Special Team Leaders

Special Team Leaders will be established for the following teams:
e TRT/High Angle Rescue
e Hazardous Materials
e Water Rescue/Wave Runner

e Dive Team
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Employees assigned to this position will be paid an additional $500 per year while

serving in such assignment.

Duties and Responsibilities
Under the supervision of the Special Teams Division Chief, the Special Team Leaders
will have the authority and duty to coordinate, develop and complete the following:
e Coordinate with the Special Teams Division Chief and Division Chief of
Operations annual training schedules for the team.
e Provide Division and Shift Chiefs with the team’s annual departmental and
MABAS Division 3 training schedules.
e Manage and record all team specific training for team members, including
quarterly updates to Division Chief.
e Assist the Special Teams Division Chief in coordinating the attendance of MABAS
Division Training.
e Develop annual Shift level training relative to their team.
e Complete annual inventory of team equipment.
e Assist Special Teams Division Chief in the scheduling of general service repair
and maintenance of all team equipment.
e Assist Special Teams Division Chief in the development of an annual operating
budget for their team.
e Complete and submit annual MABAS STAC and Medical Reports as well as
MABAS Registration Forms as required.
e Ensure proper seasonal installation and removal of equipment (Wave Runners).

e Assist Special Teams Division Chief in selection of team members.

Qualifications for TRT, Dive and Haz-Mat:
e Selection will made without regard to rank as Firefighter or Captain.
e Current MABAS Division 3 Team Member in good standing
e OSFM Instructor Il
e OSFM or NFA Incident Safety Officer
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e Trained at the OSFM Technician Level or Higher

e Current Team Leaders will be given 12 months to get the required certifications.

Qualifications for Water Rescue/Wave Runner:
e Selection will made without regard to rank as Firefighter or Captain.
e Completion of the 40 hr Rescue Water Craft (RWC) training program.
e Completion of the lifeguard training provided by the EFLSS / Evanston
Lifeguards.
e OSFM Instructor 11
e Completion of a Boating Safety Course
e OSFM or NFA Incident Safety Officer

e Current Team Leaders will be given 12 months to get the required certifications

Selection

The Fire Chief will make the selection of Team Leaders, after posting for a reasonable
period of time the opportunity to apply to all interested applicants.

In cases where multiple applicants are equally qualified (certifications/training) under
this section, preference shall be given to those with the most seniority on the Special
Team.

Special Team Leaders will work on a shift schedule unless assigned to the FPB where
they will be subject to the provisions of Article IX Section 9.13.

Administrative duties, as defined above, shall be performed between 0830-1700hrs

Assignment as Team Leader will be for a period of one year, subject to removal by the
Fire Chief for non-performance, and renewable from year to year. In the event that
vacancies occur, members interested in becoming Team Leaders shall express such
interest in writing to the Fire Chief, who will consider such requests near the end of the
incumbent’s year assignment. (Renewable in September of each year).
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Section 9.15. EMS/Paramedic Shift Coordinator.
There will be three (3) EMS/Paramedic Shift Coordinators, one (1) for each shift. The

employees assigned to this position will be paid an additional $ 2400 per year while

serving in such assignment.

Duties and Responsibilities

Under the supervision of the EMS Division Chief, EMS/Paramedic Coordinators will have

the authority and duty to coordinate, develop and complete the following:

Review and process Shifts EMS reports on a daily basis. This will include
requesting corrections and the filing of missing reports as needed.

Coordinate with the EMS Division Chief and Division Chief of Operations annual
EMS schedules for the Department.

Assist EMS Division Chief in the scheduling and preparation of transport and non-
transport vehicles for annual safety inspections and licensure.

Attend and/or Chair EMS Committee Meetings for their respective Shift.

Check email at the start of each Shift for EMS related updates, requests and
work issues.

Oversee the monthly-expired drug exchange for their respective Shift.

Work with Shift Chiefs in the assignment of Paramedic Preceptors for new and
transferring paramedics.

Oversee assigned preceptors on their respective Shift and resolve issues as they
develop.

All three (3) EMS/Paramedic Coordinators will meet with the EMS Division Chief
to resolve issues within and across Shifts as needed.

Assist in the administration of electronic PCR Program.

Complete ongoing inventory of EMS equipment and order supplies as needed.
Quality assurance review of random and anonymous EMS reports on a weekly

basis for periodic training sessions.

Qualifications
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e Selection will be made without regard to rank as Firefighter or Captain, provided
the applicant have a minimum of three (3) years experience as an EMT-P with
the St. Francis EMS System and five (5) years experience with the Evanston Fire
and Life Safety Services Department overall.

e Any Firefighter applicant must be a certified St. Francis/EFLSS Preceptor

e CPR Instructor Certification

e EMT-P in good standing

e ACLS and PALS Certifications

e Applicants will be given 12 months to get the required certifications, including

preceptor.

Selection
The selection of EMS/Paramedic Shift Coordinator will be made by the
Fire Chief after posting for a reasonable period of time the opportunity to apply to all

interested applicants.

The EMS/Paramedic Shift Coordinator will work on a shift schedule unless assigned to

the FPB where they will be subject to the provisions of Article 1X Section 9.13.

Administrative duties, as defined above, shall be performed between 0830-1700hrs

Assignment as EMS/Paramedic Shift Coordinator will be for a period of one year, subject
to removal by the Fire Chief for non-performance, and renewable from year to year. In
the event that vacancies occur, members interested in becoming EMS/Paramedic Shift
Coordinator shall express such interest in writing to the Fire Chief, who will consider
such requests near the end of the incumbent’s year assignment. (Renewable in

September of each year).
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Section 9.16. Deferred Compensation Program. The City agrees to co-
administer a deferred compensation program (known as a 457 plan) sponsored by the
IAFF for members of the bargaining unit. There will be a one-time $25 charge to each

participating employee to offset the City’s cost in adding a new program.
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ARTICLE X

Hours of Work and Overtime

Section 10.1. Normal Workday and Work Cycle. The normal shift schedule for

Fire Fighters whose principal assignment is fire suppression and/or EMS duty shall be

twenty-four (24) consecutive hours of duty, normally beginning at 7:00 a.m., followed

by forty-eight (48) consecutive hours off duty. The normal work cycle for such Fire

Fighters shall be nine (9) such twenty-four (24) hour shifts within a twenty-seven (27)

day work period. The hours thus generated shall be reduced by scheduling a “Kelly

Day” off duty every ninth duty day to produce an annual average work week of 49.8

hours per week. The City shall schedule the Kelly Days as provided in this Section.

In the event the City regularly schedules an employee or employees for a duty schedule

other than the normal schedule:

1.

The duty schedule shall be as described in Section 9.13 of this

Agreement;

Employees moving from a 37.5 hour work week for mandatory training
back to a 24/48 shift schedule shall receive time and one half for all hours

worked over 49.8 in the week they return to a 24/48 shift schedule;

the Fire Chief will grant an interview to the affected employee to provide
an opportunity to discuss any complications with such a schedule change
before the schedule change is put into effect; provided, however, the City
will request and consider volunteers before making a change on a
mandatory basis. To be eligible for the Kelly Days provided for in each
year of this Agreement, the employee must be an employee of the
Department as of January 1 of that year. If an employee is not an
employee of the Department as of January 1, he shall be eligible for one
Kelly Day (one 24-hour shift) in that year for each twenty-seven (27) days

of employment.
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Section 10.2. Overtime. (a) Overtime shall be defined as all hours worked in

excess of the scheduled normal work day.

(b) Overtime shall be paid at the rate of one and one-half the hourly salary
rate for all hours worked in excess of the scheduled normal work day. All
scheduled, voluntary overtime shall be paid at the rate of one and one-
half the hourly salary rate based on time worked. All mandatory overtime
and all unscheduled overtime (i.e. emergency call back or hireback to fill a
department need) shall receive a minimum of four hours pay at one and
one-half his/her normal rate.

(c)  Overtime pay shall be calculated to the nearest one-quarter hour.

(d) If the City schedules mandatory training hours on off-duty time and
directs an employee in writing to attend, the employee shall receive
double time pay for said hours, except:

i. new employees attending mandatory training as a condition of
employment shall be paid at the rate of time and one-half; and
ii. Fire Captains attending up to 8 hours per calendar year and Shift

Chiefs attending up to 12 hours per calendar year of mandatory training in

supervisory and management skills shall be paid at time and one-half. If the

mandatory training session is held on the employee’s vacation or Kelly Day, the
employee will not be required to attend on that day.

The minimum set forth in subsection (b) shall not apply.
(e) Employees assigned to a 37.5 hour work week schedule shall be paid

overtime for all hours in excess of 7.5 hours per day.

Section 10.3. Compensatory Time. An employee who is scheduled to work
beyond his normally scheduled hours of work may request to take compensatory time
in lieu of pay. The employee shall be entitled to one and one-half hours of

compensatory time for all hours in excess of his normal work schedule.
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When an employee works a hire-back or otherwise earns compensatory time off,
he may elect to bank the hours as compensatory time in lieu of receiving monetary

compensation in that pay period.

In consideration of the City offering the use of compensation time in accordance
with this section, the City and the Union agree, in furtherance of Section 7(0)(5) of the
Fair Labor Standards Act, to place restrictions on the use of compensatory time under
circumstances which both parties agree would constitute an “undue disruption” of the

Department’s operations.

This section will allow employees use compensatory time to take time off at a
future date, even during times when Shift Vacation Calendar might otherwise be full

and would prevent normal scheduling of time off.

Effective January 1, 2012, any time previously accrued and categorized as
Compensatory Time will be transferred hour for hour into a Hire Back/Comp

Time Bank and be re-categorized as Hire-Back Comp/Time (HBCT)

The following procedure shall be followed for utilizing the HBCT option:

Notice of Banking a Hire-Back: When an employee elects to bank a Hire-Back, the
employee shall notify the Shift Chief in writing using the HBCT Request Form. Time will
be banked at a time and one half rate. (e.g., a 24 hour hire back would result in 36
hours of HBCT)

Requesting to Use HBCT: In order to request the use of HBCT, the employee must
have the time in the bank. The time must be requested in increments of four (4) hours.
A HBCT Form shall be completed by the employee and submitted to the Shift Chief. All
requests will be recorded with the date and time they are received and shall be
submitted to the Shift Chief no later than three shift days (216 hours) prior to the
beginning of the shift day in which the HBCT will be used. Employees must have

enough time in their HBCT bank to cover the request at 1.5x the request.
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Filling Hire-Back Bank Requests: Requests for HBCT use will be prioritized in the

date and time order in which they are received.

If the requirements of a specific assignment cannot be met (e.g., Officer, FAO, etc.),

the requests will be denied.

The requesting employee may increase requested time increment at a later date to
make the slot more attractive and more likely to be filled but an employee may submit

no more than three requests for any particular date.

Any Hire Back caused by the employee using the compensatory time will be
charged against the employee’s HBCT: The scheduled employee’'s HBCT Bank
shall be reduced by time and one half for each hour granted off (e.g. 24 hour hire-back

at time and a half equals 36 reduction in HBCT Bank).

If no hire-back is required: The employee taking the leave shall his HBCT Bank

reduced hour for hour (e.g. 24 hours off equals 24 hours reduction in HBCT Bank).

Overage Costs: The City shall incur no additional overtime costs due to HBCT usage.
In the rare case where an over run/holdover occurs, the employee using the HBCT shall

have two options:

1. The requesting and covering employees may mutually agree that the
overage/holdover time will be considered an emergency duty trade
subject to approval of the Shift Chief and there will be no additional

balance reduction or additional compensation.

2. The overage time will be charged to the employee’s HBCT Bank and will

be reduced accordingly to cover the overage.

Cash Out: If an employee elects to do so, a HBCT Request Form will be completed by
the employee and submitted to the Shift Chief. An employee may cash out their HBCT
Bank at the final pay period of the fiscal year for any remaining HBCT bank time.
Employees may not carry over from one fiscal year to the next more than 72 hours.

The HBCT record will be administered through Fire Headquarters.
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Section 10.4. Saturday Schedule. Saturday shall be a regular work day and
employees shall perform normal work day assignments, except where the Saturday is a

holiday under Section 9.2 (c) where a holiday work schedule is observed.

Section 10.5 Trade Policy. A firefighter may trade with a firefighter and a captain
may trade with a captain. Whether the individual is a paramedic will not be taken into
account in granting or denying a trade, so long as there will be no need to hire back a
firefighter/paramedic in order to have sufficient firefighter/paramedics on duty, should a

trade be granted.

A Shift Chief may trade with another Shift Chief or with a Fire Captain who is a member
of a pool of Acting Shift Chiefs established by the Fire Chief. Effective March 1, 2005, a
Fire Captain may trade with an Acting Captain, with a maximum of one such trade per

shift. Trades under this provision will be approved on a first come, first approved basis.

There shall be a maximum of twelve (12) exchange of duty trades (288 hours) per year

per employee.

Exchange of tours of duty shall not exceed three consecutive tours of duty and may not

be bridged by any other form of paid or unpaid time off, except that bridging of three

trades or less shall be permissible.

Each trade of tours of duty must be repaid within 12 months of the trade.

Exchange of Kelly Days must be completed within the calendar year.

In addition to the foregoing, the parties agree that if administrative problems arise

concerning shift trade rules and regulations, the parties will use their best efforts to

resolve these differences at labor-management meetings pursuant to the labor contract.
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ARTICLE XI

Group Insurance

Section 11.1. Group Life Insurance. The City’s group life insurance program shall
be continued in effect for the term of this Agreement, and the City’s fifty percent (50%0)

contribution shall continue.

Further, during the life of this Agreement, the City shall offer a Universal Life Insurance
Program, and the employee will pay one hundred percent (100%) of the cost of the

premium.

Section 11.2. Group Hospital-Surgical-Major Medical Insurance.

a) Employees may participate in one of the medical insurance plan(s) maintained by the
City. If the City determines that one of these plans shall no longer be in effect, or if the
City adds a new plan, employees shall have the right to switch to another plan on a
non-medical basis under rules established by those plans.

b) Employees covered by PPO 1, HMO lllinois, and HMO Blue Advantage will contribute
the following percentage (%) of total premium costs, which shall be deducted from

their employee paychecks:

Tier

Employee 10%
Employee + 1 or 2 Children 8%
Employee+ Spouse/DP 9%
Family 10%

The contribution amounts for the Employee +1 or 2 children and Employee +
Spouse/DP tiers will be calculated as a percentage of the total family premium cost.

Deductible amounts for PPO 1 as follows:
Single In Network: $350

Family In Network: $1050

Single Out of Network: $700

Family Out of Network:  $2100
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¢) Former bargaining unit employees who are retired and are receiving a current

lllinois fire pension may elect insurance plan coverage under the rules and regulations
established by the plans, so long as the retiree pays the entire group insurance
premium, without any City contribution. Payment shall be by means of deduction from
the pensioner’s Fire Pension Fund check.

d) Upon request, the City shall provide the Union with information and documents
relating to existing programs and any proposed changes. The City will notify the Union
of any changes made to the City’s medical insurance program 30 days prior to the
effective date of such changes. The City will notify the Union of any changes made by
the providers of the City’'s medical insurance program within 15 days of receiving such
notice from the provider.

In the event, however, the City exercises the right to change insurance carriers
for part or all of the life/medical insurance program or to self-insure any or all said
programs, benefit levels shall remain substantially the same.

In the event that City-instituted changes result in overall benefit levels that are
no longer reasonably comparable to those which predated the changes, the Union shall
have the right, within thirty (30) days of the insurance changes taking effect, to
demand impact and effects bargaining over the City’'s changes by so notifying the
Director of Human Resources in writing. The parties shall then promptly meet and
negotiate in good faith over the impact and effects of the changes.

The City may elect to implement the changes during the pendency of impact and
effects negotiations. The Union shall have the right to identify another economic item
(other than time off or this insurance program language) to include in such
negotiations. The parties shall negotiate as to the impact and effects of the City's
changes and the item identified by the Union for a period of thirty (30) days or longer if
the parties mutually agree. After thirty (30) days if the dispute is not resolved, either
party may invoke interest arbitration. The arbitration shall be conducted in accordance
with Section 14 of the Act except that the impartial arbitrator shall be selected in
accordance with the procedures of Article VI of this Agreement. The Arbitrator shall not

have the authority to modify the changes in the insurance program, but if he
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determines that the changes made in light of all the circumstances warrant the
consideration of the parties’ final quid pro quo offers, he shall have the authority to do

SO.

e) Beginning January 1, 2013, employees may participate in a new High Deductible Plan
(HDP) The HDP will have the following main characteristics and a complete plan booklet

will be provided each year in an electronic format.

Deductible amounts for HDP as follows:
Single In/Out of Network: $2,500
Family In/Out of Network: $5,000

Co-Insurance amounts for HDP as follows:

In Network: 90%

Out of Network: 70%

Single In/Out of Network Out of Pocket Maximum $3,000
Family In/Out of Network Out of Pocket Maximum $6,000

Prescription Drug Program Subject to Deductible and Co-insurance per IRS
HSA definition

f) Health Savings Account Calculation:

Commencing no later than January 1, 2013, the City shall offer a high deductible plan
(“HDP”) of health insurance, with deductibles of $2,500.00 per year for single coverage
and $5,000.00 per year for family coverage, and maximum out-of-pocket expense
limitations of $3,000.00 for single coverage and $6,000.00 for family. Employees who
opt for the HDP shall be required to remain in the HDP for a minimum of three (3)
insurance years, and to establish a Health Savings Account (“HSA”).

0) Employee Contributions for HDP:

Tier

Employee 9%
Employee + 1 or 2 Children 7%
Employee+ Spouse/DP 8%
Family 9%
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For each employee enrolled in the HDP, the City shall be required to make the following
contributions to such employee’s HSA:

1. 2013 Plan year. The City shall contribute 90%b6 of the difference between the
City’s portion of the premium cost for the PPO1 plan and the HDP. The City’s
contribution to the HSA on behalf of employees shall be provided on a monthly
basis, effective January 2013.

a. 2013 Contributions by the City to the HSA Account shall be as follows:
i. Single $1,467
ii. Family $4,035

2. 2014 Plan year. No later than November 1, the City will communicate the
actual savings achieved between the PPO1 plan and the HDP plan for the first
eight months of 2013 and use this calculation as the basis for setting the savings
for the following year. If the City received additional savings above the level
calculated for 2013, this additional savings will be included at 90% into the HSA
account. If the City received less than the additional savings originally calculated
for 2012, this amount will be deducted at 90% from the 2014 contribution into
the HSA account.

3. 2015 Plan year. Same procedure as 2013, but using the twelve-month period

from 9/1/13 to 8/31/14 for the calculation period.

Examples listed below will cover both an employee's Individual balance based on their
own activity and future contributions

EXAMPLE:

Year 1: City Contributes $122.29/monthly for Single and $336.29 Family. In year one,
employee A (single coverage) has $1,000 of eligible costs and employee B (family
coverage) has $2,000 of eligible costs that are paid from the HSA Account

Year 2: Actual total costs for HDP plan result in savings that are 5% greater than the
Year 1 Projection from plan design differential. Contributions from the City to the HSA
account are calculated by using the original plan differential savings of 19.5% plus the
actual savings experienced in year 1. Employee A spends $500 and employee B spends
$1,000 from their HSA in Year 2.
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Year 3: Actual costs for HDP plan in year 2 results in savings that are 10% less than
Year 2 Projection from plan design differential. Contributions from the City to the HSA
account are calculated by using the original plan differential savings of 19.5% less the
actual costs experienced in year 2. Employee A spends $500 and employee B spends
$1,000 from their HSA Account

The example tables below show how this formula will work.
They are for illustrative purposes only.

This table predicts no increase in the total premium costs (medical Inflation or
trend) for all City plans so that the reader can see the impact of only the HSA
and HDP plan savings. Annual changes to the plan rates are expected, and are
based on total plan increases for all PPO members across the City.

Single Employee Family Employee

Without Trend A B

YEAR 1

H.S.A. Contribution 1,467 4,035
Eligible Expenses 1,000 2,000
H.S.A. Balance 467 2,035

YEAR 2 (5% Additional Savings from Year 1)
H.S.A Contributions

Base 1,467 4,035
Experience Adjustment 376 1,035
Total H.S.A. Contributions 1,844 5,070
Eligible Expenses 500 1,000
H.S.A Balance 1,811 6,106

YEAR 3 (10% reduced savings from Year 2)
H.S.A Contributions

Base 1,467 4,035
Experience Adjustment (753) (2,069)
Total H.S.A. Contributions 715 1,966
Eligible Expenses 500 1,000
H.S.A Balance 2,026 7,072

This second table below shows the above scenarios but with a hypothetical
medical inflation factor of 10% included. (This table not intended to change
agreed language of % split described in preceding paragraphs)
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Single Family
Employee A Employee B

YEAR 1 (2013)

H.S.A. Contribution 1,467 4,035
Eligible Expenses 1,000 2,000
H.S.A. Balance 467 2,035

YEAR 2 (5% Additional Savings from Year 1)
H.S.A Contributions

Base 1,614 4,439
Experience Adjustment 376 1,035
Total H.S.A Contributions 1,990 5,474
Eligible Expenses 500 1,000
H.S.A Balance 1,958 6,509

YEAR 3 (10% reduced savings from Year 2)
H.S.A Contributions

Base 1,776 4,883
Experience Adjustment (828) (2,276)
Total H.S.A. Contributions 948 2,606
Eligible Expenses 500 1,000
H.S.A Balance 2,406 8,116

h) Health Insurance Opt-Out. Employees who elect to drop City medical coverage,
because that employee is covered by another group plan, shall receive payment from

the City of $1,800.00 per year.

Section 11.3. Section 125 Plan. The City will continue to offer a Section 125 Plan

for employee contributions under this Article.

Section 11.4. Dental Plan Option. The City shall continue to offer the choice of
two dental insurance plans to all employees eligible for insurance coverage. Employees
who enroll in one of the dental plans will be required to stay in the plan for at least one
year before changing plans or dropping out entirely. There will be no contribution by
the City to either of the dental plans; the employee will pay 100% of the cost of the

premiums.

Section 11.5. Medical Insurance — Line of Duty Death. In the event an
employee with dependent medical coverage is killed in the line of duty, the employee’s
spouse shall receive continuation dependent coverage as specified under federal law,

except that the City will contribute toward the costs of such coverage the equivalent

52



amount paid for the costs of such coverage applicable to other employees covered by

this Agreement, which may change from time to time.

Section 11.6. Post-Employment Health Plan. The City agrees to participate in
the Post Employment Health Plan for Collectively Bargained Public Employees (“Plan”) in
accordance with the terms and conditions of the Plan’s Participation Agreement, a copy
of which is attached to this Agreement. The parties hereto designate Nationwide to
act as Administrator and LaSalle National Bank to act as Trustee for the Plan, or its
successors appointed in accordance with the Plan and Trust documents. The City
agrees to contribute to the Plan on behalf of the employees covered by this Agreement.
For the term of this Agreement, the City shall contribute to the Plan for each eligible
employee, the amount of $50 per paycheck, except that when there are three
paychecks in a month, the $50 will not be deducted from that paycheck. Additionally,
for employees eligible for the annual sick leave payout described in this Agreement the
City shall contribute the first forty-eight (48) hours of such payout eligibility to the Plan.
Finally, upon termination, 100% of the eligible employee’s sick leave balance that would
otherwise have been paid to the eligible employee as described in this Agreement had

the City not participated in the Plan shall be contributed to the Plan.

Section 11.7 Heath Insurance Opt-Out Employees who elect to drop City medical
coverage, because that employee is covered by another group plan, shall receive

payment from the City of $1,800.00 per year
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ARTICLE X1

Labor-Management Conferences

Section 12.1. Meeting Request. The Union and the City agree that in the interest
of efficient and effective operation and management and in the promotion of
harmonious employee relations, quarterly meetings will be held in January, April, July
and October, at a mutually agreed date. More frequent meetings may be held if
mutually agreed. Either party may provide a written agenda. The City and Union shall
each designate two representatives (and one alternate) to attend such meetings. The
names of members and alternates may be changed annually. In addition, either the
City or the Union may designate up to two (2) additional representatives who are City

employees. Such meetings 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.

Section 12.2. Content. It is expressly understood and agreed that such meetings
shall not be a part 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 altering any or all of the terms of this

Agreement be carried on at such meetings.

Section 12.3. Procedures. If a labor-management meeting is scheduled during an
employee’s normal work day, the employee shall be compensated for time lost from the
normal straight-time work day. Minutes of labor-management meetings shall be

prepared and any agreement reached shall be committed to writing and signed prior to

implementation.
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ARTICLE X111

General

Section 13.1. Safety. The City and the Union desire to maintain safe working
conditions. Employee suggestions concerning safety will be considered fully and
prompt responses will be given. The Union and the City agree to continue the joint
labor/management efforts to develop a strategic plan for the department. This includes
evaluating the Fire Department’s effectiveness, efficiency and safety of all departmental
operations including but not limited to fire suppression, emergency medical service, and
special operations delivery in order to protect the public and members of the Fire
Department. This evaluation will include a review of relevant local/state policies,
regulations, statutes, fire department accreditation resources, NFPA standards including
NFPA 1710 and any other information that assists in development and implementation

of the departmental strategic plan.

Section 13.2. Exchange of Duty. The Fire Chief or his designated representative
may grant the request of any two employees covered by this Agreement to exchange
tours of duty, or Kelly Days off, pursuant to criteria specified in the Side Letter of

Agreement attached to and made a part of this Agreement as Section 10.5.

Section 13.3. Rate of Pay for Serving in Higher Rank. When an employee is
temporarily assigned in a higher paying rank, and such temporary assignment continues
for four or more consecutive hours, the employee shall be paid at the same step in the
higher rank to which they are assigned for each full 24-hour shift. The City will discuss
with the Union the criteria which the City uses in making temporary assignments and

any significant changes which the City makes in these criteria.
Section 13.4. Outside Details

When an employee is assigned to an outside detail, the pay rate shall be $50 per hour
regardless if the detail is voluntary or mandatory, with a three hour minimum, except

there shall be no payment in situations where a firefighter volunteers to serve without
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pay as a civic contribution. Any outside detail must be sanctioned and signed off by the
Fire Chief or his designee. When details are sanctioned, our participation will be
mandatory. Volunteers will be solicited. Should the volunteer number be insufficient,
members will be mandatorily assigned to the detail. The outside detail list will be used
to make any mandatory detail assignments. In the unlikely event that we are unable to
secure anyone for the detail using the detail list, the standard hire back list for staffing
will be used as a last resort. The person will still be paid at the detail rate according to

section 13.4
(a) MABAS Resource Deployment

This section of the contract covers a MABAS Resource Deployment which mobilizes
MABAS resources for a large scale incident response over an extended time period

where the City is reimbursed through the Federal or State government. This section
does not cover MABAS Mutual Aid and MABAS Task Force responses. All

deployments must be approved by the Fire Chief and are subject to the following:
Teams of five (5) or less will consist of at least:
e One Captain or Acting Captain or Shift Chief
e One FAO/QD (if an Evanston vehicle is used)
Teams of six (6) or more will consist of at least:
e Two Captains or Acting Captains or Shift Chiefs
e One FAO/QD (for each Evanston vehicle used)

A selection list shall be created for all ranks of Shift Chief and below. Selection from

the list will be based upon the following factors in order of importance:

1. Specific needs/talents as determined by the affected jurisdiction or

request.

2. Individual qualifications as stated above.
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3. No more than one Shift Chief or two Captains will be allowed for any

deployment (unless approved by the Fire Chief)
4. Date of last deployment (as of 8/21/09)

a. Those with the most recent deployment date would move to the

bottom of the list.

b. If there is no previous deployment date or a tie in dates,

seniority in time on the job will be the determining factor.

In past deployments, there has been little or no advance notice. The City will
work with the Union to implement a system that will provide a rapid, redundant
and verifiable means to contact all employees to notify them of the deployment

request.

Members selected for approved deployments will be compensated in accordance

with Article X, Section 10.2

Section 13.5. Additional Duties. The City will not add duties which are unrelated

to the Fire Department without prior agreement of the Union.

Section 13.6. Joint Safety Committee. There shall be a Joint Safety Committee
comprised of three employee members selected by the Association and three members
selected by the City. The Association and the City shall advise the other party of the
names of its members and any change in names. There shall be regular quarterly

meetings of the Committee and additional meetings as needed.

The Joint Safety Committee shall:

(a) develop its own procedures for effective operation, including the
taking of minutes of Safety Committee meetings and the review
and approval of minutes at the subsequent meeting;

(b) review and discuss any and all matters pertaining to the safety of

employees while on duty;
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(c)

(d)

(e)

make recommendations to the City concerning facilities, apparatus,
protective equipment, protective clothing, procedures, accident
prevention, or other safety matters;

encourage employees to comply with safety rules, regulations and
procedures which the City issues from time to time;

process and resolve, to the extent possible, employee safety
complaints which have not yet become formal grievances. The Fire
Chief or his designee will meet with the Joint Safety Committee
within five (5) working days of receipt of a safety complaint for
resolution. After an attempt is made to resolve a safety complaint
at such meeting of the Joint Safety Committee, an unresolved
complaint may be filed directly at Step 2 of the grievance

procedure, if the Association so elects.

Section 13.7 Formal Training

The City has enacted an Ordinance calling for participation in the lllinois Fire Protection

Training Act.

A.

The City and the Union agree that it is in the best interest of the
City for its employees to participate in training drills and courses. At
times, training evolutions are designed to create live scenarios to
better develop knowledge and skills for employees.

The City recognizes that such drills and courses are as dangerous
to employees as a live incident.

Employees that are approved instructors by the City shall be
gualified in the subject area. They shall be trained in all NFP A and
OSHA standards that may apply for safe training. All courses shall
be approved by the Safety Committee thirty days prior to the
training date. If an acquired structure or practical course becomes
available that would not allow for the 30-day lead review, the

requirement may be waived with the approval of the course by

58



Section 13.8.

callbacks.

Section 13.9.

both of the joint Labor/Management Safety Committee Co-Chairs.
All live fire training will be in accordance with NFPA 1403.

Training given by MABAS Division 3 shall be approved by the
Training Committee thirty days prior to the employee participation.
The City shall not have other events or training that would require
remaining companies to be on second-calls while employees are
involved in a MABAS Joint Training Drill and a frontline suppression

vehicle is taken out of service.

Front-line suppression vehicles shall be allowed out of service for

training for no more than 4 hours and 30 minutes.

Employees who participate as a MABAS Division 3 instructor for
approved MABAS Division 3 training or as a NIPSTA Instructor for
other classes will be an independent contractor for NIPSTA and not
covered under the City's Workers’ Compensation Program.
However, the employee may request to use City equipment for the

class with the approval of the Fire Chief or his designee.

Mutual Aid. It is not the City’s intention to use mutual aid to avoid

Pension System. The pension and retirement benefit and the

administration thereof shall be in accordance with the lllinois Firemen’s Pension Fund

for the duration of this Agreement.

Section 13.10. Light Duty. If an employee is injured or recuperating and cannot

perform normal duties, the City may make a fire-related light duty assignment, if the

City determines such assignment is in its best interests, such light duty work is

available, if the employee is medically able to perform such light duty, and provided

there is a reasonable expectation that the employee will be able to assume full duties
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and responsibilities within six (6) months. Except as otherwise provided below, light
duty assignments shall be on a thirty-seven-and-one-half (37.5) hours work schedule in

accordance with Section 9.13.

For employees with off-the-job injury/illness, in addition to the above conditions,
employees may only request light duty after using at least five 24 hour shift days (120
hours) of sick leave. Employees who have less than 5 days (five 24-hour shift days or
120 hours) of sick leave must use the hours they have before requesting light duty.
Employees may only request light duty for up to 90 calendar days at which time an

extension may be granted by the Fire Chief or his designee.

All bargaining unit members will receive equal consideration in application of this
Section. There shall be no loss of sick pay while an employee is on light duty unless the
employee chooses to use sick leave to take off for illness from his light duty
assignment, at which time 8 hours of sick time will be deducted for each light duty day

missed.

An employee assigned to work light duty on a 37.5 hour schedule will report to
Fire Department Headquarters on the day he is directed and will work the hours of
0830 to 1700 (8:30 a.m. to 5 p.m.) with the exception of Saturday, Sunday and City
Holidays.

The Fire Chief may assign an employee on light duty to a 24/48 restricted

duty schedule. The Fire Chief or his designee will make that determination based upon
the illness/injury of the employee, medications being taken, office projects that need to
be completed and the qualifications of the employee making the request. A member’s

assignment to a 24/48 hour or 37.5 hour light duty schedule may be altered by the Fire

Chief or designee.

Employees who are assigned a 24/48 hour restricted duty schedule will work a
shift and will follow the standard 24/48 hour schedule including Kelly Days and taking

their vacation days.

60



Nothing herein shall be construed to require the City to create light duty
assignments for an employee, or to provide light duty work when such assignments
may be available. Employees will only be assigned to light duty assignments when the
City in its discretion determines that the need exists and only as long as such need

exists.

Section 13.11. Bulletin Boards. The City will provide bulletin boards in each fire
station for the Union to use for postings regarding Union business. The City reserves

the right to require prior approval of postings.

Section 13.12. Job Descriptions. The Association will be provided with a 30-day
advance notice of all changes or additions to the job descriptions of all classifications

within the bargaining unit.

Section 13.13. Credit Union Checkoff. Upon receipt of a signed credit union
checkoff authorization in a form approved by the City, the City agrees for the duration
of this Agreement to deduct from such employee’s pay, amounts to be paid to the
Evanston Fireman’s Credit Union. Deductions shall be made twice monthly on the first
and second City payday of each month and shall be remitted on an expedited basis in
the form of an “Advance Check” to the person designated in writing from the Credit
Union to receive such deductions. The City has the right to establish reasonable
administrative rules in regard to the Credit Union checkoff. It is understood that the
City shall take no part in the affairs of said Credit Union and shall have no liability for,
nor responsibility to the Credit Union, except for the payroll deduction set forth in this
Section. Continuation of this Section is contingent upon said Credit Union conforming

to the provisions of the lllinois Credit Union Act.

Section 13.14. Bed Linens. The City shall continue its practice of providing initial
issue of bed linens and replacement issue of bed linens upon employee request, so long

as the employee making the request turns in the worn out bed linens.
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Section 13.15. Sick Leave Rules. (a) In the event an employee is unable to
report for work due to illness or injury, he/she must inform his/her Department Head or
Supervisor by the time designated by the Department rules. Failure to do so, each day
of absence, or at agreed-upon intervals in the case of extended illness, may result in

loss of pay. Failure to report for three consecutive duty days may result in termination.

(b)  The Fire Chief may make any appropriate investigation or establish
reasonable controls to prevent the abuse of sick leave. Proof of illness or
disability in the form of a medical certificate from the attending physician, the
City’s physician or a nurse practitioner will be required for any absence of two
consecutive duty days or more, and will be required for any absence due to
sickness or injury once an employee has used 72 hours of sick leave in any
calendar year. Abuse of sick leave based on false claims of illness or injury, or
falsification of proof to justify such sick leave will be cause for loss of pay and
disciplinary action.
(c)  Grounds for suspecting abuse of sick leave include, but are not
limited to, information received by the City that the employee is, or was, during
any day for which sick leave is claimed:

I Engaging in other employment; or

il Engaging in activity or being present in a place inconsistent with a

claim of illness or injury.
(d)  Excessive use of sick leave, repeated instances of inadequate notice to
supervisors requesting the use of sick leave, and requests for or use of sick leave
under suspicious circumstances (such as a request which immediately follows the
employee’s being assigned to a particular job or task or repeated absences
immediately preceding or following weekends, holidays or vacation periods, etc.)
shall also be grounds for suspected abuse of sick leave.
(e)  Actual abuse of sick leave shall subject an employee to discipline

up to an including discharge. Abuse of sick leave consists of:
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I Unjustified or unsubstantiated use of sick leave (as in cases where
a doctor’s certificate is required but not supplied, or in cases where the
doctor’s certificate or employee statement fails to substantiate the
employee’s claim of illness or injury requiring the employee to be off
work); or
il Unjustified failure to give adequate notice to the City of the use of
sick leave; or
iii. Falsification of a written, signed statement by the employee or of a
doctor’s certificate.
0) In reference to Article IX, Section 9.5(e), an employee will be required to
produce a medical certificate after using three (3) days of sick leave for

employee’s spouse or dependent child.

Section 13.16. Hearings. The City and the Union shall each be responsible for the
compensation of their own witnesses and/or representatives who attend hearings
where the Union and the City or the Union and the employee are parties (for example,
court hearings, State Labor Board hearings); provided, however, that one employee
shall be released from duty if necessary to attend such hearing without loss of pay. If
the employee or Union wishes that additional employee representatives or witnesses be
present, those employees shall be released from work pursuant to Section 13.2,

Exchange of Duty, if the employee requests such exchange.

Section 13.17. Physical Fitness Program. (a) General. The City and the Union
recognize that employees should be in good physical condition in order to perform their
work effectively and safely and to protect themselves, co-workers and citizens. The
City recognizes that it has a responsibility to provide a safe working environment,
consistent with the inherent risks and hazards of the work, including but not limited to,
insuring that employees are physically fit to perform their work. The approach of this
Article shall be positive, and the objective shall be to ensure that employees are fit for

work, rather than to discipline or otherwise adversely affect employees. The parties will

63



continue to work through the Joint Safety Committee to achieve the objectives of this

Article.

(b)

(©)

(d)

Medical Examinations. The City shall provide and pay for a medical

examination for all employees covered by this Agreement, on a periodic
basis, in order to evaluate the employee’s fitness for duty. The
examination shall include those factors which are determined medically
appropriate, including electrocardiogram and/or exercise stress tests
where appropriate and shall utilize NFPA 1582 Standard on Medical and
Physical Performance Requirements for Fire Fighters as a guide in the City
physician’s determination.

Employee Safequards. Confidentiality of files under this Section shall be

maintained. The City will receive from the medical evaluation only a
report that the employee was fit or unfit for duty. Details of the medical
examination shall be submitted to the employee, not the City, except that
if the employee is determined unfit for duty, the City shall be supplied
with that medical information which the physician believes is appropriate
in order to evaluate the employee’s medical suitability for continued work
and/or rehabilitation. If the City receives an unfit for duty medical report,
the City will, consistent with the medical evaluation, take into account
such factors as medical evaluation from the employee’s own physician,
referral to a third independent physician, education, training, re-
evaluation, medical leave, referral to light duty and/or employee
rehabilitation. The City will take every medical step reasonably
appropriate under the circumstances to enable an employee to return to
duty and, consequently, a decision to terminate an employee’s
employment for unfitness for duty shall only be made as a last resort.

Physical Performance. The Department shall adopt a physical exercise

program required for participation by all employees. The Department will

provide and maintain exercise equipment for employees to utilize at each
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(e)

()

Fire Station. Recommendations concerning specific exercise equipment
and the particular fitness or exercise program shall be developed by the
Physical Fitness Committee.

Grievance and Arbitration. Any action taken by the City declaring an

employee medically unfit for duty shall be subject to grievance and final
and binding arbitration pursuant to Section 6.3 of this Agreement. In the
event that the City unilaterally adopts a particular exercise program,
employees shall participate in the program in good faith, but no discharge
or demotion as a result of such participation shall become effective until
such time as any disputes between the City and Union as to the
reasonableness or validity of any unilaterally adopted exercise program
are resolved. Any disputes between the City and Union as to the
reasonableness or validity of any unilaterally adopted exercise program
shall be subject to final and binding grievance and arbitration under
Section 6.1 and Section 6.3 of this Agreement. If the Union so desires, it
may raise a potential grievance under this Article in writing at a meeting
of the Joint Safety Committee, prior to filing a grievance, in which event if
the complaint remains unresolved, the grievance will be filed directly at
Step 2 of the grievance procedure.

Voluntary Wellness and Fitness Program: The City and the Union agree to

establish a voluntary employee wellness and fitness program. To
participate in the program, the employee must receive and pass the
annual medical examination in accordance with Section 13.17 (B).

The employee must also:

e Abstain from use of tobacco products and pass nicotine metabolite
(continine) test.
o0 Any employee who is found to have a continine value

between 100ng and 299ng is entitled to request one retest
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to verify the results, provided the employee requests the

retest to the Chief within 48 hours of receiving the results.

0 Any employee who receives a test value of 300ng or more is

not entitled to a retest.

e Participate in a regular exercise program within the guidelines of

Department policy 2305.101.

e Pass 7 of the 8 fitness assessment exercises administered. Must

pass body composition and VO2max.

Fitness Assessment Passing Scores

MALE
Exercises 21-30 yrs old 31-40 yrs old 41-50 yrs old 51+
Push-ups 35 30 25 20
Plank 90 sec. 75 sec. 60 sec. 45 sec.
Grip Strength 100 100 100 100
Curl 100 lbs 90 Ibs 80 Ibs 70 Ibs
Squat 225 lbs 185 lbs 145 lbs 105 Ibs
Sit and Reach 14 14 14 14
VO2max 40 40 40 40
Body Comp. 18-19% 19-20% 20-21% 21-22%
FEMALE
Exercises 21-30 yrs old 31-40 yrs old 41-50 yrs old 51+
Push-ups 24 21 18 14
Plank 90 sec. 75 sec. 60 sec. 45 sec.
Grip Strength 70 70 70 70
Curl 70 65 56 49
Squat 225 Ibs 185 lbs 145 lbs 105 Ibs
Sit and Reach 14 14 14 14
VO2max 40 40 40 40
Body Comp. 28-29% 29-30% 30-31% 31-32%

Test will be given in this set order:

1. VO2max

2. Sit and Reach

3. Plank
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4. Squat

5. Push-ups

6. Curl

7. Grip Strength

8. Body Composition

Employee meeting these requirements shall receive a $500 stipend toward
medical expenses for the following calendar year. This stipend shall be
applied to reduce the monthly amount of the employees’ contribution to

the health insurance plan selected by the employee.

Section 13.18. New Classifications. If the City creates new classifications within
the bargaining unit, the Union shall be provided with thirty (30) days’ advance notice.
The parties shall meet over a period of at least forty-five (45) days at mutually
agreeable times and negotiate with respect to wage rates, hours and other conditions
of employment for the new classification. Each party’s representative shall give fair
consideration to the other party’s proposals. In the event the parties are not able to
reach agreement, any disputes as to the City’s or Union’s proposals that constitute a
mandatory subject of bargaining shall, at the election of either party, be referred to
arbitration for resolution in accordance with the procedures of Section 14 of the IPLRA,
as modified below, except that the neutral chairman shall be selected in accordance

with Section 6.3, Step 4 of this Agreement.

The arbitrator’s authority as to any dispute as to wage rates shall be to determine
whether the wage rate for the new classification bears a proper relationship to the
wage rates of the classification set forth in the labor contract. Any disputes as to other

issues shall be determined in accordance with applicable standards of Section 14(h).

In any arbitration under this Section there is a presumption that the hours and other
conditions of employment in the Agreement shall apply to the newly-created

classification. Should the party asserting that the existing hours and other conditions of
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employment contained in the Agreement are inapplicable to the newly-created
classification, fail to establish the unique character of the newly-created classification,
the interest arbitrator shall proceed no further as to issues relating to hours and other
conditions of employment. If, however, the interest arbitrator is satisfied that the
newly-created classification presents unique circumstances requiring the establishment
of hours and/or other conditions of employment which differ from those included in the
Agreement, that interest arbitrator shall decide those issues under the statutory criteria
and procedures established by Section 14(h) of the IPLRA. The arbitrator must address
the issue of the asserted inapplicability of the existing hours and conditions of
employment to the newly-created classification before proceeding to the wage issue in

dispute.

Section 13.19. Maintenance of Service Levels.

The parties recognize and acknowledge the following standards of service:

1. The parties have jointly committed to maintain safe working conditions as

described in Section 13.1 of this agreement.

2. “The Fire Department exists, 24 hours of every day, to protect life, property, and
the environment. We will provide superior quality fire suppression, emergency medical
services, fire prevention, public education, technical and special rescue, non-emergency
and support services: to prevent or minimize situations that affect the people we

serve.”

3. The City Council has determined that this purpose is presently accomplished by
maintaining daily staffing levels in accordance with the budget appropriated and
adopted for fiscal years 2012-2013, which may be subject to change by City Council

after compliance with the dispute resolution procedures of this agreement.

68



4. The present daily staffing levels ensure the safety of employees and protection
of the life and property of citizens because staffing levels are sufficient to ensure that
companies responding to emergency calls have the staffing necessary to be effective

and respond within the department’s average response time.

5. The parties acknowledge that the present daily staffing levels are not necessarily
absolute and may be subject to reconsideration due to circumstances currently
unforeseen. In the event the City believes changes in present staffing levels are
necessitated by changed circumstances, the City shall notify the Union of the reasons
for any changes and upon written request from the Union, within ten calendar days, a
Labor-Management meeting shall convene to discuss and negotiate in good faith as to
the City’s proposed changes. If the parties are unable to come to an agreement within
20 days, either party may invoke interest arbitration in accordance with § 14 of the Act,
except the mediation shall be waived. The single arbitrator shall be selected under the
procedures of the collective bargaining agreement except the parties shall select the
arbitrator from the first panel received within seven days of receipt of the panel, and
final offers shall be submitted by the parties to the arbitrator within seven days of the
arbitrator’s appointment. The hearing shall thereafter be conducted and concluded
within ten (10) days of the arbitrator’s appointment and a decision rendered (without
the filing of post-hearing briefs, pre-hearing briefs will be permitted) within seven (7)
days thereafter. In the event the arbitrator selected is unwilling to meet these time

frames, the last arbitrator struck will be selected until an agreeable arbitrator is found.

6. The Union agrees that during these discussion and negotiations prior to impasse,
it will direct all correspondence and inquiries to the City’s appointed negotiating team.
The City agrees to share any concerns of the Union with the City Council in the event

the proposed changes require City Council’s approval.

7. This side letter of agreement shall expire (sunset) at 11:59 p.m. on the 31% day
of December, 2016, and the parties shall revert immediately to the provisions of the

parties’ collective bargaining agreement. The parties agree that the provisions within
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this side letter of agreement and the effects of its application shall be considered non-
precedential, shall not be considered to be the “status quo” in an future negotiation,
and shall not be used by either party for any purpose whatsoever in any future interest
arbitration involving the parties. Nothing herein shall constitute a waiver of either
party’s position as to whether or not minimum manning is a mandatory subject to

bargaining.

Section 13.20. Outside Employment.

Employees shall annually notify the Chief in writing of any outside employment.
Outside employment shall be defined as being employed by an employer, contracting
for or accepting anything of value in return for services and/or self-employed for
remuneration. Employees shall be allowed to work on outside employment on their

days off, provided such employment shall not:

(1) Result in a conflict of interest as defined by City Code of Ethics
(2)  Bring the City into disrepute

(3) Result in outside work during an employee’s work shift; or

(4) Involve the use of City equipment, supplies of facilities without express
permission from the fire Chief or his designee.
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ARTICLE X1V

Policy on Drug and Alcohol Screening

Section 14.1. General Policy Regarding Drugs and Alcohol. The use of illegal
drugs and the abuse of alcohol and legal drugs by members of the Evanston Fire
Department present unacceptable risks to the safety and well-being of other employees
and the public, invite accidents and injuries, and reduce productivity. In addition, such
use and abuse violate the reasonable expectations of the public that the City employees
who serve and protect them obey the law and be fit and free from the adverse effects

of drug and alcohol use.

In the interests of employing persons who are fully fit and capable of performing their
jobs, and for the safety and well-being of employees and residents, the parties hereby
establish a screening program implementing the stated policy regarding drug and
alcohol use by employees and potential employees of the Evanston Fire Department.
Contained herein is the policy and program of the City of Evanston and the Evanston

Fire Department, as specifically applied to members of the Evanston Fire Department.

The Fire Department has the responsibility to provide a safe work environment as well
as a paramount interest in protecting the public by ensuring its employees are
physically and emotionally fit to perform their jobs at all times. For these reasons, the
abuse of prescribed drugs, the abuse of alcohol or the use, possession, sale or transfer
of illegal drugs, cannabis or non-prescribed controlled substances by Department
members is strictly prohibited on or off duty. Violation of these policies will result in

disciplinary action up to and including discharge.

Section 14.2. Definitions.
A. “Drugs” shall mean any controlled substance listed in Chapter 56-1/2 of
the Illinois Revised Statutes, known as the Controlled Substances Act, for
which the person tested does not submit a valid pre-dated prescription.

Thus, the term “drugs” includes both abused prescription medications and
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illegal drugs of abuse. In addition, it includes “designer drugs” which may
not be listed in the Controlled Substances Act but which have adverse
effects on perception, judgment, memory or coordination. A listing of

drugs covered by this policy includes, but is not limited to:

Opium Methaqualone Psilocybin-Pilocyn
Morphine Tranquilizers MDA
Codeine Cocaine PCP
Heroin Amphetamines Chloral Hydrate
Meperidine Phenmetrazine Methlyphenidate
Marijuana LSD Hash
Barbiturates Mescaline Hash Oil
Glutethimide Steroids
B. “Impairment” due to drugs or alcohol shall mean a condition in which the

employee is unable to properly perform his/her duties due to the effects
of a drug in his/her body. Where impairment exists (or is presumed),
incapacity for duty shall be presumed. “Impairment” due to alcohol shall
be presumed when a blood alcohol content of .02 or more is measured.

C. “Positive Test Results” shall mean a positive result on both a confirming
test and an initial screening test. If the initial test is positive, but the
confirming test if negative, the test results will be deemed negative and
no actions will be taken. A positive confirming test result is one where the
specimen tested contained alcohol, drug or drug metabolite
concentrations at or above the concentration specified in Section VI.A.7.

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

prescribed drug which results in impairment while on duty.

Section 14.3. Pre-Employment and Probationary Screening. All new

Firefighter applicants will be required to submit blood and urine specimens to be
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screened for the presence of drugs and/or alcohol prior to employment. No applicant

with a confirmed positive result shall be eligible for hire. Any applicant refusing to

submit to such required testing shall not be considered for employment. Probationary

employees will be required to submit blood and urine specimens to be screened for the

presence of drugs and/or alcohol during the final 30 days of the probationary period.

Section 14.4. Prohibitions. Firefighters shall be prohibited from:

A.

Consuming or possessing alcohol or illegal drugs at any time during
the work day on any of the Employer’s premises or job sites,
including all of the Employer’s buildings, properties, vehicles and
the employee’s personal vehicle while engaged in the business of
the Employer.

Using, selling, purchasing or delivering any illegal drug during the
work day or when off duty.

Being impaired due to alcohol during the course of the work day.
Failing to report to their supervisor any known adverse side effects
of medication or prescription drugs which they are taking.

The use of alcohol within four hours of reporting to duty.

Violations of these prohibitions will result in disciplinary action up to and including

discharge.

Section 14.5. Administration of Tests.

A.

Informing Employees Regarding Policy. New employees will be

supplied with a copy of this Policy on Drug and Alcohol Screening
as part of the new employee orientation. The City shall provide
annual training to employees regarding the goals of this policy,
namely, that employees of the Fire Department be fit and free from
the adverse effects of the use of illegal drugs and the abuse of
alcohol and legal drugs; such training will include a review of this

policy. However, it is the responsibility of all members of the Fire
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Department to be aware of, and adhere to, this policy and rules
and procedures contained herein.

Reasonable Suspicion. Where the City has reasonable suspicion of

drug use or alcohol abuse, a test may be ordered and the
employee may be required to report for testing. Reasonable
suspicion exists if the facts and circumstances warrant rational
inferences that a person is using and/or is physically or mentally
impaired due to being under the influence of alcohol or illegal
drugs. Reasonable suspicion will be based upon the following:
i. Observable phenomena, such as direct observation of use
and/or the physical symptoms of impairment resulting from
using or being under the influence of alcohol or controlled
substances; or
ii. Information provided by an identifiable third party which is
independently investigated by the Fire Chief or his designee to
determine the reliability or validity of the allegation.

Accidents/Injuries. When a member is involved in an on-the-job

accident or injury, a supervisor shall conduct a preliminary
investigation promptly and, as part of the investigation, shall
evaluate the member’s appearance and behavior. Drug and alcohol
testing may be required where there is reasonable suspicion that
an error or mistake due to drug or alcohol use by the member
caused the accident or injury or where there is reasonable
suspicion that a member’s alcohol or drug use may have
contributed to the incident.

Performance. When a member is observed to be behaving in a
manner causing reasonable suspicion of drug and/or alcohol use,
the supervisor may require a drug and alcohol test. Whenever
feasible, the impaired behavior should be observed and

corroborated by another supervisory member.
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Arrest or Indictment. When a member has been arrested or

indicted for conduct involving alcohol abuse and/or illegal drug
related activity on or off duty, the Fire Chief may require
drug/alcohol screening. The Fire Chief may also or instead of a
drug/alcohol screening, make a mandatory referral for an
evaluation of the existence of a substance abuse problem. If the
certified substance abuse professional or other licensed physician
or psychologist acceptable to the City and to the Union indicates
that a treatment program is recommended, that treatment program
will be viewed as mandatory in accordance with the existing
language in the drug/alcohol policy. If the evaluation indicates a
treatment program is not necessary, the treatment program would
not be mandatory.

Status of Employee Following Order for Testing. When testing is

ordered, the employee will be removed from duty and placed on
leave with pay pending the receipt of results.

There shall be no across-the-board or random testing of employees
except as specifically provided for by Section 14.9 of this Article, or

as otherwise mutually agreed in writing by the parties.

Section 14.6. Testing Procedures. The test procedures outlined in this Section

shall conform with the NIDA Standards (National Institute on Drug Abuse) of the

Federal Guidelines issued by the Department of Health and Human Services, Alcohol,

Drug Abuse and Mental Health Administration as set forth in Title 48 of the C.F.R.

effective 12-1-89. In the event there is any conflict between the procedures set forth in

this Section 14.6 and the NIDA Standards, the NIDA Standards shall control.

The Director of Human Resources, in conjunction with the Fire Chief, will ensure that

the following procedures are established for the collection of urine and blood specimens

and the testing of such specimens at a designated NIDA-certified laboratory.
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General Procedures.

1) Employees covered by a collective bargaining agreement are
entitled to union representation; a union representative shall accompany
the employee to the collection site, provided such representative is
available and that securing such representative does not impede the
process.

2) Collection Sites. Collection services will be provided at the OMEGA

Clinic (the City’s physician group). For services when OMEGA is not open,
collection services will be provided at the Evanston Hospital Emergency
Room.

3) Chain-of-Custody. In all cases, strict chain-of-custody procedures

will be followed:
a. Immediately after the specimen is obtained, the client and
the doctor or nurse will initial the confidence seal on the urine
specimen.
b. Both parties will sign the laboratory chain-of-custody form,
including the date and time.
c. Labeled specimens will be placed in a locked refrigerator or
laboratory container located in the clinic. The OMEGA staff
member will sign and date the OMEGA log.
d. Lab courier will pick up specimens twice per weekday and
once per weekend. Courier and OMEGA staff will sign the chain-
of-custody form.
e. Specimens will be transported directly to the designated
NIDA-certified (MetPath) laboratory where they will be processed
in a separate drug testing area accessible only to authorized
personnel.
f.  Once in the lab, all personnel who handle the specimen must

sign and date the chain-of-custody form.
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4) Scheduling.
i. “For cause/fitness for duty” and other non-routine collection of

specimens for testing will not require an appointment, but the
individual must be accompanied by a supervisor, who will present
identification. In most cases, OMEGA will be notified by phone of
a collection request “on the way.”

il. Routine collection of specimens for testing will be done by
appointment at least 24 hours in advance.

iii. When collection is done at the Emergency Room, the City will
notify OMEGA on the next business day. At the hospital, the
supervisor will present identification and notice that this is an
OMEGA client.

5) Results. Results will be forwarded by mail to the Director of
Human Resources in a confidential envelope. Generally, this means within
24-72 hours of specimen pick-up by the lab. Results will not be released
by phone when the call is initiated by someone outside OMEGA or the
testing lab. The Director of Human Resources may request that OMEGA
release the results by phone or in person only to her. Written results are
the property of the City of Evanston and will not be released by OMEGA or
the laboratory to an employee/applicant without proper authorization from
the City.

6) Collection Procedure.

a. Client identity will be verified by driver’s license or by the
supervisor in the absence of a picture ID. Verification will be done
by doctor or nurse.

b. Drug history/drug disclosure form will be completed by the
client, and reviewed by the doctor or nurse.

C. Consent form will be signed by client and witnessed.

d. The specimen will be obtained as follows:
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I At the OMEGA site, the collection will be unwitnessed:
the client will be fully unclothed, dressed in a hospital gown,
wash his/her hands thoroughly, including under and around
the fingernails, and accompanied to the bathroom door. The
client will void in a bathroom with colored toilet water, taps
shut off, and devoid of soap or other materials which would
be used to adulterate the specimen.
il At the Emergency Room site, if the specially-equipped
bathroom is not available, the test will be witnessed. A
doctor and/or nurse will accompany the client to the
bathroom and will be physically present when the specimen
is produced. Blood alcohol specimens will be obtained by a
nurse.

e. Blood alcohol specimen will be labeled with name, test date,

time, and will be initialed by the nurse or doctor and the client.

f. Urine specimen will be sealed in full view of the client and

the confidence seal placed over the top of the bottle.

g. The chain-of-custody process will be initiated, and

specimens will be given an 1.D. number. The specimen will be

labeled with that number, as is the chain-of-custody form.

h. Copies of the chain-of-custody form will be sealed in a

tamper-proof custody envelope with the specimen. The envelope

will be locked up in a metal box or locked refrigerator.

I. “For Cause” testing will also include a medical history and

physical exam to gather an understanding of any physical

conditions, known or unknown, of a client, as well as to provide a

third party observation and assessment of the individual.

J. In connection with its testing program the City shall engage

the services of a medical expert experienced in drug testing to

design an appropriate questionnaire to be filled out by any

78



employee being tested to provide information of food or medicine
or other substance eaten or taken by or administered to the
employee which may affect the test results and to interview the
employee in the event of positive test results to determine if there
is any innocent explanation for the positive reading.

7 Laboratory Process. MetPath will utilize a NIDA-certified laboratory

for all drug/alcohol screening processing. The laboratory will:
a. Use 7 drug panel of: amphetamines, barbiturates,
benzodiazepines, cocaine, cannabinoids (THC), opiates and
phencyclidine, unless the specific situation requires testing for
another specific substance(s), plus alcohol (ethyl).
b. Use the EMIT procedure as the initial screen, utilizing cutoff

levels as follows:

Marijuana metabolites 100 ng/ml
Cocaine metabolite 300 ng/ml
Benzoylecgonine 300 ng/ml
(Opiate metabolite)

Amphetamines 1000 ng/ml
Phencyclidine 25 ng/ml
Barbiturates 300 ng/ml
Benzodiazepines 300 ng/ml

C. Use Gas Chromatography/Mass Spectroscopy (GC/MS) as

the confirmatory method, utilizing cutoff levels as follows:

Marijuana metabolites 15 ng/ml
(Delta-9-THC Carboxylic)
Cocaine metabolite 150 ng/ml

(Benzoylecgonine)

Opiate metabolites:
Morphine 300 ng/ml
Codeine 300 ng/ml
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Amphetamines 500 ng/ml
Amphetamine or

Methamphetamine

Phencyclidine 25 ng/mi
Barbiturates 200 ng/ml
Benzodiazepines 50 ng/mi
d. Freeze and retain all positive specimens for at least twelve

(12) months after testing.
e. Use for alcohol (ethyl) a blood alcohol content level of .02

grams per 100 cubic centimeters.

Independent Testing. When an employee has been tested pursuant to

the rules established herein and there are confirmed positive results, the
employee may request that a portion of the original specimen be
submitted for an independent test. The employee shall be notified of
his/her right to do so and request and complete the independent test
within ten (10) days of notice. The independent test shall be at the
employee’s expense, shall use equivalent testing and chain-of-custody
process used by the City. If such independent test yields a negative test
result, the City will consider those results in its determination of further
action.

Confidentiality of Test Results. The results of drug and alcohol tests will

be disclosed to the person tested, the Fire Chief, the Director of Human
Resources, and such other officials as may be designated by the City
Manager on a need-to-know basis consistent with the other provisions of
this Agreement, including treatment needs, diagnosis, use of the
Employee Assistance Program and investigation of disciplinary action.
Test results will be disclosed to the designated representative of the union
upon request. Test results will not be disclosed externally except where

the person tested consents or disclosure is permitted by law. Any
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member whose drug/alcohol screen is confirmed positive shall have an
opportunity at the appropriate stage of the disciplinary process to refute
said results. A breach of confidentiality shall be considered a serious act
of misconduct and the Union may grieve and remedy violations through
the grievance procedure. Nothing in this provision shall be construed as
waiving the Union’s statutory right to obtain information that may be

relevant to collective bargaining or the administration of grievances.

Section 14.7. Voluntary Request for Assistance. Employees are encouraged to
voluntarily seek treatment, counseling and/or other support and assistance for an
alcohol or drug related problem. If such voluntary assistance is sought by the
employee before the employee commits rule violations connected with drug/alcohol
abuse, and/or before the employee is subjected to for cause testing under this policy,
there shall be no adverse employment action taken against an employee who
voluntarily seeks assistance. When voluntary assistance is requested under this policy,
the employee may use the City’'s Employee Assistance Program to obtain referrals,
treatment, counseling and other support and all such requests shall be treated as
confidential pursuant to the City’s normal procedures in the operation of its Employee

Assistance Program.

Section 14.8. Specific Responsibilities.
A. The Fire Chief or his/her designee will:
1. lIdentify those members where a drug/alcohol screen is required and
inform the Director of Human Resources of said status.
2. When necessary, initiate a preliminary investigation to determine the
validity of a member’s admission that he/she is presently taking prescribed
drugs.
a. If the preliminary investigation reveals that the drugs have
been legally prescribed and are being consumed according to

prescription directions, no further investigation will ensue.
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b. In all other instances, a formal investigation will ensue when
the test results disclose positive indicators and/or evidence of
drug/alcohol usage by the member.
Command level personnel or the Fire Chief shall ensure that members
have been properly notified of the date and time of a drug/alcohol screen
and that the notification has been properly documented.
The member subject to a drug/alcohol screen will:
1. Report on a date and time determined by the Department.
2. Furnish documentation relating to the use of any prescribed drugs;
i.e., prescription bottle with prescription number, prescribing physician’s
statement, etc.
3. Answer all pre-medical examination questions including the use of
any/all prescribed drugs and the name(s) of any prescribed drugs and the
name(s) of any prescribing physician(s).
4. Cooperate in the completion of all phases of the drug/alcohol screen
in accordance with the instructions of the examining physician or his/her
designee.
5. Have in his/her possession his/her departmental identification card.
Any member who is taking prescription medication that could affect
perception, judgment, memory, coordination or other necessary ability to
perform one’s duties shall report such fact and the nature of the iliness or
condition requiring the medication to his/her supervisor. Such information

will be treated on a confidential basis.

Section 14.9. Disciplinary Action for Confirmed Positive Test Results.

A.

First Positive. The first confirmed positive test result will be cause for
disciplinary action up to and including a five duty day disciplinary
suspension. The employee must agree to the following conditions: (1)
the employee will be mandatorily referred to the City’'s Employee

Assistance Program for evaluation, diagnosis and development of a
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treatment plan consistent with generally accepted standards; and (2) the
employee will be required to cooperate in the treatment plan, undergo
unannounced periodic drug and/or alcohol screening for a period of up to
12 months, successfully complete the prescribed treatment, remain free of
drug and alcohol use, and sign an agreement consenting to said
conditions. Failure to comply with these conditions of continued
employment shall be cause for discharge.

Second Positive — During Treatment. If an employee has a first confirmed

positive test under the previous paragraph A and enters a treatment
program, and thereafter that employee has a subsequent confirmed
positive test result while the employee is in treatment, as a result of
unannounced periodic drug and/or alcohol screening, the employee shall
receive a 30 shift day disciplinary suspension and shall be required to
continue in treatment and comply with the other conditions of treatment
as set forth in the preceding paragraph, which 30 shift day disciplinary
suspension shall be final and binding on the Union and the employee and
shall not be subject to the grievance procedure. Any confirmed positive
test thereafter, either periodic unannounced or reasonable suspicion, shall
result in the employee’s discharge, which shall be final and binding on the
Union and the employee and the penalty shall not be subject to the
grievance procedure of the collective bargaining agreement.

Second Positive — Reasonable Suspicion. An employee who has a first

confirmed positive test under Paragraph A of this Section 14.9 and who
subsequently has a confirmed positive test under the reasonable suspicion
standard shall be discharged, which discharge shall be final and binding
on the Union and the employee and the penalty shall not be subject to the
grievance procedure in the collective bargaining agreement.

Employment Status. There is no requirement on the part of the City to

keep an employee on active employment status who is receiving

treatment under this Section if it is appropriately determined (i.e.,
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determination by an independent physician and/or appropriately certified
medical and/or psychological professional) that the employee’s current
use of alcohol or drugs prevents such individual from performing his
duties or whose continuance on active status would constitute a direct
threat to the property and safety of others. Such employee shall be
afforded the opportunity to use accumulated paid leave or take an unpaid

leave pending treatment.

84



ARTICLE XV

Paramedics

Section 15.1. General. In an effort to maintain a sufficient number of Paramedics

for the City of Evanston, the following policy will be adopted:

This policy applies to members in the Department who perform Emergency
Medical Services, have secured licensure as Emergency Medical
Technician/Paramedic (EMT-P) with the State of lllinois, Department of Public
Health, by and through the Emergency Medical System (EMS) under which the
Evanston Fire and Life Safety Services Department operates its Advanced Life
Support (ALS) Service, and to members of the Department who are in the
process of obtaining such licensure (provisional).

A memorandum will be issued annually by the Fire Chief regarding a reasonable

number of paramedics necessary for the provision of EMS services by the Evanston Fire

and Life Safety Department.

Section 15.2. Training. Annual required training of Paramedics and provisional
members of the Evanston Paramedics Service shall normally take place on duty hours.
Where training activities are scheduled at a time when a participant is not regularly

scheduled to work, overtime shall be paid in accordance with the Union Contract.

Paramedics may also enroll in additional educational courses and seminars offered by
outside agencies to enhance their EMT-P skills; any outside training opportunities shall
be procured under the guidelines as set forth in the Department’s Outside Training

Policy.

Section 15.3. Implementation of Staffing. Sufficient Paramedics to properly

staff the Paramedic Service shall be secured from the following sources:

A. Volunteer Paramedics: Firefighters hired from the provisional employment list
posted on December 12, 1983 or provisional employment lists posted on earlier

dates who have volunteered (or who may volunteer in the future) to secure
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appropriate licensure and perform as Paramedics. These Paramedics must agree
to commit to participate in the service for a term of service — hereinafter referred
to as a “basic commitment period” — equal to the duration of his/her existing
period of licensure.

B. Mandatory Paramedics: Firefighters hired from the provisional employment list
posted on July 7, 1986 or hired after August 18, 1986. These persons shall be
required as a condition of employment to attain and maintain in good standing
their licensure as an EMT-P (Paramedic).

C. Drafted/Assigned Paramedics: If the Fire Chief determines there are insufficient
existing Paramedics and additional Paramedics are necessary to provide
Emergency Medical Services, Firefighters may be drafted/assigned to become
Paramedics. Firefighters will be assigned beginning with the non-paramedic
Firefighter with the least amount of seniority, in ascending order until the
appropriate number of Paramedics is secured. A drafted/assigned Paramedic
shall be required to participate in the EMS for one complete period of licensure,
following completion of the licensing and certification requirements.
Drafted/assigned Paramedics shall make their best effort to secure the required
licensure and certifications.

Section 15.4. Conditions for Withdrawal from Paramedic Program.

A. Volunteer or Drafted/Assigned Paramedics: Members of the Department who
are Volunteer or Drafted/Assigned Paramedics and who have completed their
basic commitment period may request to withdraw from the program. All
requests to withdraw must be made between November 1 and November 30 of
each year and shall be submitted in writing to the Fire Chief. These members
may be allowed to withdraw if the number of existing paramedics exceeds the
number set by the Fire Chief, in descending order of seniority as a Paramedic
with the Evanston Fire and Life Safety Services Department. Seniority in this
case will be determined by the month and year the member becomes certified in

the St. Francis System.
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B. Medical Withdrawal: Volunteer and Drafted/Assigned Paramedics may withdraw
from the service prior to completing their basic commitment or further
commitment terms or outside of the stated withdrawal terms only upon
submission of satisfactory medical evidence of unsuitability for the Paramedic
Service and after approval by the Fire Chief or his designee. Mandatory
Paramedics who cannot continue as a Paramedic and require medical withdrawal
shall seek a disability pension or are subject to termination.

C. Post Withdrawal: Any paramedic allowed to withdraw from the program and

remain with the Department will be required to maintain status as an EMT-A.

Section 15.5. Paramedic School and Classes.
A. Failure to Pass Paramedic Class/State Test: Mandatory Paramedics will be
given only one opportunity to pass the Paramedic Class, unless agreed otherwise
by a committee of three which consists of the EMS Coordinator, the Division
Chief EMS, and the Fire Chief. In addition, they will be given no more than three
(3) opportunities to pass the State licensure test. Any Mandatory Paramedic who
fails to pass the class or test based upon the criteria in this section will be
subject to termination.
B. Post Class Requirements of the EMS System: Provisional
paramedics must successfully complete any licensure requirements within 12
months of passing the State paramedic exam, unless an extension is
recommended by a committee of three, which consists of the EMS Coordinator,
the Division Chief EMS, and the Fire Chief.

C. EMT-A Course: Failure to complete the EMT-A course within the same
constraints as outlined for the Paramedic course will subject the individual to

termination.
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Section 15.6. Liability Coverage. The City shall provide complete liability

coverage for Firefighters operating within the scope of their employment as Paramedics.

Section 15.7. Paramedic Preceptors. The City shall establish a Paramedic
Preceptor program to provide a mentoring relationship between a paramedic student
and established firefighter/paramedics. The Preceptor is to provide to the student the
assistance necessary to develop the knowledge and skills to the level at which the

student is capable of operating as a Paramedic in the St. Francis EMS System.

a. Qualifications: Preceptors must be a firefighter/paramedic in good standing
within the St. Francis EMS System, and must have a minimum of three years of
such standing with the Evanston Fire and Life Safety Services Department.
Preceptors must also possess the following certifications: 1) Advanced Cardiac
Life Support; 2) Pediatric Advanced Life Support.

b. Requirements: The preceptor must 1) complete the St. Francis EMS System
preceptor orientation program, 2) meet all System and Departmental reporting
and riding requirements, and 3) maintain the mentoring relationship from
assignment to a student through the student’s successful completion of the State

licensure exam.

Selection/Payment: The Department may select preceptors from an eligible volunteer
pool. The Department reserves the right to assign members as preceptors to meet its
needs. Paramedics who are serving as preceptors as of March 1, 2001 will be
considered as qualified for selection as a preceptor. An employee assigned to serve as
a preceptor to a student for a shift will be paid 10.0% of the GP pay step hourly rate for

the twenty-four hours of the shift worked.

Section 15.8 Performance Improvement Measures and Critiques "PIC"
No disciplinary action may be taken by the City of Evanston upon an EMT or Paramedic
for any and all information brought about within the confines of the EMS Resource

Hospital Request for Clarification or Performance Improvement Critique "PIC" Methods.
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The City maintains the right to clarify any pre-hospital care provided by an EMT or
Paramedic employed by the City. However, any clarification conducted by City
personnel must be concluded prior to commencement of a Request for Clarification or

"PIC" ordered by the EMS Resource Hospital and is subject to Article VI of the CBA.
The results of the Request for Clarification or "PIC" Methods as dictated by the EMS

Resource Hospital are for quality improvement only and are not to be punitive to the

EMTs or Paramedics involved.
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ARTICLE XVI

Promotions

Section 16.1. Promotions. Promotions to the rank of FAO, Captain, and Shift Chief
shall be governed by the rules and regulations of The City of Evanston in effect as of
March 1, 1991 and the Fire Department Promotion Act (50 ILCS s742) to the extent
they are not inconsistent with the terms of this Article, (a copy of the Act is attached as
Appendix G), or other mutual agreements between the parties under this Article.
Beginning with the expiration of the 2005-2009 promotional eligible list, the City will
post new promotional eligible lists no more than three years after the posting of the
prior list(s) for FAO, Fire Captain, and Shift Chief; promotional eligible lists shall last for

a minimum of two years, unless exhausted.

Section 16.1.1. Vacancies. This Article applies to promotions to vacancies in the
ranks of Captain and Shift Chief. A vacancy shall be deemed to occur in a position on
the date upon which the position is vacated, and on that same date, a vacancy shall
occur in all ranks inferior to that rank, provided that the position or positions continue
to be funded and authorized by the corporate authorities. If a vacated position is not
filled due to a lack of funding or authorization and is subsequently reinstated, the final
promotion list shall be continued in effect until all positions vacated have been filled or
for a period of up to 5 years beginning from the date on which the position was
vacated. In such event, the candidate or candidates who would have otherwise been
promoted when the vacancy originally occurred shall be promoted. Any candidate may
refuse a promotion once without losing his or her position on the final adjusted
promotion list; such candidate must provide in writing his decision to refuse a
promotion including the reason therefore, and submit same to the Fire Chief no later
than 5 calendar days following the offer of promotion. Any candidate not following this
procedure or who refuses promotion a second time shall be removed from the final
adjusted promotion list, provided that such action shall not prejudice a person’s

opportunities to participate in future promotion examinations.
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Section 16.2. Fire Apparatus Operator/Qualified Driver.

Promotions to rank of Fire Apparatus Operator shall be governed by the rules and
regulations of the City of Evanston in effect as of March 1, 1991 and the Fire
Department Promotion Act (50 ILCS s742) to the extent they are not inconsistent with
the terms of this Article, (a copy of the Act is attached as Appendix H), or other mutual
agreements between the parties under this Article. The City will post new promotional
eligible lists no more than three years after the posting of the prior list, for Fire
Apparatus Operator; promotional eligible list shall last for a minimum of two years,
unless exhausted. Obtaining the rank of Fire Apparatus Operator shall not be a
requirement to promote to the next rank of Fire Captain.

In order for an employee to participate in the Fire Apparatus Operator examination,
said employee shall have a minimum of three years (3) experience with the Evanston
Fire Department assigned to suppression, as a firefighter or a firefighter/paramedic to
test and qualify as a Fire Apparatus Operator. For examinations beginning after
January 1, 2012, employee must possess the following qualifications to participate in
the examination:

Appropriate State of lllinois Driver’s License,

lllinois Office of the State Fire Marshall FAE Certificate,

lllinois Office of the State Fire Marshall Fire Service Vehicle Operator
Certificate

The placement of employees on promotional lists shall be based on the points achieved
by the employees on promotional examinations for Fire Apparatus Operator consisting
of the following components weighted as specified:

Written Exam 50%
Practical Exam Pass/Fail
Seniority 50%

All applicants that pass the practical exam and written exam (minimum passing score of
70% on each exam) will be placed on the eligibility list in rank order. In the event of
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tied scores, the more senior applicant will be placed ahead of the other applicant on the

list.

Seniority will be calculated based on months of completed service as of the close of

applications. Candidates shall be awarded a maximum of fifty (50) points on the

promotional examination for seniority. Candidates shall be awarded two points for each

Twelve months of completed service, and thereafter, one sixth (.167) of a point for

each month of completed service to the maximum of 50 points.

A.

Procedure for Selection. Whenever a promotional rank is created or
becomes vacant due to resignation, discharge, promotion, death, or the
granting of a disability or retirement pension, or any other cause, the
appointing authority shall appoint to the that position the person with the
highest ranking on the final promotion list for that rank, except that the
appointing authority shall have the right to pass over that person and
appoint the next highest ranked person on the list if the appointing
authority has reason to conclude that the highest ranking person has
demonstrated substantial shortcomings in work performance or has
engaged in misconduct affecting the person’s ability to perform the duties
of the promoted rank since the posting of the promotional list. If the
highest ranking person is passed over, the appointing authority shall
document its reasons for its decision to select the next highest ranking
person on the list. Unless the reasons for passing over the highest
ranking person are not remedial, no person who is the highest ranking
person on the list at the time of the vacancy shall be passed over more
than once. Any dispute as to the selection of the first or second highest-
ranking person shall be subject to resolution in accordance with any
grievance procedure in Article 6.3 of this Agreement. In the event of a
tied score, the applicant with the most seniority will be placed ahead of

the other.
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Test Components. All promotional criteria used shall have a direct bearing
on the position being tested and will stress objectivity and seek to
minimize the interjection of subjective considerations unrelated to
performance. All promotional criteria will be job related in accordance
with EEOC guidelines. Scores on each component of the exam shall be

posted.

Written Exam The written examination shall consist of questions which

are job related and validated. Study guides and reference lists shall be
made available equally to all candidates at least ninety (90) days before

the date of the written examination.

(a) The appointing authority may not condition eligibility to take
the written examination on the candidate’s score on any of the previous
components of the examination. The written examination for a particular
rank shall consist of matters relating to the duties regularly performed by
persons holding that rank within the department. The examination shall
be based only on the contents of written materials that the appointing
authority has identified and made readily available to potential examinees
at least ninety (90) days before the examination is administered. The test
guestions and material must be pertinent to the particular rank for which
the examination is being given. The written examination shall be
administered after the determination and posting of the seniority list. The
written examination shall be administered, the test materials opened, and

the results scored and tabulated.

(b) Written examinations shall be graded at the examination site
on the day of the examination immediately upon completion of the test in
front of the observers if such observers are appointed under Section 25 of
the Fire Department Promotions Act, or if the tests are graded offsite by a

bona fide testing agency, the observers (if appointed) shall witness the
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sealing and the shipping of the tests for grading and the subsequent
opening of the scores upon the return from the testing agency. Every
examinee shall have the right (i) to obtain his or her score on the
examination on the day of the examination or upon the day of its return
from the testing agency (or the appointing authority shall require the
testing agency to mail the individual scores to any address submitted by
the candidates on the day of the examination); and (ii) to review the
answers to the examination that the examiners consider correct. The
appointing authority may hold a review session after the examination for
the purpose of gathering feedback on the examination from the

candidates.

(c) A joint Labor/Management Committee shall be formed by the
express purpose of assisting any outside agency in designating the job
related subject matter to be tested. A sample written examination that
may be examined by the appointing authority, testing agency and
members of the department, but no person in the department or the
appointing authority (including the Chief, Civil Service Commissioners and
other appointed or elected officials) may see or examine the specific
guestions or the actual written examination before the examination is
administered. If a sample examination is used, actual test questions shall
not be included. It is a violation of this Act for any member of the
department or the appointing authority to obtain or divulge foreknowledge

of the contents of the written examination before it is administered.

(d) Each department shall maintain reading and student materials
for its current written examination and the reading list for the last two (2)
written examination or for a period of five (5) years, whichever is less, for
each rank and shall make these materials available and accessible at each

duty station.
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Practical Exam The practical examination shall consist of questions
which are job related and validated. Study guides and reference lists shall
be made available equally to all candidates at the same time as study

material is made available for the written exam

(a) A joint Labor/Management Committee shall be formed for the express
purpose of assisting any outside agency in designating the job related

subject matter to be tested.

(b) The practical examination shall consist of questions and scenarios
relating to the duties regularly performed by persons holding that rank
within the department. The examination shall be based only on the
contents of study materials that the appointing authority has identified
and made readily available to potential examinees at least ninety (90)
days before the examination is administered. The test questions and
material must be pertinent to the particular rank for which the

examination is being given.

(c) Practical examinations shall be graded at the examination site on the
day of the examination immediately upon completion of the test in front
of the observers if such observers are appointed under Section 25 of the
Fire Department Promotions Act, or if the tests are graded offsite by a
bona fide testing agency, the observers (if appointed) shall witness the

sealing and the shipping of the tests for grading.

(d) The Practical exam will be Pass/Fail with the applicant needing 70%

to pass and be placed on the eligibility list.

Supplemental Concepts. The parties will further agree that the promotion

system shall be guided by the following principles:
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1. All rating factors should be related to performance factors

important to carrying out the major duties of the promotional rank.

2. Rating factors should be weighted in accordance with their relative
importance in the primary duties of the promotional rank,
recognizing that a FAO is responsible for the care, management,

and operation of assigned fire apparatus.

3. The rating system should stress objectivity and seek to minimize
the interjection of subjective considerations unrelated to

performance.

4. The authority assigning the final rating should be able to account
for its rating by providing reasons or examples of performance to

support its conclusion.

5. Due deference should be accorded to the advice and
recommendations of outside consultants who may be retained by
the City to provide expert guidance in the designing and
implementation of a professionally developed performance and

promotional evaluation system.

D. Grievances. Any candidate may file a grievance under the
grievance/arbitration procedures of this Agreement. Any such grievance
must be (1) filed within 21 days of the date the City posts the promotional
list; and (2) limited to a claim that the City failed to follow the promotional
procedural requirements of this Article (as distinguished from a claim that

the grievant disagrees with the specific promotional selection.)

Assignments: Current FAOs shall be grandfathered into their rank and will not be

required to participate in the testing process. There shall be a minimum of twenty one

(21) Fire Apparatus Operators. An opening shall be filled with the first available
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candidate from the eligibility list. A candidate on the eligibility list will be known as a
Qualified Driver (QD). The Department shall fill all vacancies within thirty (30) days,

according to the qualified drivers list.

As with other ranks, FAO’s will be assigned to a particular shift. The Fire Chief or
his designee may change a FAO shift assignment for a bona fide operational

need of the department.

Conflict with Other Programs:

FAOs can and shall be detailed as an Acting Captain according to the Acting

Policy and this contract.

Fire Apparatus Operator Pay.

Effective upon execution of this Agreement, any FAO shall be eligible to receive a
stipend as follows:

Effective Date Stipend Amount
January 1, 2014 - December 31, 2014 | $1,700.00 ($141.67 per month)
January 1, 2015 - December 31, 2015 | $1,800.00 ($150.00 per month)
January 1, 2016 - December 31, 2016 | $2,000.00 ($166.67 per month)

FAO Absence:

When a FAO is absent due to leave time, the driver’s position should be filled
with a FAO or a Qualified Driver. If a FAO or QD is not available, a FAO shall be
hired back to fill the position. When there is an opening due to a FAO being
absent and a FAO from another shift is working either due to a hireback or trade,
the FAO will be used prior to a QD.
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Use of a Qualified Driver:

Qualified Drivers (QD) may be used when an FAO is not available. A QD can
drive either an engine or truck if he/she has both courses. If the QD has only

one of the classes, that is the only vehicle that they are qualified to drive.

The current method of becoming a FAO/QD shall be utilized until a formal

eligibility list is established, no later than December 2013:

1. Engine: Two years of employment with the Evanston Fire Department;
Fire Apparatus Engineer (FAE) state certification; completion of in-house

driver training course;

2. Aerial: Three years of employment with the Evanston Fire
Department; Fire apparatus Engineer (FAE) state certification; completion

of in-house driver training course; completion of aerial operations class.

3. Fire Apparatus Operators shall be the most senior members who have

gualified on both the engine and the truck.

Fire Apparatus Operator Job Description:

Under supervision, drives, operates and maintains (in accordance with his classification)
fire apparatus and related firefighting equipment, engages directly in firefighting, EMS,
fire prevention activities and training which are designed to protect and safeguard lives
and property; assists in routine maintenance of fire stations and equipment; performs

prescribed duties in any emergency so declared by the Fire Chief or his designee.

A fire Apparatus Operator is responsible for the care and management of assigned fire
apparatus and motor vehicles; is held strictly accountable for its condition at all times,
particularly with reference to its cleanliness, good order and readiness for emergency

service.
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Ilustrative Examples of Work: Drives fire apparatus (engine, truck, etc) to scene
of fires, emergencies and as otherwise ordered; connects and disconnects engine hose
line from hydrant to pumper; operates pumper and/or aerial apparatus in fighting fires,
making minor repairs and adjustments to equipment during operation; cleans
associated fire equipment; tests pumper for proper operating efficiency; ensures that
assigned apparatus is clean and ready for inspection daily, except as otherwise directed
in emergency circumstances by superior; ensures that assigned apparatus is operated
safely under all circumstances consistent with conditions; ensures that assigned tools
and equipment are used only for intended purposes including work at fire and
scheduled drills; maintains accountability and availability of assigned equipment;
maintains fire apparatus check/status reports; performs duties of superior, may exercise

direction over firefighter and less senior fire apparatus operators when so ordered.

Required Knowledge, Skills and Abilities:

Must be familiar with buildings, streets, fire hydrants, alarm boxes, etc.; have
knowledge of the operating theory and practice of pumps, pump motors and hose lay
outs; working knowledge of the rules and regulations of the Evanston Fire Department;
ability to drive and operate fire apparatus and related equipment; ability to follow oral
and written Instructions; ability to establish and maintain effective working relations
with others; have ability to perform heavy physical labor in the lifting, moving and
connecting of heavy hose sections and other equipment; skill in the operation and
routine maintenance of fire apparatus and related equipment; must demonstrate

proficiency in the duty of the firefighter.

Accident Review

Accident Prevention. An employee receiving two preventable accidents in a rolling

twelve month period shall be subject to remedial training as designated by the Joint

Safety Committee. The Safety Committee may null and void one preventable accident

99



(marked against an FAO/Q D in a 12 month period) if the Safety Committee determines

the accident to be minor in nature.

Accident Review. All accidents will be reviewed by the Joint Safety Committee

established pursuant to Section 13.6. For purposes of this section, the Committee will

make the determination if the accident was preventable or not preventable.

The Committee has the right to order specific drivers training for
corrective measures. Any corrective measures are to be done on-
duty and a summary of the corrective measures will be
documented by the Company Officer (prior to the end of his/her

tour of duty) and placed into the employee’s training file.

All accidents will be reviewed within twenty-one (21) calendar days
of an incident, and the employee involved will receive results within
seventy-two (72) hours. An employee may appeal the decision.
The appeal must be made in writing as to his/her rational for the
appeal. The appeal shall be e-mailed to the Fire Chief or his

designee.

In the event of a tie or an appeal, an appeals board, separate from
the Joint Safety Committee, shall be formed within ten (10)
business days consisting of a Suppression Fire Captain, F.A.O., and
a Chief Officer. The Fire Chief shall choose two, and the Union

President shall choose one.

1. The Board shall meet within ten (10) business days and the
employee involved will receive results within seventy-two (72)

hours.
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If the employee is not satisfied with the results or the process, he/she has the right to
file a grievance according to Article VI section 6.3 starting at step 2 within ten (10)

days.

Section 16.3. Fire Captain. In order for an employee to qualify for and participate
in the Fire Captain examination, said employee shall have five years experience with the
Evanston Fire Department assigned to suppression, as a firefighter or a
firefighter/paramedic. For examinations beginning after January 1, 2006, employees
must possess the following additional qualification to participate in the examination:
possession of Fire Officer | State Certification or Fire Officer | Provisional or an
Associate’s or Bachelor’s or Master’s degree in Fire Science, Fire Management or Public
Safety with a fire service concentration. Such degrees must be from accredited

institutions.

The placement of employees on promotional lists shall be based on the points achieved
by the employees on promotional examinations for Fire Captain consisting of the

following four components weighted as specified:

Written Test 60%
Professional Achievement 15%

Oral Exam 12.5%
Seniority 12.5% (up to)

Those applicants whose scores are the top 80% of the applicant pool will be placed on
the eligibility list. In the event of tied scores, both applicants will be placed on the
eligibility list with the more senior applicant being ahead of the other applicant on the

list.

Seniority will be calculated based on months of completed service as of the close of
applications. Candidates shall be awarded a maximum of twelve and one-half (12.5)
points on the promotional examination for seniority. Candidates shall be awarded one

point for each twenty-four months of completed service, and thereafter, one-twenty-
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fourth (.042) of a point for each month of completed service to the maximum of 12.5

points.

A.

Procedure for Selection. Whenever a promotional rank is created or
becomes vacant due to resignation, discharge, promotion, death, or the
granting of a disability or retirement pension, or any other cause, the
appointing authority shall appoint to that position the person with the
highest ranking on the final promotion list for that rank, except that the
appointing authority shall have the right to pass over that person and
appoint the next highest ranked person on the list if the appointing
authority has reason to conclude that the highest ranking person has
demonstrated substantial shortcomings in work performance or has
engaged in misconduct affecting the person’s ability to perform the duties
of the promoted rank since the posting of the promotional list. If the
highest ranking person is passed over, the appointing authority shall
document its reasons for its decision to select the next highest ranking
person on the list. Unless the reasons for passing over the highest
ranking person are not remedial, no person who is the highest ranking
person on the list at the time of the vacancy shall be passed over more
than once. Any dispute as to the selection of the first or second highest-
ranking person shall be subject to resolution in accordance with any
grievance procedure in Article 6.3 of this Agreement. In the event of a
tied score, the applicant with the most seniority will be placed ahead of

the other.

B. Test Components. All promotional criteria used shall have a direct bearing on

the position being tested and will stress objectivity and seek to minimize the

interjection of subjective considerations unrelated to performance. All

promotional criteria will be job related in accordance with EEOC guidelines.

Scores on each component of the exam shall be posted. Total points awarded
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for subjective components shall be posted before the written exam is
administered and before the promotion list is compiled.

Written Exam. The written examination shall consist of questions which are job

related and validated. Study guides and reference lists shall be made available
equally to all candidates at least ninety (90) days before the date of the written

examination.

(a) The appointing authority may not condition eligibility to take the
written examination on the candidate’s score on any of the previous components
of the examination. The written examination for a particular rank shall consist of
matters relating to the duties regularly performed by persons holding that rank
within the department. The examination shall be based only on the contents of
written materials that the appointing authority has identified and made readily
available to potential examinees at least ninety (90) days before the examination
is administered. The test questions and material must be pertinent to the
particular rank for which the examination is being given. The written
examination shall be administered after the determination and posting of the
seniority list, ascertained merit points, and subjective evaluation scores. The
written examination shall be administered, the test materials opened, and the

results scored and tabulated.

(b) Written examinations shall be graded at the examination site on the
day of the examination immediately upon completion of the test in front of the
observers if such observers are appointed under Section 25, or if the tests are
graded offsite by a bona fide testing agency, the observers (if appointed) shall
witness the sealing and the shipping of the tests for grading and the subsequent
opening of the scores upon the return from the testing agency. Every examinee
shall have the right (i) to obtain his or her score on the examination on the day
of the examination or upon the day of its return from the testing agency (or the
appointing authority shall require the testing agency to mail the individual scores

to any address submitted by the candidates on the day of the examination); and
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(i) to review the answers to the examination that the examiners consider
correct. The appointing authority may hold a review session after the
examination for the purpose of gathering feedback on the examination from the

candidates.

(c) Sample written examinations may be examined by the appointing
authority and members of the department, but no person in the department or
the appointing authority (including the Chief, Civil Service Commissioners and
other appointed or elected officials) may see or examine the specific questions or
the actual written examination before the examination is administered. If a
sample examination is used, actual test questions shall not be included. Itis a
violation of this Act for any member of the department or the appointing
authority to obtain or divulge foreknowledge of the contents of the written

examination before it is administered.

(d) Each department shall maintain reading and study materials for its
current written examination and the reading list for the last two (2) written
examinations or for a period of five (5) years, whichever is less, for each rank

and shall make these materials available and accessible at each duty station.

Oral Exam. The oral interview shall be conducted by a panel of fire chiefs or
other sworn fire professionals plus one current fire officer selected by the Union.
The fire officer selected by the Union shall be limited to fire officers who have
served on Fire Departments the size of Evanston or larger in the rank of Shift
Chief, Battalion Chief or their equivalents or higher. Total points for the oral
exam shall be posted before the written examination is administered and before
the promotion list is compiled.

Professional Achievements. The following are professional achievement
categories which will be used for the promotional exam. The examples given are
not intended as an exhaustive list. The certificate lists shall be subject to
updating at a labor/management meeting prior to the examination. The intention

of this provision is to account for course names changing and new courses
developing, and it is not intended for gross omissions or inclusions of categories
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without negotiating in good faith. When there is a logical progression of
degrees, points shall only be awarded for the highest degree achieved.
Candidates shall be awarded points to a maximum of fifteen (15) for professional
achievements as follows:

College Education:

Associate’s Degree in Fire Science, Emergency Management,
or related degree 3 points

Bachelor’'s Degree in Fire Science, Emergency Management,
or related degree 6 points

Master’s Degree in Fire Science, Emergency Management,

or related degree 6 points
Bachelor’'s Degree in any other field 3 points
Certificate of Applied Science: Fire Science 1.5 points
Associate’s Degree in any other field 1.5 points
Fire Officer:

Fire Officer | (certified) 2 points
Fire Officer I (provisional) 1 point
Fire Officer Il (certified) 2 points
Fire Officer 11 (provisional) 1 point
Chief Fire Officer 2 points
EMS:

Active EFD Paramedic Preceptor in good standing 1 point

Active EFD Paramedic Preceptor in good standing that has been the lead
preceptor for at least 1 preceptee during the previous 5 years from promotional
application deadline. A signed Medical Officer attestation required to receive
points. 2 points

Active EFD CPR Instructor 1 point

AHA Certificates that are NOT available during normal EFD training (i.e. PALS
and ACLS): One (1.0) point awarded for certificates requiring 24 hours or more
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of instruction, and one-half (0.5) point awarded for certificates requiring less
than 24 hours of instruction.

Skill Development Courses (i.e. IFSI, Cornerstone, etc):
One (1.0) point shall be awarded for certificate of completion for every course

requiring 24 hours or more. (e.g.; Smoke Divers, RIT Under Fire, FAST, Engine
Company Operations, Truck Company Operations, etc.)

One-half (0.5) point shall be awarded for certificate of completion for each
course requiring less than 24 hours to complete. (e.g.; Basic Company Officer,
First-In Officer, Vehicle Fire Fighting, Routine Emergencies, etc.)

OSFM Certificates:

One (1.0) point shall be awarded for certificate of completion for every course
requiring 24 hours or more. (e.g.; Fireground Company Officer School, Fire
Apparatus Engineer, Advanced Firefighter, Rope Operations, Trench Technician,
Hazardous Materials Technician, etc.)

One-half (0.5) point shall be awarded for certificate of completion for each
course requiring less than 24 hours to complete. (e.g.; Technical Rescue
Awareness, Fire Service Vehicle Operator, etc.)

Other:

Homeland Security, Incident Command/Unified Command, NIMS, National Fire
Academy: One (1.0) point will be awarded for each certificate of completion
requiring 24 or more hours (e.g., Department of Justice Cobra classes). One-half
(0.5) point will be awarded for each certificate requiring less than 24 hours.

Firefighting/EMS Operations Seminars: One-half (0.5) point will be added for
those classes completed with a Certificate of Completion (e.g., Horman,
Brannigan).

SCUBA Certification: One point (1.0) each for PADI, NAUI, RDI, Advanced Open
Water, etc. requiring 24 or more hours of instruction. One-half (0.5) point for

certificates requiring less than 24 hours of instruction.
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C. Supplemental Concepts. The parties will further agree that the promotion

system shall be guided by the following principles:

1.

B.

All rating factors should be related to performance factors important to
carrying out the major duties of the promotional rank.

Rating factors should be weighted in accordance with their relative
importance in the primary duties of the promotional rank, recognizing that a
Captain or Shift Chief is expected to serve as the leader of a fire company or
shift.

The rating system should stress objectivity and seek to minimize the
interjection of subjective considerations unrelated to performance.

The authority assigning the final rating should be able to account for its
rating by providing reasons or examples of performance to support its
conclusion.

Due deference should be accorded to the advice and

recommendations of outside consultants who may be retained by the City to
provide expert guidance in the designing and implementation of a

professionally developed performance and promotional evaluation system.

Grievances. Any candidate may file a grievance under the

grievance/arbitration procedures of this Agreement. Any such grievance must be (1)

filed within 21 days of the date the City posts the promotional list; and (2) limited to a

claim that the City failed to follow the promotional procedural requirements of this

Article (as distinguished from a claim that the grievant disagrees with the specific

promotional selection.)

Section 16.4. Shift Chief. In order for an employee to qualify for and participate in

the Shift Chief examination, said employee shall have five years experience with the

Evanston Fire Department as a Captain assigned to suppression. For examinations

beginning after January 1, 2006, employees must possess the following additional

qualifications to participate in the examination: possession of Fire Officer Il State

Certification or Fire Officer 11 Provisional or a Bachelor's or Master’s degree in Fire
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Science, Fire Management, or Public Safety with a fire service concentration. Such

degrees must be from accredited institutions.

All provisions in the Section concerning “Promotions — Captain” shall be applicable to

the promotion of Shift Chief except as follows:

Written Test 60%
Professional Achievements 15%
Oral Examination 12.5%
Seniority 12.5%

Seniority will be calculated based on months of completed service in the rank of Captain
as of the close of applications. Candidates shall be awarded a maximum of twelve and
one-half (12.5) points on the promotional examination for seniority. Candidates shall
be awarded one point for each twenty-four months of completed service, and
thereafter, one-twenty-fourth (.042) of a point for each month of completed service to

the maximum of 12.5 points.

A. Procedure for Selection. This procedure is as described above in Section 16.2

Fire Captain, except that all qualified applicants shall be placed on the eligibility list.

B. Test Components. This procedure is as described above in Section 16.2 Fire

Captain, except:

C. Professional Achievement Points. The following are professional achievement
categories which will be used for the promotional exam. The examples given are not
intended as an exhaustive list. The certificate lists shall be subject to updating at a
labor/management meeting prior to the examination. The intention of this provision is
to account for course names changing and new courses developing, and it is not
intended for gross omissions or inclusions of categories without entering negotiations.
When there is a logical progression of degrees, points shall only be awarded for the
highest or degree achieved. Candidates shall be awarded points to a maximum of
fifteen (15) for professional achievements as follows:

College Education:

Associate’s Degree in Fire Science, Emergency Management,
or related degree 3 points
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Bachelor’'s Degree in Fire Science, Emergency Management,
or related degree 6 points

Master’s Degree in Fire Science, Emergency Management,

or related degree 6 points
Bachelor’s Degree in any other field 3 points
Certificate of Applied Science: Fire Science 1.5 points
Associate’s Degree in any other field 1.5 points
Fire Officer:

Fire Officer Il (certified) 2 points
Fire Officer Il (provisional) 1 point
Chief Fire Officer 2 points

Skill Development Courses (i.e. IFSI, Cornerstone, etc):

One (1.0) point shall be awarded for certificate of completion for every course
requiring 24 hours or more related to command of multiple companies or fire
personnel management. (e.g.; Special Response Team Leadership, Fireground
Command Officer School, etc.)

One-half (0.5) point shall be awarded for certificate of completion for each
course requiring less than 24 hours to complete related to command of multiple
companies or fire personnel management. (e.g.; Leadership Principles for the
Fire Officer, First-In Officer, etc.)

OSFM Certificates:

One (1.0) point shall be awarded for certificate of completion for every certificate
requiring 24 hours or more of instruction related to command of multiple
companies or fire personnel management. (e.g.; Fireground Command Officer
School, Hazardous Materials Incident Command, Fire Department Incident Safety
Officer, etc.)

One-half (0.5) point shall be awarded for each certificate requiring less than 24

hours of instruction related to command of multiple companies or fire personnel
management.
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Other:

Homeland Security, Incident Command/Unified Command, NIMS, National Fire
Academy, lllinois Fire Chief's Association: One (1.0) point will be awarded for
each class/certificate requiring 24 or more hours related to command of multiple
companies or fire personnel management. One-half (0.5) point will be awarded
for each class/certificate requiring less than 24 hours.

Firefighting/EMS Operations Seminars: One-half (0.5) point will be added for
those completed with a Certificate of Completion (e.g., Horman, Brannigan).

D. Oral Examination. The oral examination for Shift Chief will be conducted

by a panel of Fire Chiefs or other sworn Fire professionals plus one current

Fire Officer selected by the Union. The Fire Officer selected by the Union

shall be limited to Fire Officers who have served on Fire Departments the size

of Evanston or larger, in the rank of Shift Chief, Battalion Chief or their

equivalents or higher.

E. Grievances. Any candidate may file a grievance under the grievance/arbitration
procedures of this Agreement. Any such grievance must be (1) filed within 21 days of
the date the City posts the promotional list; and (2) limited to a claim that the City
failed to follow the promotional procedural requirements of this Article (as distinguished

from a claim that the grievant disagrees with the specific promotional selection.)

Section 16.5. Fire Department Promotion Act. The parties agree that the
following provisions of the Fire Department Promotion Act, 50 ILCS 742, shall be
incorporated herein by reference into this Article: Section 5, Definitions; Section 10,

Applicability; and Section 65, Violations.

Section 16.6. Waiver and Agreement. Pursuant to Section 10(e) of the Fire
Department Promotion Act and Section 15 of the lllinois Public Labor Relations Act, the
parties specifically agree that the process for promotion to the ranks of Fire Captain and

Shift Chief shall be governed solely by the provisions of this Article and that such
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contract provisions shall supersede and be in lieu of the provisions of the Fire
Department Promotion Act and, where they conflict, the Rules and Regulations of the
City of Evanston with respect to promotions. The parties recognize that certain
provisions relating to mandatory subjects and to the prior method of handling
promotions freely negotiated by the parties were compromised by the City in
consideration for agreement on the part of the Union to include provisions that modify
the Fire Department Promotion Act or waive the applications of such provisions. The
parties respectively acknowledge that either party may propose modifications of this
Article in successor agreements beyond the 2005 successor agreement, and that such
proposals may impact upon the balance established under this Article. In such event,
the concessions made by either party under the terms of this Article shall not prejudice
either parties’ rights to withdraw or modify such terms in regard to the negotiations of
the terms of a successor article. It is further understood that the terms of this Article
shall continue in effect during the period of negotiations between the parties as to the
terms of a successor contract; provided that, if interest arbitration is invoked by either
party and any part of this Article is in dispute, the terms and conditions of this Article
which vary from the terms of the IFDPA shall not be within the jurisdiction of the
arbitrator to determine without the express consent of the Union or the City, as

applicable, and shall lapse upon the award of the arbitrator.

Section 16.7. Military Preference Points for Promotion.

A candidate on a preliminary promotion list, who is eligible for veteran's preference
points under the lllinois Municipal Code, may file a written application for that
preference within 10 days after the posting of the preliminary promotion list. The City of
Evanston shall then make adjustments to the rank order of the preliminary promotion
list based solely on any veteran's preferences awarded. The final adjusted promotion

list shall then be posted.

Military preference points are to be awarded based on the following criteria:
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A promotional candidate on the preliminary promotional list must have
been engaged in active military or naval service of the United States at
anytime for a period of one year, who was honorably discharged there
from, who is now or who may hereafter be on inactive or reserve duty
in such military or naval service. However, persons who were convicted
by court-martial of disobedience of orders where such disobediernce
consisted in the refusal to perform military service on the grounds of
alleged religious or conscientious objections against war shall be
ineligible. Qualifying candidates are to receive preference points

according to state statute.

No person shall receive the preference for a promotional appointment granted by this
Section after he/she has received one promotion from an eligibility list on which he/she

was allowed such veteran's preference.

Employees who are candidates for promotion to the ranks of FAO and Captain may
apply to their promotional scores on both lists, any military preference points to which
they are entitled under the Fire Department Promotion Act with appropriate
adjustments in their ranking on each list. However, in the event such a candidate is
promoted from one list, the military preference points applied on the second list shall be
deducted from his total points and his ranking reduced on the second list as applicable.
The adjusted list shall then add any candidate that was originally excluded according to
Section 16.3. For example, an employee who is a candidate for promotion for both FAO
and Captain who has applied military preference on both lists and who is promoted to
the rank of FAO shall have the military preference points credited to his points on the
Captain list subtracted from his total points and his rank on the list reduced

commensurate with such reduced total.
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ARTICLE XVII

Termination and Legality Clauses

Section 17.1. Ratification and Amendment. No amendment or modification of
this agreement during its term shall be effective unless reduced to writing and agreed
to, ratified and signed by a representative of the Union and either the City Manager or

the Director of Human Resources.

Section 17.2. Savings. If any provision of this Agreement is subsequently declared
by federal or state legislative or judicial authority to be unlawful, unenforceable, or not
in accordance with applicable statutes, all other provisions of this Agreement shall
remain in full force and effect for the duration of this Agreement. Such invalidated
provision(s) shall be the subject of immediate negotiations between the parties in order

to attempt to negotiate a substitute provision.

Section 17.3. Entire Agreement. The City 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. This paragraph does not waive the
right to bargain over any subject or matter not referred to or covered by this
Agreement which is a mandatory subject of bargaining and concerning which the City is
formally proposing changing during the term of this Agreement, provided the Union,
upon notification, makes a timely and proper request to bargain over the change being

proposed by the City.

Section 17.4. Duration and Renegotiations. This Agreement shall be in effect
from January 1, 2014 to 11:59 p.m. on December 31, 2016 and from year to year
thereafter unless either party gives written notice to the other party of its desire to
modify or amend this Agreement on or before September 1, 2016 or any subsequent
September 1. Negotiations for the new collective bargaining agreement shall begin on

or about October 1, 2016 or another mutually agreeable date.
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EXECUTED this __ day of , after receiving approval by the City

Council and after ratification by the Union membership.

EVANSTON FIRE FIGHTERS ASSOC. CITY OF EVANSTON, ILLINOIS

IAFF LOCAL 742
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APPENDIX A

APPLICATION FOR UNION MEMBERSHIP
AND

AUTHORIZATION FOR CHECKOFF OF UNION DUES AND ASSESSMENTS

I hereby apply for membership in the Evanston Fire Fighters Association, Local No. 742,
International Association of Fire Fighters, AFL-CIO-CLC. | understand that | am covered
by the “fair share” provision of the current labor agreement between the Union and the
City of Evanston.

I hereby authorize the City of Evanston to deduct from my pay the uniform dues and/or
uniform assessments of Evanston Fire Fighters Association, Local No. 742, International
Association of Fire Fighters, AFL-CIO-CLC and remit said amounts to the Union.

I understand that this application for membership and check-off authorization cannot be
canceled by me, unless | give written notice to both the City and the Union in the 30-
day period beginning 15 days before the expiration date of the current labor agreement
and extending to 15 days after said expiration date.

Print Name

Signature

Date
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Appendix B

International Association of Firefighters
Annual Salaries
Effective January 1, 2014 — December 31, 2014
2.5% Increase

. . 1% 3%0 4% 620
Fire Fighter - - ; i
Annual Longevity Longevity Longevity Longevity
NH $52,201.27 $52,723.28 $53,767.31 $54,289.32 $55,333.34
NHP $56,546.96 $57,112.44 $58,243.37 $58,808.84 $59,939.79
A $59,161.43 $59,753.04 $60,936.27 $61,527.89 $62,711.12
AP $64,086.57 $64,727.43 $66,009.16 $66,650.02 $67,931.75
B $62,384.27 $63,008.11 $64,255.79 $64,879.64 $66,127.33
BP $67,309.40 $67,982.50 $69,328.68 $70,001.78 $71,347.96
C $68,555.64 $69,241.19 $70,612.31 $71,297.86 $72,668.97
CP $73,480.77 $74,215.58 $75,685.19 $76,420.00 $77,889.62
D $73,238.06 $73,970.45 $75,435.21 $76,167.60 $77,632.35
DP $78,163.21 $78,944.84 $80,508.10 $81,289.74 $82,853.01
E $75,092.76 $75,843.69 $77,345.55 $78,096.47 $79,598.32
EP $80,017.90 $80,818.07 $82,418.43 $83,218.61 $84,818.97
F $79,926.46 $80,725.72 $82,324.25 $83,123.51 $84,722.04
FP $84,851.59 $85,700.11 $87,397.14 $88,245.65 $89,942.68
G $82,115.27 $82,936.43 $84,578.74 $85,399.88 $87,042.19
GP $87,040.42 $87,910.82 $89,651.63 $90,522.03 $92,262.84
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International Association of Firefighters
Annual Salaries
Effective January 1, 2014 — December 31, 2014
2.5% Increase

. . 1% 3% 4% 6%06
Fire Captain n - - -
Annual Longevity Longevity Longevity Longevity
A $73,880.38 $74,619.18 $76,096.79 $76,835.60 $78,313.21
AP $78,852.92 $79,641.45 $81,218.51 $82,007.04 $83,584.10
B $75,937.13 $76,696.50 $78,215.24 $78,974.61 $80,493.35
BP $80,909.68 $81,718.77 $83,336.96 $84,146.06 $85,764.25
C $83,641.48 $84,477.89 $86,150.72 $86,987.14 $88,659.97
CP $88,614.02 $89,500.16 $91,272.44 $92,158.58 $93,930.86
D $86,342.79 $87,206.22 $88,933.08 $89,796.51 $91,523.36
DP $91,315.33 $92,228.49 $94,054.80 $94,967.95 $96,794.26
E $89,012.50 $89,902.63 $91,682.88 $92,573.00 $94,353.25
EP $93,985.04 $94,924.89 $96,804.59 $97,744.44 $99,624.15
F $93,831.51 $94,769.83 $96,646.46 $97,584.78 $99,461.41
FP $98,804.07 $99,792.10 $101,768.18 $102,756.22 $104,732.31
G $96,409.79 $97,373.88 $99,302.08 $100,266.18 $102,194.38
GP $101,382.33 $102,396.16 $104,423.80 $105,437.63 $107,465.27
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International Association of Firefighters
Annual Salaries
Effective January 1, 2014 — December 31, 2014
2.5% Increase

Shift Chief 1% 3% 4% 620
Annual Longevity Longevity Longevity Longevity
A $84,930.61 $85,779.92 $87,478.53 $88,327.84 $90,026.45
AP $89,903.15 $90,802.19 $92,600.25 $93,499.28 $95,297.35
B $87,232.32 $88,104.64 $89,849.29 $90,721.61 $92,466.25
BP $92,204.86 $93,126.91 $94,971.01 $95,893.06 $97,737.15
C $96,256.26 $97,218.83 $99,143.96 $100,106.52 $102,031.65
CP $101,228.81 $102,241.10 $104,265.68 $105,277.97 $107,302.54
D $99,264.63 $100,257.27 $102,242.57 $103,235.21 $105,220.50
DP $104,237.17 $105,279.54 $107,364.28 $108,406.65 $110,491.40
E $102,426.51 $103,450.78 $105,499.30 $106,523.58 $108,572.10
EP $107,399.05 $108,473.04 $110,621.02 $111,695.02 $113,843.00
F $107,920.59 $108,999.79 $111,158.21 $112,237.41 $114,395.82
FP $112,893.13 $114,022.07 $116,279.93 $117,408.86 $119,666.72
G $111,788.00 $112,905.87 $115,141.63 $116,259.52 $118,495.28
GP $116,760.54 $117,928.15 $120,263.35 $121,430.96 $123,766.17
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International Association of Firefighters
Annual Salaries
Effective January 1, 2015 — December 31, 2015
2.5% Increase

. . 1% 3% 4% 6%0
Fire Fighter - - - -
Annual Longevity Longevity Longevity Longevity

NH $53,506.30 $54,041.37 $55,111.49 $55,646.55 $56,716.68
NHP $57,960.64 $58,540.25 $59,699.45 $60,279.06 $61,438.28

A $60,640.47 $61,246.87 $62,459.68 $63,066.09 $64,278.90

AP $65,688.73 $66,345.61 $67,659.39 $68,316.27 $69,630.05

B $63,943.87 $64,583.32 $65,862.19 $66,501.63 $67,780.52

BP $68,992.14 $69,682.06 $71,061.90 $71,751.83 $73,131.66

C $70,269.53 $70,972.22 $72,377.62 $73,080.31 $74,485.70

CP $75,317.79 $76,070.97 $77,577.32 $78,330.50 $79,836.86

D $75,069.02 $75,819.71 $77,321.09 $78,071.79 $79,573.16

DP $80,117.29 $80,918.47 $82,520.80 $83,321.98 $84,924.33

E $76,970.08 $77,739.78 $79,279.19 $80,048.88 $81,588.28

EP $82,018.34 $82,838.52 $84,478.89 $85,299.08 $86,939.44

F $81,924.62 $82,743.86 $84,382.35 $85,201.60 $86,840.09

FP $86,972.88 $87,842.61 $89,582.07 $90,451.79 $92,191.25

G $84,168.15 $85,009.84 $86,693.20 $87,534.88 $89,218.25

GP $89,216.43 $90,108.59 $91,892.92 $92,785.09 $94,569.41
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International Association of Firefighters
Annual Salaries
Effective January 1, 2015 — December 31, 2015
2.5% Increase

Fire 1% 3% 4% 620
Captain Annual Longevity Longevity Longevity Longevity
A $75,727.39 $76,484.66 $77,999.21 $78,756.49 $80,271.04
AP $80,824.25 $81,632.49 $83,248.97 $84,057.22 $85,673.70
B $77,835.55 $78,613.91 $80,170.62 $80,948.98 $82,505.69
BP $82,932.42 $83,761.74 $85,420.38 $86,249.71 $87,908.36
C $85,732.51 $86,589.83 $88,304.48 $89,161.82 $90,876.47
CP $90,829.37 $91,737.66 $93,554.25 $94,462.54 $96,279.13
D $88,501.36 $89,386.38 $91,156.41 $92,041.42 $93,811.44
DP $93,598.22 $94,534.20 $96,406.17 $97,342.15 $99,214.11
E $91,237.81 $92,150.19 $93,974.95 $94,887.32 $96,712.08
EP $96,334.66 $97,298.01 $99,224.70 $100,188.05 $102,114.75
F $96,177.30 $97,139.07 $99,062.62 $100,024.40 $101,947.94
FP $101,274.17 $102,286.91 $104,312.39 $105,325.12 $107,350.61
G $98,820.03 $99,808.23 $101,784.63 $102,772.83 $104,749.24
GP $103,916.89 $104,956.06 $107,034.40 $108,073.57 $110,151.91
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International Association of Firefighters
Annual Salaries
Effective January 1, 2015 — December 31, 2015

2.5%0 Increase

Shift Chief 1% 3% 4% 6%0
Annual Longevity Longevity Longevity Longevity
A $87,053.87 $87,924.42 $89,665.50 $90,536.03 $92,277.11
AP $92,150.73 $93,072.24 $94,915.26 $95,836.76 $97,679.78
B $89,413.13 $90,307.26 $92,095.52 $92,989.65 $94,777.91
BP $94,509.98 $95,455.08 $97,345.28 $98,290.38 $100,180.58
C $98,662.67 $99,649.30 $101,622.55 $102,609.19 $104,582.44
CP $103,759.53 $104,797.12 $106,872.32 $107,909.91 $109,985.10
D $101,746.24 $102,763.70 $104,798.64 $105,816.09 $107,851.02
DP $106,843.10 $107,911.53 $110,048.39 $111,116.82 $113,253.69
E $104,987.17 $106,037.05 $108,136.79 $109,186.67 $111,286.40
EP $110,084.03 $111,184.87 $113,386.55 $114,487.39 $116,689.07
F $110,618.60 $111,724.79 $113,937.16 $115,043.34 $117,255.72
FP $115,715.46 $116,872.62 $119,186.92 $120,344.08 $122,658.39
G $114,582.70 $115,728.52 $118,020.17 $119,166.01 $121,457.66
GP $119,679.55 $120,876.35 $123,269.94 $124,466.73 $126,860.32
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International Association of Firefighters
Annual Salaries
Effective January 1, 2016 — December 31, 2016
2.5% Increase

. . 1% 3%0 4% 620
Fire Fighter - - ; i
Annual Longevity Longevity Longevity Longevity

NH $54,843.96 $55,392.40 $56,489.28 $57,037.72 $58,134.59
NHP $59,409.65 $60,003.75 $61,191.94 $61,786.04 $62,974.24

A $62,156.48 $62,778.04 $64,021.17 $64,642.74 $65,885.87

AP $67,330.95 $68,004.25 $69,350.87 $70,024.18 $71,370.80

B $65,542.47 $66,197.90 $67,508.74 $68,164.17 $69,475.03

BP $70,716.94 $71,424.11 $72,838.45 $73,545.62 $74,959.95

C $72,026.27 $72,746.52 $74,187.06 $74,907.32 $76,347.84

CP $77,200.74 $77,972.74 $79,516.75 $80,288.77 $81,832.78

D $76,945.74 $77,715.20 $79,254.12 $80,023.58 $81,562.49

DP $82,120.22 $82,941.43 $84,583.82 $85,405.03 $87,047.44

E $78,894.33 $79,683.27 $81,261.17 $82,050.11 $83,627.99

EP $84,068.80 $84,909.49 $86,590.86 $87,431.55 $89,112.93

F $83,972.73 $84,812.46 $86,491.91 $87,331.64 $89,011.09

FP $89,147.20 $90,038.67 $91,821.62 $92,713.09 $94,496.03

G $86,272.36 $87,135.09 $88,860.53 $89,723.25 $91,448.70

GP $91,446.84 $92,361.30 $94,190.24 $95,104.71 $96,933.65
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International Association of Firefighters
Annual Salaries
Effective January 1, 2016 — December 31, 2016
2.5% Increase

. . 1% 3% 4% 6%06
Fire Captain n - - -
Annual Longevity Longevity Longevity Longevity
A $77,620.57 $78,396.78 $79,949.19 $80,725.40 $82,277.81
AP $82,844.85 $83,673.30 $85,330.20 $86,158.65 $87,815.54
B $79,781.44 $80,579.26 $82,174.89 $82,972.70 $84,568.33
BP $85,005.73 $85,855.78 $87,555.89 $88,405.96 $90,106.07
C $87,875.83 $88,754.58 $90,512.10 $91,390.86 $93,148.38
CP $93,100.10 $94,031.11 $95,893.10 $96,824.11 $98,686.11
D $90,713.90 $91,621.04 $93,435.32 $94,342.46 $96,156.73
DP $95,938.17 $96,897.55 $98,816.32 $99,775.70 $101,694.46
E $93,518.75 $94,453.95 $96,324.32 $97,259.51 $99,129.88
EP $98,743.03 $99,730.46 $101,705.32 $102,692.75 $104,667.62
F $98,581.73 $99,567.55 $101,539.19 $102,525.01 $104,496.64
FP $103,806.02 $104,844.08 $106,920.19 $107,958.25 $110,034.38
G $101,290.53 $102,303.44 $104,329.25 $105,342.15 $107,367.97
GP $106,514.81 $107,579.96 $109,710.26 $110,775.41 $112,905.70

123




International Association of Firefighters
Annual Salaries
Effective January 1, 2016 — December 31, 2016
2.5% Increase

Shift Chief 1% 3% 4% 620
Annual Longevity Longevity Longevity Longevity
A $89,230.22 $90,122.53 $91,907.13 $92,799.43 $94,584.04
AP $94,454.50 $95,399.05 $97,288.14 $98,232.68 $100,121.77
B $91,648.45 $92,564.94 $94,397.91 $95,314.39 $97,147.36
BP $96,872.73 $97,841.46 $99,778.91 $100,747.64 $102,685.10
C $101,129.24 $102,140.53 $104,163.12 $105,174.42 $107,197.00
CP $106,353.51 $107,417.05 $109,544.13 $110,607.66 $112,734.73
D $104,289.90 $105,332.79 $107,418.60 $108,461.49 $110,547.29
DP $109,514.18 $110,609.32 $112,799.60 $113,894.74 $116,085.03
E $107,611.85 $108,687.98 $110,840.21 $111,916.33 $114,068.56
EP $112,836.13 $113,964.49 $116,221.21 $117,349.58 $119,606.30
F $113,384.07 $114,517.91 $116,785.59 $117,919.43 $120,187.11
FP $118,608.35 $119,794.43 $122,166.60 $123,352.68 $125,724.85
G $117,447.26 $118,621.73 $120,970.68 $122,145.16 $124,494.10
GP $122,671.54 $123,898.26 $126,351.68 $127,578.40 $130,031.83
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International Association of Firefighters

Education Pay — Annual
Effective January 1, 2014 — December 31, 2014

Fire Shift

Firefighter 2% 4% Captain 2% 4% Chief 2% 4%
Step NH | $1,044.02 | $2,088.05

Step NHP | $1,130.94 | $2,261.88
Step A $1,183.23 | $2,366.46 | Step A | $1,477.61 | $2,955.22 Step A $1,698.61 | $3,397.23
Step AP | $1,281.73 | $2,563.46 | Step AP | $1,577.05 | $3,154.12 Step AP $1,798.07 | $3,596.13
Step B $1,247.68 | $2,495.37 | StepB | $1,518.74 | $3,037.49 Step B $1,744.64 | $3,489.29
Step BP | $1,346.18 | $2,692.38 | Step BP | $1,618.20 | $3,236.39 Step BP $1,844.10 | $3,688.20
Step C $1,371.11 | $2,742.22 | StepC | $1,672.83 | $3,345.66 Step C $1,925.12 | $3,850.25
Step CP | $1,469.61 | $2,939.23 | Step CP | $1,772.28 | $3,544.56 Step CP $2,024.58 | $4,049.15
Step D $1,464.77 | $2,929.52 | Step D | $1,726.86 | $3,453.71 Step D $1,985.29 | $3,970.58
Step DP | $1,563.27 | $3,126.53 | Step DP | $1,826.30 | $3,652.62 Step DP $2,084.75 | $4,169.48
Step E $1,501.85 | $3,003.71 | Step E | $1,780.25 | $3,560.50 Step E $2,048.53 | $4,097.06
Step EP $1,600.35 | $3,200.72 | Step EP | $1,879.70 | $3,759.40 Step EP $2,147.98 | $4,295.96
Step F $1,598.53 | $3,197.06 | Step F | $1,876.63 | $3,753.26 Step F $2,158.41 | $4,316.83
Step FP $1,697.03 | $3,394.06 | Step FP | $1,976.08 | $3,952.16 Step FP $2,257.86 | $4,515.73
Step G* | $1,642.31 | $3,284.61 | Step G* | $1,928.20 | $3,856.39 Step G* $2,235.76 | $4,471.52

Step GP* | $1,740.81 | $3,481.62 | Step GP* | $2,027.64 | $4,055.29 | Step GP* | $2,335.21 | $4,670.42
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International Association of Firefighters
Education Pay — Annual
Effective January 1, 2015 — December 31, 2015

Fire Shift

Firefighter 2% 4% Captain 2% 4% Chief 2% 4%
Step NH | $1,070.12 | $2,140.25

Step NHP | $1,159.22 | $2,318.42
Step A | $1,212.81 | $2,425.62 | Step A | $1,514.55 | $3,029.10 Step A | $1,741.07 | $3,482.16
Step AP | $1,313.78 | $2,627.55 | Step AP | $1,616.48 | $3,232.97 | Step AP | $1,843.02 | $3,686.03
Step B | $1,278.87 | $2,557.76 | StepB | $1,556.71 | $3,113.42 Step B $1,788.26 | $3,576.53
Step BP | $1,379.84 | $2,759.69 | Step BP | $1,658.65 | $3,317.30 | Step BP | $1,890.20 | $3,780.40
StepC | $1,405.39 | $2,810.78 | Step C | $1,714.65 | $3,429.30 Step C $1,973.25 | $3,946.50
Step CP_ | $1,506.35 | $3,012.71 | Step CP | $1,816.58 | $3,633.18 | Step CP | $2,075.19 | $4,150.38
Step D | $1,501.39 | $3,002.76 | Step D | $1,770.03 | $3,540.05 Step D | $2,034.92 | $4,069.85
Step DP_ | $1,602.35 | $3,204.69 | Step DP | $1,871.96 | $3,743.93 | Step DP | $2,136.87 | $4,273.72
Step E | $1,539.40 | $3,078.80 | StepE | $1,824.76 | $3,649.51 Step E $2,099.75 | $4,199.48
Step EP | $1,640.36 | $3,280.73 | Step EP | $1,926.69 | $3,853.39 | Step EP | $2,201.68 | $4,403.36
Step F | $1,638.49 | $3,276.98 | Step F | $1,923.55 | $3,847.09 Step F $2,212.37 | $4,424.75
Step FP_ | $1,739.46 | $3,478.91 | Step FP | $2,025.48 | $4,050.97 | Step FP | $2,314.31 | $4,628.62
Step G* | $1,683.36 | $3,366.73 | Step G* | $1,976.40 | $3,952.80 | Step G* | $2,291.65 | $4,583.31

Step GP* | $1,784.33 | $3,568.66 | Step GP* | $2,078.34 | $4,156.67 | Step GP* | $2,393.59 | $4,787.18
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International Association of Firefighters
Education Pay — Annual
Effective January 1, 2016 — December 31, 2016

Fire Shift

Firefighter 2% 4% Captain 2% 4% Chief 2% 4%
Step NH $1,096.88 | $2,193.76

Step NHP $1,188.20 | $2,376.39

Step A $1,243.13 | $2,486.26 | Step A $1,552.41 | $3,104.83 | Step A $1,784.60 | $3,569.21
Step AP $1,346.62 | $2,693.24 | Step AP $1,656.89 | $3,313.80 | Step AP $1,889.09 | $3,778.18
Step B $1,310.85 | $2,621.70 | Step B $1,595.63 | $3,191.26 | Step B $1,832.96 | $3,665.94
Step BP $1,414.33 | $2,828.68 | Step BP $1,700.12 | $3,400.23 | Step BP $1,937.46 | $3,874.91
Step C $1,440.52 | $2,881.05 | Step C $1,757.52 | $3,515.04 | Step C $2,022.58 | $4,045.17
Step CP $1,544.01 | $3,088.03 | Step CP $1,862.00 | $3,724.01 | Step CP $2,127.07 | $4,254.14
Step D $1,538.92 | $3,077.83 | Step D $1,814.28 | $3,628.55 | Step D $2,085.80 | $4,171.59
Step DP $1,642.41 | $3,284.81 | Step DP $1,918.76 | $3,837.53 | Step DP $2,190.29 | $4,380.56
Step E $1,577.88 | $3,155.77 | Step E $1,870.38 | $3,740.75 | Step E $2,152.24 | $4,304.47
Step EP $1,681.37 | $3,362.75 | Step EP $1,974.86 | $3,949.72 | Step EP $2,256.72 | $4,513.44
Step F $1,679.45 | $3,358.91 | Step F $1,971.64 | $3,943.27 | Step F $2,267.68 | $4,535.37
Step FP $1,782.94 | $3,565.89 | Step FP $2,076.12 | $4,152.24 | Step FP $2,372.16 | $4,744.34
Step G* $1,725.45 | $3,450.90 | Step G* $2,025.81 | $4,051.62 | Step G* $2,348.95 | $4,697.89
Step GP* $1,828.94 | $3,657.87 | Step GP* | $2,130.29 | $4,260.59 | Step GP* | $2,453.43 | $4,906.86
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APPENDIX C

SIDE LETTER OF AGREEMENT

Mr. Matt Smith, President
Evanston Fire Fighters Association
Local No. 742, IAFF, AFL-CIO-CLC

Dear Mr. Smith:

This letter will confirm that the parties have agreed that existing banked vacation

time of IAFF members will not be unilaterally reduced and/or modified by the

City during the term of this Agreement January 1, 2014 — December 31, 2016.
Very truly yours,

Wally Bobkiewicz
City Manager
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APPENDIX D
SIDE LETTER OF AGREEMENT

Mr. Brian Scott, President
Evanston Fire Fighters Association
Local No. 742, IAFF, AFL-CIO-CLC

RE: Hazardous Materials Coordinators and EMS/Paramedic Shift
Coordinator

Dear Mr. Scott:

This letter will confirm that assignments under this Agreement as described in
Section 9.15 and 9.16., Hazardous Materials Coordinators and EMS/Paramedic
Shift Coordinator will be made using September 15, 1999 as the beginning of the
annual assignment. It is understood by both parties that all appointments to
these assignments may not always begin/end on September 15 of any calendar
year, depending on personnel transactions that occur during the year. However,
for the purposes of this new agreement, September 15, 1999 shall be the
effective date.

Very truly yours,

Wally Bobkiewicz
City Manager
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APPENDIX E
SIDE LETTER OF AGREEMENT

January 1, 2014

Mr. Matt Smith, President

Evanston Fire Fighters Association

Local No. 742, IAFF, AFL-CIO-CLC
RE: Medical Officer

Dear Mr. Smith:

This is to confirm that should the City reinstate usage of the rank of Medical Officer it is

understood that the position of Medical Officer is included in the bargaining unit.

Very truly yours,

Wally Bobkiewicz
City Manager

130



APPENDIX F
SIDE LETTER OF AGREEMENT

In the event that the Department wishes to reduce the number of employees TDA'd to
the Fire Prevention Bureau below two either through assigning said work to civilians or
contracting out, the parties shall then promptly meet and negotiate in good faith over
the proposed decision and its impact and effects. If the parties fail to reach agreement,
either side may invoke arbitration to resolve the dispute according to the procedure of
Step 4 Arbitration of this Agreement (Section 6.2), except that the arbitration shall be
an interest arbitration conducted according to the provisions of the IPLRA as applicable,
and the arbitrator shall determine the dispute by applying the interest arbitration
provisions of the IPLRA, and the parties’ rights during and after the arbitration shall be
as provided in the IPLRA.

Very truly yours,

Wally Bobkiewicz
City Manager
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APPENDIX G
SIDE LETTER OF AGREEMENT

March 1, 2010

Mr. Brian Scott, President
Evanston Fire Fighters Association
Local No. 742, IAFF, AFL-CIO-CLC

RE Recall of Laid off firefighters

Dear Mr. Scott:

This is to confirm that upon execution of the agreement City shall recall laid off
firefighters and make whole (base pay and NOT overtime) as of August 20, 2010
forward provided the employees accept reinstatement. The City will make every good
faith effort to enable the laid off firefighters to return to work as soon as possible

(example: as temporary hire).

Very truly yours,

Wally Bobkiewicz
City Manager
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Appendix H
Fire Department Promotion Act
(50 ILCS 742/1)

Sec. 1. Short title. This Act may be cited as the Fire Department Promotion
Act.

(Source: P.A. 9311411, eff. 80403.)
(50 ILCS 742/5)
Sec. 5. Definitions. In this Act:

"Affected department” or "department” means a full’time municipal fire
department that is subject to a collective bargaining agreement or the fire
department operated by a fullJtime fire protection district. The terms do not
include fire departments operated by the State, a university, or a
municipality with a population over 1,000,000 or any unit of local
government other than a municipality or fire protection district. The terms
also do not include a combined department that was providing both police
and firefighting services on January 1, 2002.

"Appointing authority” means the Board of Fire and Police Commissioners,
Board of Fire Commissioners, Civil Service Commissioners, Superintendent or
Department Head, Fire Protection District Board of Trustees, or other entity
having the authority to administer and grant promotions in an affected
department.

"Promotion” means any appointment or advancement to a rank within the
affected department (1) for which an examination was required before
January 1, 2002; (2) that is included within a bargaining unit; or (3) that is
the next rank immediately above the highest rank included within a
bargaining unit, provided such rank is not the only rank between the Fire
Chief and the highest rank included within the bargaining unit, or is a rank
otherwise excepted under item (i), (ii), (iii), (iv), or (v) of this definition.
"Promotion" does not include appointments (i) that are for fewer than 180
days; (ii) to the positions of Superintendent, Chief, or other chief executive
officer; (iii) to an exclusively administrative or executive rank for which an
examination is not required; (iv) to a rank that was exempted by a home rule
municipality prior to January 1, 2002, provided that after the effective date
of this Act no home rule municipality may exempt any future or existing
ranks from the provisions of this Act; or (v) to an administrative rank
immediately below the Superintendent, Chief, or other chief executive officer
of an affected department, provided such rank shall not be held by more than
2 persons and there is a promoted rank immediately below it.
Notwithstanding the exceptions to the definition of "promotion™ set forth in
items (i), (ii), (iii), (iv), and (v) of this definition, promotions shall include
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any appointments to ranks covered by the terms of a collective bargaining
agreement in effect on the effective date of this Act.

"Preliminary promotion list" means the rank order of eligible candidates
established in accordance with subsection (b) of Section 20 prior to
applicable veteran's preference points. A person on the preliminary
promotion list who is eligible for veteran's preference under the laws and
agreements applicable to the appointing authority may file a written
application for that preference within 10 days after the initial posting of the
preliminary promotion list. The preference shall be calculated in accordance
with Section 55 and applied as an addition to the person’s total point score
on the examination. The appointing authority shall make adjustments to the
preliminary promotion list based on any veteran's preference claimed and the
final adjusted promotion list shall then be posted by the appointing
authority.

"Rank" means any position within the chain of command of a fire department
to which employees are regularly assigned to perform duties related to
providing fire suppression, fire prevention, or emergency services.

"Final adjusted promotion list" means the promotion list for the position that
is in effect on the date the position is created or the vacancy occurs. If there
is no final adjusted promotion list in effect for that position on that date, or if
all persons on the current final adjusted promotion list for that position
refuse the promotion, the affected department shall not make a permanent
promotion until a new final adjusted promotion list has been prepared in
accordance with this Act, but may make a temporary appointment to fill the
vacancy. Temporary appointments shall not exceed 180 days.

Each component of the promotional test shall be scored on a scale of 100
points. The component scores shall then be reduced by the weighting factor
assigned to the component on the test and the scores of all components shall
be added to produce a total score based on a scale of 100 points.

(Source: P.A. 931411, eff. 8141103.)
(50 ILCS 742/10)
Sec. 10. Applicability.

(a) This Act shall apply to all positions in an affected department, except
those specifically excluded in items (i), (i), (iii), (iv), and (v) of the definition
of "promotion” in Section 5 unless such positions are covered by a collective
bargaining agreement in force on the effective date of this Act. Existing
promotion lists shall continue to be valid until their expiration dates, or up to
a maximum of 3 years after the effective date of this Act.

(b) Notwithstanding any statute, ordinance, rule, or other laws to the
contrary, all promotions in an affected department to which this Act applies
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shall be administered in the manner provided for in this Act. Provisions of the
Illinois Municipal Code, the Fire Protection District Act, municipal ordinances,
or rules adopted pursuant to such authority and other laws relating to
promotions in affected departments shall continue to apply to the extent
they are compatible with this Act, but in the event of conflict between this
Act and any other law, this Act shall control.

(c) A home rule or nonilhome rule municipality may not administer its fire
department promotion process in a manner that is inconsistent with this Act.
This Section is a limitation under subsection (i) of Section 6 of Article VII of
the Illinois Constitution on the concurrent exercise by home rule units of the
powers and functions exercised by the State.

(d) This Act is intended to serve as a minimum standard and shall be
construed to authorize and not to limit:

(1) An appointing authority from establishing different or supplemental
promotional criteria or components, provided that the criteria are
joblirelated and applied uniformly.

(2) The right of an exclusive bargaining representative to require an
employer to negotiate clauses within a collective bargaining agreement
relating to conditions, criteria, or procedures for the promotion of employees
to ranks, as defined in Section 5, covered by this Act.

(3) The negotiation by an employer and an exclusive bargaining
representative of provisions within a collective bargaining agreement to
achieve affirmative action objectives, provided that such clauses are
consistent with applicable law.

(e) Local authorities and exclusive bargaining agents affected by this Act
may agree to waive one or more of its provisions and bargain on the contents
of those provisions, provided that any such waivers shall be considered
permissive subjects of bargaining.

(Source: P.A. 931411, eff. 8141103; 9411809, eff. 511261106.)
(50 ILCS 742/15)
Sec. 15. Promotion process.

(a) For the purpose of granting promotion to any rank to which this Act
applies, the appointing authority shall from time to time, as necessary,
administer a promotion process in accordance with this Act.

(b) Eligibility requirements to participate in the promotional process may
include a minimum requirement as to the length of employment, education,
training, and certification in subjects and skills related to fire fighting. After
the effective date of this Act, any such eligibility requirements shall be
published at least one year prior to the date of the beginning of the
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promotional process and all members of the affected department shall be
given an equal opportunity to meet those eligibility requirements.

(c) All aspects of the promotion process shall be equally accessible to all
eligible employees of the department. Every component of the testing and
evaluation procedures shall be published to all eligible candidates when the
announcement of promotional testing is made. The scores for each
component of the testing and evaluation procedures shall be disclosed to
each candidate as soon as practicable after the component is completed.

(d) The appointing authority shall provide a separate promotional
examination for each rank that is filled by promotion. All examinations for
promotion shall be competitive among the members of the next lower rank
who meet the established eligibility requirements and desire to submit
themselves to examination. The appointing authority may employ
consultants to design and administer promotion examinations or may adopt
any joblrelated examinations or study materials that may become available,
so long as they comply with the requirements of this Act.

(Source: P.A. 931411, eff. 81141103.)
(50 ILCS 742/20)
Sec. 20. Promotion lists.

(a) For the purpose of granting a promotion to any rank to which this Act
applies, the appointing authority shall from time to time, as necessary,
prepare a preliminary promotion list in accordance with this Act. The
preliminary promotion list shall be distributed, posted, or otherwise made
conveniently available by the appointing authority to all members of the
department.

(b) A person's position on the preliminary promotion list shall be determined
by a combination of factors which may include any of the following: (i) the
person’'s score on the written examination for that rank, determined in
accordance with Section 35; (ii) the person's seniority within the
department, determined in accordance with Section 40; (iii) the person’'s
ascertained merit, determined in accordance with Section 45; and (iv) the
person's score on the subjective evaluation, determined in accordance with
Section 50. Candidates shall be ranked on the list in rank order based on the
highest to the lowest total points scored on all of the components of the test.
Promotional components, as defined herein, shall be determined and
administered in accordance with the referenced Section, unless otherwise
modified or agreed to as provided by paragraph (1) or (2) of subsection (e)
of Section 10. The use of physical criteria, including but not limited to fitness
testing, agility testing, and medical evaluations, is specifically barred from
the promotion process.
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(c) A person on the preliminary promotion list who is eligible for a veteran's
preference under the laws and agreements applicable to the department may
file a written application for that preference within 10 days after the initial
posting of the preliminary promotion list. The preference shall be calculated
as provided under Section 55 and added to the total score achieved by the
candidate on the test. The appointing authority shall then make adjustments
to the rank order of the preliminary promotion list based on any veteran's
preferences awarded. The final adjusted promotion list shall then be
distributed, posted, or otherwise made conveniently available by the
appointing authority to all members of the department.

(d) Whenever a promotional rank is created or becomes vacant due to
resignation, discharge, promotion, death, or the granting of a disability or
retirement pension, or any other cause, the appointing authority shall
appoint to that position the person with the highest ranking on the final
promotion list for that rank, except that the appointing authority shall have
the right to pass over that person and appoint the next highest ranked
person on the list if the appointing authority has reason to conclude that the
highest ranking person has demonstrated substantial shortcomings in work
performance or has engaged in misconduct affecting the person’s ability to
perform the duties of the promoted rank since the posting of the promotion
list. If the highest ranking person is passed over, the appointing authority
shall document its reasons for its decision to select the next highest ranking
person on the list. Unless the reasons for passing over the highest ranking
person are not remedial, no person who is the highest ranking person on the
list at the time of the vacancy shall be passed over more than once. Any
dispute as to the selection of the first or second highestlranking person shall
be subject to resolution in accordance with any grievance procedure in effect
covering the employee.

A vacancy shall be deemed to occur in a position on the date upon which the
position is vacated, and on that same date, a vacancy shall occur in all ranks
inferior to that rank, provided that the position or positions continue to be
funded and authorized by the corporate authorities. If a vacated position is
not filled due to a lack of funding or authorization and is subsequently
reinstated, the final promotion list shall be continued in effect until all
positions vacated have been filled or for a period up to 5 years beginning
from the date on which the position was vacated. In such event, the
candidate or candidates who would have otherwise been promoted when the
vacancy originally occurred shall be promoted.

Any candidate may refuse a promotion once without losing his or her position
on the final adjusted promotion list. Any candidate who refuses promotion a
second time shall be removed from the final adjusted promotion list,
provided that such action shall not prejudice a person's opportunities to
participate in future promotion examinations.
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(e) A final adjusted promotion list shall remain valid and unaltered for a
period of not less than 2 nor more than 3 years after the date of the initial
posting. Integrated lists are prohibited and when a list expires it shall be
void, except as provided in subsection (d) of this Section. If a promotion list
is not in effect, a successor list shall be prepared and distributed within 180
days after a vacancy, as defined in subsection (d) of this Section.

(f) This Section 20 does not apply to the initial hiring list.
(Source: P.A. 9311411, eff. 81141103.)

(50 ILCS 742/25)

Sec. 25. Monitoring.

(a) All aspects of the promotion process, including without limitation the
administration, scoring, and posting of scores for the written examination
and subjective evaluation and the determination and posting of seniority and
ascertained merit scores, shall be subject to monitoring and review in
accordance with this Section and Sections 30 and 50.

(b) Two impartial persons who are not members of the affected department
shall be selected to act as observers by the exclusive bargaining agent. The
appointing authorities may also select 2 additional impartial observers.

(c) The observers monitoring the promotion process are authorized to be
present and observe when any component of the test is administered or
scored. Except as otherwise agreed to in a collective bargaining agreement,
observers may not interfere with the promotion process, but shall promptly
report any observed or suspected violation of the requirements of this Act or
an applicable collective bargaining agreement to the appointing authority
and all other affected parties.

(d) The provisions of this Section do not apply to the extent that they are
inconsistent with provisions otherwise agreed to in a collective bargaining
agreement.

(Source: P.A. 9311411, eff. 81141103.)
(50 ILCS 742/30)

Sec. 30. Promotion examination components. Promotion examinations that
include components consisting of written examinations, seniority points,
ascertained merit, or subjective evaluations shall be administered as
provided in Sections 35, 40, 45 and 50. The weight, if any, that is given to
any component included in a test may be set at the discretion of the
appointing authority provided that such weight shall be subject to
modification by the terms of any collective bargaining agreement in effect on
the effective date of this Act or thereafter by negotiations between the
employer and an exclusive bargaining representative. If the appointing
authority establishes a minimum passing score, such score shall be
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announced prior to the date of the promotion process and it must be an
aggregate of all components of the testing process. All candidates shall be
allowed to participate in all components of the testing process irrespective of
their score on any one component. The provisions of this Section do not apply
to the extent that they are inconsistent with provisions otherwise agreed to
in a collective bargaining agreement.

(Source: P.A. 9311411, eff. 81141103.)
(50 ILCS 742/35)
Sec. 35. Written examinations.

(a) The appointing authority may not condition eligibility to take the written
examination on the candidate's score on any of the previous components of
the examination. The written examination for a particular rank shall consist
of matters relating to the duties regularly performed by persons holding that
rank within the department. The examination shall be based only on the
contents of written materials that the appointing authority has identified and
made readily available to potential examinees at least 90 days before the
examination is administered. The test questions and material must be
pertinent to the particular rank for which the examination is being given. The
written examination shall be administered after the determination and
posting of the seniority list, ascertained merit points, and subjective
evaluation scores. The written examination shall be administered, the test
materials opened, and the results scored and tabulated.

(b) Written examinations shall be graded at the examination site on the day
of the examination immediately upon completion of the test in front of the
observers if such observers are appointed under Section 25, or if the tests
are graded offsite by a bona fide testing agency, the observers shall witness
the sealing and the shipping of the tests for grading and the subsequent
opening of the scores upon the return from the testing agency. Every
examinee shall have the right (i) to obtain his or her score on the
examination on the day of the examination or upon the day of its return from
the testing agency (or the appointing authority shall require the testing
agency to mail the individual scores to any address submitted by the
candidates on the day of the examination); and (ii) to review the answers to
the examination that the examiners consider correct. The appointing
authority may hold a review session after the examination for the purpose of
gathering feedback on the examination from the candidates.

(c) Sample written examinations may be examined by the appointing
authority and members of the department, but no person in the department
or the appointing authority (including the Chief, Civil Service Commissioners,
Board of Fire and Police Commissioners, Board of Fire Commissioners, or Fire
Protection District Board of Trustees and other appointed or elected officials)
may see or examine the specific questions on the actual written examination
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before the examination is administered. If a sample examination is used,
actual test questions shall not be included. It is a violation of this Act for any
member of the department or the appointing authority to obtain or divulge
foreknowledge of the contents of the written examination before it is
administered.

(d) Each department shall maintain reading and study materials for its
current written examination and the reading list for the last 2 written
examinations or for a period of 5 years, whichever is less, for each rank and
shall make these materials available and accessible at each duty station.

(e) The provisions of this Section do not apply to the extent that they are in
conflict with provisions otherwise agreed to in a collective bargaining
agreement.

(Source: P.A. 931411, eff. 8141103.)
(50 ILCS 742/40)
Sec. 40. Seniority points.

(a) Seniority points shall be based only upon service with the affected
department and shall be calculated as of the date of the written examination.
The weight of this component and its computation shall be determined by
the appointing authority or through a collective bargaining agreement.

(b) A seniority list shall be posted before the written examination is given
and before the preliminary promotion list is compiled. The seniority list shall
include the seniority date, any breaks in service, the total number of eligible
years, and the number of seniority points.

(Source: P.A. 9311411, eff. 80403.)

(50 ILCS 742/45)
Sec. 45. Ascertained merit.

(a) The promotion test may include points for ascertained merit. Ascertained
merit points may be awarded for education, training, and certification in
subjects and skills related to the fire service. The basis for granting
ascertained merit points, after the effective date of this Act, shall be
published at least one year prior to the date ascertained merit points are
awarded and all persons eligible to compete for promotion shall be given an
equal opportunity to obtain ascertained merit points unless otherwise agreed
to in a collective bargaining agreement.

(b) Total points awarded for ascertained merit shall be posted before the
written examination is administered and before the promotion list is
compiled.

(Source: P.A. 9311411, eff. 81141103.)
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(50 ILCS 742/50)
Sec. 50. Subjective evaluation.

(a) A promotion test may include subjective evaluation components.
Subjective evaluations may include an oral interview, tactical evaluation,
performance evaluation, or other component based on subjective evaluation
of the examinee. The methods used for subjective evaluations may include
using any employee assessment centers, evaluation systems, chief's points,
or other methods.

(b) Any subjective component shall be identified to all candidates prior to its
application, be joblirelated, and be applied uniformly to all candidates. Every
examinee shall have the right to documentation of his or her score on the
subjective component upon the completion of the subjective examination
component or its application.

(c) Where chief's points or other subjective methods are employed that are
not amenable to monitoring, monitors shall not be required, but any disputes
as to the results of such methods shall be subject to resolution in accordance
with any collectively bargained grievance procedure in effect at the time of
the test.

(d) Where performance evaluations are used as a basis for promotions, they
shall be given annually and made readily available to each candidate for
review and they shall include any disagreement or documentation the
employee provides to refute or contest the evaluation. These annual
evaluations are not subject to grievance procedures, unless used for points in
the promotion process.

(e) Total points awarded for subjective components shall be posted before
the written examination is administered and before the promotion list is
compiled.

(Source: P.A. 931411, eff. 8141103.)
(50 ILCS 742/55)

Sec. 55. Veterans' preference. A person on a preliminary promotion list who
Is eligible for veteran's preference under any law or agreement applicable to
an affected department may file a written application for that preference
within 10 days after the initial posting of the preliminary promotion list. The
veteran's preference shall be calculated as provided in the applicable law and
added to the applicant's total score on the preliminary promotion list. Any
person who has received a promotion from a promotion list on which his or
her position was adjusted for veteran's preference, under this Act or any
other law, shall not be eligible for any subsequent veteran's preference
under this Act.

(Source: P.A. 9311411, eff. 81141103.)
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(50 ILCS 742/60)

Sec. 60. Right to review. Any affected person or party who believes that an
error has been made with respect to eligibility to take an examination,
examination result, placement or position on a promotion list, or veteran's
preference shall be entitled to a review of the matter by the appointing
authority or as otherwise provided by law.

(Source: P.A. 9311411, eff. 81141103.)
(50 ILCS 742/65)
Sec. 65. Violations.

(a) A person who knowingly divulges or receives test questions or answers
before a written examination, or otherwise knowingly violates or subverts
any requirement of this Act commits a violation of this Act and may be
subject to charges for official misconduct.

(b) A person who is the knowing recipient of test information in advance of
the examination shall be disqualified from the promotion examination or
demoted from the rank to which he was promoted, as applicable and
otherwise subjected to disciplinary actions.

(Source: P.A. 9311411, eff. 80403.)

(50 ILCS 742/900)

Sec. 900. (Amendatory provisions; text omitted).

(Source: P.A. 9311411, eff. 80141103; text omitted.)

(50 ILCS 742/999)

Sec. 999. Effective date. This Act takes effect upon becoming law.
(Source: P.A. 931411, eff. 8141103.)
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Appendix I
Plans Participation Agreement

Employer Participation Agreement
for the '
Post Employment Health Plan
for Collectively Bargained Public Employees

This PARTICIPATION AGREEMENT, effective as of the 1st day of March 1999, (the “Effective
Date"), by and between the undersigned employser (the “Employer”), and Public Employees Bensfit Ser-
vices Corporation (PEBSCQ), as the administrator (the “Administrator”) of the Post Employment Health

Plan for Collectively Bargained Public Employeas (the “Plan")
WITNESSETH:

WHEREAS, the Employer is a Stata ora polmcal subdivision thereof, or an agency or instrumen-
tality of any of the foregoing; and

WHEREAS, the Pian provides post-retirement reimbursement of qual;fymg medical care expenses
for the benefit of government employees and their dependents and,

WHEREAS, pursuant to a collective bargaining agreement (aﬂached hersto as Exhlblt B) with
Evanston Fire Fighters Association (the “Local Union"), the Employer has agreed to make contributions
pursuant to the Plan for work performed by lts employees covered by said collectwe bargaining agree-

ment (“Contributions”); and
BAne &F AMERICA
WHEREAS, the Conmbuuans will be held In trust by the L-aSsaite NatenatBanlk, or its successor,

as trustee (the “Trustee”) of the Trust for the Post Employment Health Pian for Coligctively Bargained
Public Employees (the “Trust”) for the exclusive benefit- of plan participants and their qualified depen-

dents;

WHEREAS, the Plan gives authority to the Administrator to accept on behalf of the Plan an Em-
ployer for participation in the Plan; and

WHEREAS, the Administrator is willing to accept the Employer as an Employer under the Plan
upon the terms and conditions herein set forth;

NOW, THEREFORE, for and in considsraﬁon of the premises and the mutual covenants herein
contained, the Employer and the Administrator hereby agree as follows: '

1. By execution of this Participation Agreement, the Employer adopts and agrees to be bound by all of
the terms and provisions of the Plan and the Agreement and Declaration of Trust for the Plan asseis
(the “Trust Agreement”) effective February 20,1991 and such subsecquent amendments which are
adopted as provided in the Trust Agreement. The Employer agrees to be bound by all actions taken
by the Administrator and the Trustee pursuant to the powers granted them by the Plan and Trust

Agraement.

2. By execution of this Participation Agreement with the Employer, the Administrator accepts the
Employer for participation in the Plan. The Trust Agreement and the Plan adopted by the Employer
(and other participating employers) as in effect from time to time, shall fully apply to the Empioyer
and its employees accepted for participation in the Plan.

3. This Patticipation Agreement does not authorize the Plan to bind the Employer in any manner
inconsistent with the terms of its collective bargaining agreement and the Trust Agreement. This
provision shall not preclude the Administrator or Trustee from enforcing any rights which are pro-
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vided as a matter of law in favor of the Plan, its participants and beneficiaries or the Trustee.

This Participation Agreement shall cover only those categories of employment for which the present
collective bargaining agreemént between the Employer and the Local Union requires Contributions
to the Plan. Any other categories of employment shall require specific acceptance by the Administra-
tor to be covered under the Plan :

Subject to section 8 of this Agreement, this Agreement shall remaln In effect during the term of any
coliective bargaining agreement between the Employer and the Local Union, during any extensions
or renewals thereof and during any period the Employer continues to make Contributions provided
that if any negotiated change In'the collective bargaining agreement requiring Contributions io the -
Plan is made, such charige must be submitted to the Administrator for acceptance prior to its becom-
Ing effective and binding on the Administrator. The Administrator, however, reserves the- right to
terminate the Employer’s participation in the Plan: :

(a) should the Employer fail to make Contributions to the Plan;

(b) if at any time the Employer’s collective bargaining agreemant is modified in a manner which
affects the operation or administration of the Plan in & manner which is unacceptable to the
Administrator or Trustee; or ' ' o

(c) as otherwise provided in the Plan or Trust Agreement,

The commencement and continuation of the Employer’s participation In the Plan is co'nlingent upon
such commencement or continuation of participation not impairing the attainment, or retention, of the
tax exempt status of the Trust under section 501(c)(9) of the Internal Revenue Code of 1988, as

amended.

The Employer shall pay Contributions to the Plan required by its collective bargaining agreement in
effact with the Local Union, from time to time, for each employes in a category for whom a Contribu-
tion is required pursuant to its collective bargaining agreement with the Local Union. All Contributions
shall be due and payable to the Trustee or such other lockbox designated by the Administrator from
time to time and maintained by the Trustee. With each Contribution to the Plan, the Employer will
provide the Administrator with a Contribution Summary Sheet (or similar Report) which shall list the
employees for whom contributions are made, their social security numbers, names and whether the
contributions are for health care premiums or unreimbursed health care expenses and the amounts
to be allocated on behalf of each such employee. The Administrator or its designee shall record the
Contribution and reconcile the Employer's Contribution Summary Sheet or other Report. The Admin-
istrator shall instruct the Trustee to transfer the Contributions in good order from the lockbox to the
Trust investment account upon completion of such recording and reconciliation. Contributions shall
not accrue income or share In investment gains or losses while they are in the lockbox prior to the
transfer to the Trust invesiment account.

The Employer understands that failure to make payments In a timely manner rnay result in sanctions
~ permitted by law, as well as the termination of its participation In the Plan, as provided In rules
established from time to time by the Administrator. ;

On request the Administrator shall provide the Local Union a copy of the Contribution Summary
Sheet (or similar Report) for Participants represented by the Local Union and shall notify the Local
Union of the amounts received on behalf of those Participants at the request of the Union. The
Administrator and Trustee may assume that Contributions paid over to the lockbox by participating
Employers are correct. Any responsibility relating to enforcement of the contribution obligation pursu-
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12,

13.

14,

- 15.

- ant o the collective bargaining agreement and this Participation Agreement shall rest solely with the

Local Union.

The Employer {and the Local Union through the collective bargaining agreement) hereby appoint,
and approve of, PEBSCC to provide claims payment services and to act as the Administrator for the
Plan. The Employer further agrees that the Administrator's compensation for its services shall be
based on the scheduls attached hereto as Exhibit A. The Administrator's fee shall remain fixed for the
duration of the collective bargaining agreement unless the Employer and Administrator, upon mutual
agreement, adjust the Administrator’s fees during the term of the collective bargaining agreement.
Upon the expiration of the collective bargaining agreement, the Administrator may adjust its fee, If
the Employer does not approve a revised fee schedule, then the Administrator shali charge the fee
based on the schedule approved by a majority of the Employers employing a majorily of Participants
participating under the Plan.

In addition to the fees to the Administrator, the Administrator shall have the authority to pay from the
Trust any additional fees for legal services, Trustee expenses and other Plan related fees and ex-
penses reasonably determined by the Administrator to be necessary for the Plan's and Trust’s opera-
tion. ‘ '

The Employer and the Local Union (through the coilective bargaining agreement) hereby appoint,
and approve of, LaSalle National Bank to act as Trustee of the Plan and Trust, and hereby ratify the
terms of the Trust Agreement entered into between employees' representatives {i.e., the Profes-
sional Firefighters of Wisconsin, the Iltinois Professional Firefighters Association, and the Wisconsin
Professional Police Association) and the Trustee, a copy of which has been provided to the Em-
ployer. 11, The Empioyer {and its covered employees through its Advisory Commitiee Representa-
tive) hereby appolint and approve of Nationwide Advisory Services, Inc. to act as investment man-
ager for the Trust's assets and the utilization of a group variable annuity for invesinient of the Employer’s
contributions. The Employer acknowledges that it has received and reviewed the informational bro-
chure for the annuity. It is understood and agreed that part of the arrangement between PEBSCO as
Administrator and product provider Nationwide Life Insurance Co. includes commissions.

No waiver of any default in performance on the part of the Administrator or the Employsr or any
breach or series of breaches of any of the terms of this Agreement shall constitute a waiver of any
subseguent breach, Resort to any remedies referred to herein shall not be construed as a waiver or
any other rights and remedies to which the Administrator is entitled under this Agreement or other-

wise,

Should any part of this Agreement for any reason be declared invalid, such decision shall not affect
the validity of any remaining portion, which remaining portion shalt remain in force and effect as if this
Agreement had been executed without the invalid pértion.

The Employer shall indemnify and hold the Administrator harmless for and against all losses,
damages, liabilities or expenses (including, but not fimited to, reasonable attorney’s fees and litiga-
tion expenses) which the Administrator may incur as a result of ¢laims based upon any breach by the
Employer, its affiliates, agents or employes of any provisions of this Agreement, the Plan document
or related items that are within their reasonable control.

The Administrator shall indemnify and hold the Employer harmless for and against all losses,
damages, liabilities or expenses (including, but not limited to reasonable attorney’s fees and Hitigation
expenses) which the Employer may incur as a result of claims based upon any breach by the Admin-
istrator, its affiliates, agents or employees of any provisions of this Agreement, the Plan Document or
related items that are within their reasonable control. '
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16. ' As a condition precedent to any right of action hersunder, in the event of any dispute ordifference of
opinion hereafter arising with respect to this Agresment, it is hereby mutually agreed that such dis-
pute or difference of opinion, shall be submitted to arbitration, in accordance with the Commercial
Rules of Arbitration of the American Arbitration Association, except as otherwise provided in this
arbitration provision. One arbiter shall be chosen by Employer, the other by PEBSCO, and an umpire
shall be chosen by the two arbiters before they enter upon arbitration. In the event that either party
should fall to choose an arbiter within (30) days following a written request by the other party to do so,
the requesting party may choose two arbiters who shall in turn choose an umpire before entering
upon arbitration. If the two arbiters fail on the selaction of an umpire within (30) days following their
appoiniment, each arbiter shall name three nominees, of whom the other shall decline two, and the
decision shall be made by drawing lots.

17. This agi’eement shall be interpreted; and the rights and liabilities of the parties detarmined, in
accordance with the laws of the State of Ohio. The parties consent to the Junsdrc’aon of any Local,
State or Federal Court located within Ohic.

IN WITNESS WHEREOQF, the Employer has caused this Agreement to be executed on its behalf
by a duly authorized ofiicer, and a duly authorized representalive of PEBSCO executed this Agreement on

behalf of the Administrator.

("Employer™)

N ol m ;M €, ot
‘ Post Employment Health Plan

For Collectively Bargained Public Employees
And lts Administrator, PEBSCO -

,19 By

PEBSCO Representative
Public Employes Benefits Services Corporation, Inc.
(PEBSCO as Administrator)
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APPENDIX J
RETURN TO SHIFT/EXEMPT POSITIONS

Crry OF EVANSTON + FIRE & LifE SAFETY SERVICES

509 Lake Street + Evanston, lllinois 69201-4318 ¢ TBL: 847-866-5918 « rax: 847-866-8729

November 1, 2004

To: Jeffrey McDermott, Union President
Evanston Firefighters Local 742

From: Alan J. Berkowsky, Fire Chief

RE: Return to Shift/Exempt Positions

Whenever a member of the Department accepts the position of Division Chief, the
member may return to shift under the following conditions:

1. There is an agreement between the member and the Fire Chief that it is in the
best interest of the Department (and the member)} to return the member to
Shift/FPB.

2. The member will make arrangements with the Union for re-entry into the
Bargaining Unit.

Members that were Captains previous to the promotion will return as Captains.

Members subjected to discipline may have the option of retuming to Shift FPB pending
the seriousness and outcome of the disciplinary process.

Alan ], Bérkowsky, Fire Chy

./ s £ 4 s

L
sident, Local 742
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APPENDIX K
INCIDENT COMMAND MINIMUM QUALIFICATIONS

Memorandum of Understanding

The following agreement is specifically designed o provide the minimum educational
course qualifications necessary to fulfili the role of Incident Command and/or incident
Safety Officer by all Chief Officers and Acting Chief Officers of the Evanston Fire
Department.

Nothing in this agreement shall take precedence o the CBA with respect to Ardicle XV
{Promotions) or Appendix H {Fire Depariment Promotion Act).

All members cumenily holding a Chitef Officer of Acling Chief Officer position shall have
18 months from the dale of this agreement to meet the course requiremenis. Extensions
may be penmitied it mulually agieed by botn the Uiion and the Cly.

Future promotions to Chief Officer or new Acting Chief Officers shall have 18 months
from the date of the fina! promotional list posting o meet the course reguirements.
Extensions may be permitted if mutually agreed by both the Union and the City.

For members of Local 742, all required courses are to be provided during nommal duly
hours. If this is not possible, coverage will be provided andlor cverfime paid in
accordance with Section 102 of the CBA. A member would not be obligated to attend
any Wralning on his assigned vacalion or Kelly day.

Nationat Fire Ademy 180 18 hours
Fira Officer 1 or BS/AMS Fire Science 200 hours plus
Tactics i - 40 hours
NiAS 300 16 hours
NIMS 400 {Division Chief or Higher) 18 hours

Agreed fo this _{ 7 day of February, 2011

Cily of Evansidh EFFA, JAFF Local 74

-

S —

148



APPENDIX L
DIVISION CHIEF RESPONSE TO ALARMS

Memorandum of Understanding

The following agreement is specifically designed to bring clanty and understanding 10
how Division Chief Officers will respond to alarms below the level of a Code Four alarm.

Division Chief Officers may respond to any type of incident at their discretion. However,
their purpose for responding o rowtine calls will be defined as follows:

»  Assist and provide information to companies on the scene.

*= Observe cperations.

» Remain connecied in the dally operations of the Department.

»  Assisi with fire/incident investigation and gather information for the media.

¥ a Division Chief Officer responds, ha/she will follow dispatch prolocol. Once on the
scene, he/she will make face-lo-face contact with the Dfficer in Charge. It should never
be the intent of a Division Chief officer o supersede the authority of the Officer in
Charge; unless he/she feels inappropriate aclions are being faken. in those rare
instances, appropriale SOG’s and the proper chain of command will be followed.
Division Chief officers will not cancel assignments of responding spparatus without first
contacting Battalion 21,

It shall never be the intent of any Chief or Division Chief Oficer 1o substitule or clairm the
work of a Bhift Chief or Company Officer at any time.

Agrsed o this [ 7 day of February, 2011

City of Evansion EFFA, WAFF Local 742
g T
7 Ry
i -
; r
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APPENDIX M
PERSONNEL RULES /7 WORKERS’ COMPENSATION

Memorandum of Understanding
City of Evanston and Evanston Fire Fighters Association, IAFF Local 742
Worker's Compensation Program
September 15, 2011

On January 21, 2011, the Evanston Fire Fighters Association, IAFF Local 742, placed an
official demand to bargain in good faith ovet a proposed new seclion of the City's
Personniel Manual. This Section {#20) relates to the City's Werker's Compensation
Program, and applies to all City employees. The City promptly accepted and both
parties, over several meetings, bargained in good faith over i

Please find below the negotiated Section 20

gEF 16 &

City of Evanston
Section 20. Workers Compensation Program W‘Bﬁs{m“

Mission Statement: As part of its mission to become the most fvable city in Armerica,
the City of Evanston is commiited to providing outstanding Customer Service to the
citzens of Evanston. in order to achiave this commitment our employees must be in
good health and free from injury.

The mission of the City of Evanston’s worker's compensation program will be fo actas a
supportive resource to both employees and their supervisors. The program wiil
sompassionately recognize injured employees, utilizing honest, open, and respectful
communication at all imes. The program administrators will act as advocates for both
the injured employee and their superviser, finding a balance hetween the interests of
both parties while aiding, in a imely fashion, the employee during their recovery to fuil
health.

Policy: It is the policy of the City of Evanston to follow State and Federal iaws which
provide for protection of employees experiencing occupational disabilities through
accidents or illness obtained in the course of employment.

Neither the City of Evanston nor the Third Party Administrator witi be liable for the
payment of workers' compensation benefits for injuries that oceur during an employee’s
voluntary participation in any off-duty recreational, social, or athietic activity sponsored
by the City.

Purpose: Worker's compensation is a statutory reguirement and not a benefit provided
by the City of Evanston, The following guidelines and procedures are in accordance with
the requiremants of the Hiinois Workers Compensation Act and, in addition for Fire and
Police, tha Public Emplpyee’s Disability Act.

ProcedurestGuidelines:

1) In accordance with the llinois Worker's Compensation Act, gmployees who gat hurl
on the job must nofify their supervisor within 45 days. The Uity of Evansion’s policy is
that employees who get hurt on the job should notify their supervisor immediataly, and
somplete an Employee injured on Duty Report. Both should bs done ne later than the
end of the business day on which the injury accurred, unless extenuating circumstances
are present. All reports shall be complete prior to submission, otherwise incomplete
reports will be returned to the supervisor and employee prior fo being accepted for
orocassing for consideration as a compansable injury. Failure or refusal by the employee
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Memorandum Of Understanding — Worker's Compensation Program

to comply with the provisions of this section may result in the delay of benefits under the
Illinois Worker's Compensation Act

2) Reporied injuries suffered by employees diring the course of their employment shall
be investigated immediately, or as soon as is praciicable, by the employee’s supervisor.
investigations shall include, but not be limited fo, completion of the Employee Injured on
Duty Report, photos of the scene taken with city-issued cell phone, interviewing
witnesses (information obtained to be inciuded in report), sfe.,

33 If the claim for bensfits is determined to be compensable, the third-party claims
administrator shail distribute all appropriate benefits. if the claim is determined to be
ron-compensabie, the third-party claims administrator will notify the employes, of
beneficiary if a death, in writing of the denial. injuries resulting when an employee has
ramoved themselves from the course of their employment by violation of direct andior
specific instructions theraby unnecessarily increasing the risk of injury may not be
compensable.

4) Initial medical treatment for job related injuries: During business hours employees will
be directed by their supervisor to go o the City's medical provider. During non-business
hours employees will be directed to go to the nearest emergency room for treatment. All
smergency room visits will require a follow-up appointment with the City’s medical
provider the very next business day. .

For employees nesding additional follow-up meadical treatment {o what was provided by
the City's medical provider, the Safety & Worker's Compensation Manager, or
designated claims adjuster for the Third Party Administrator, will provide authorization for
treatment from the smployee's breating physician within three {3) business days from the
date sufficient information has been received in order {o determine the compensabifity of
the injury.

Sufficient information includes, but is not limited 1o, the completed injury repont {see
section 1 above for report completion guidelines), witness statements, and a full and
compiete investigation,

5) All employees are required to follow alt safely guidelinesfprocedures and wear any/all
appropriate personal protective equipment Employees should only operate squipment
that they have been trained and authorized to operate.

8} Employees are expected to schedule follow-up medical appointments and therapy
appointments at the beginning or end of their shift in order to reduce disruption to co-
workers and departmental productivity. 1n accordance with the inois Worker's
Compensation Act an employer has 14 days 1o respond 1o a demand for medical
penefits. The City shall provide timely verbaliwritten approval, and when possible within
24 hours or the next business day, from the time the City’s Third Party Administrator
receives all necessary medical documentation, efc., 1o all treating doctors, hospials or
other medical providars i such approval is Tequired by the smployee's medical provider.
However, this period of time may be extended when the city exercises its rights under
the Act, including, but not Himited to, Independent Medical Evaluations and Uitlization
Reviaw.

7) Itis the employee's responsibifity to notify their supervisors of any treatment
schedules, doctor's appointments, surgery dates, etc., in advanca of such appoiniments,
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Memorandum Of Understanding — Worker's Compensation Program

Such notification is expected to be provided the same, or next, business day from the
date the appointment was made.

Employess or light duty in accordance with any Collective Bargaining Agreement or
applicable personnel rule, who miss of cancel appointments, as listed above, due 10 their
own circumstances are responsible for notifying their supervisors immediately and are
expected to report for work, or remain at work.

8) After each medical appoiniment for a work-related injury employees are to ask for a
work status note/report from the medical provider and are required to bring that
nate/report to the Human Resources offics, and their superviser , the same, or next,
business day. Reports faxed from the doctor’s office are oniy for employees who have
been given driving restrictions, the same deadiine putined above applies for repors
faxed from the doctor's office {driving restrictions must be inciuded in the status report,
otherwice the employee is required to deliver the report themselves as directed above).
Failure to comply with this procedure may result in the delay of authorization for further
medical treatment or, payment of future Temporary Total Disability {TTD)Public
Employee Disability Act (PEDA) benefits.

Taxation issues caused by non-compliance with this procedure by PEDA eligible
smployees does nof stibject the City of Evanstan to any additional reporting
responsibility.

9) It is the City of Evanston’s policy to accommodate most any light duty restrictions.
Employees given restrictions that aliow them to perform light duty wilf be expected to
report such restrictions to their supervisor as outiined in section 8 above, but subject to
the provisions of any Collective Bargaining Agreemerit {(“CBA". The availability of light
duty work shall be assumed by the employee upon raceipt of such restrictions from the
treating physician, and only upon notification by the amployse’s supervisor that light duty
cannot be accommodated will the employee be excused from reporting for work.
Working light duty tolls the payment of TTDIPEDA penefiis.

10) Employees who have been released to fight-duty by a physician but do not want te
return to work until released to full-cuty are required te contact their supervisor for gach
day they do not come to work, unless prior arrangements ars made. Employees who
voluntarity choose not to work the offered light duty assignment will not be sligible for
TTD/PEDA benefits, subject to the provisions of any CBA.

11} An employee who is determined to be temporarily totafly disabled and oft work as
the result of any injury or illness arising out of and in the course of their employmert
shall not be charged with paid sick leave during any period of temporary sotal disability or
incapacity in which he is glso sligible jo recelve siatutory Hiinois Workers' Compensation
benefits. injured employees will accrue sick leave, vacation time and cther frings
benefils in accordance with applicable parsonnel rules or collective hargaining
agreements. All accruals are subject to timits as outlined in Sections 8.3 and 8.4 {a) of
the City of Evanston's personnet rnanuai o the appiopriate collective bargaining

agreemeant.

12) According to the lliinois workers' compensation Jaw, no temporary 1otal disability
(TTD} is payabie to an employes for a work-refated injury for the first three (3) complete
working days of the employee’s incapacity, unless the incapacity coniinues for 14 or
more calendar days. However, empioyees eligible for PEDA are not subject to this
limitation. Although not required by law, it is the City's policy o aliow an employee to
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use three (3) of their sick days for the first three non-compensable days s0 fong as the
employee has twelve {12), of more, sick days in their sick tirme accrual bank. i the
injured employee is incapacitated for more than 14 calendar days, the employee's sick
bank will be reinstated. Sick time cannot be used in conjunction with TTD.

13} An ermployee who has been deemed to have reached maximurm medical
improvement {MMI} and has been given work restrictions that do not allow them to
perform the full scope of thelr job for which they are curenty employed will be placed on
FMLA in accordance with the employee’s colisctive bargaining agreement, if applicable.
The specifics of each FMLA will be addressed on a case Dy case basis.

14) An employee receiving TTD benefits shali be required to pay their reguiar employes
contribution to the City of Evanston for their health, dental and life insurance premiums.
Arrangements for payment wilt be made upon the employee’s retum fo fight, or full, duty,
whichaver comaes first. If the employee should not be able to return to light-, or full-, duty,
he/she remains responsible for their portion of the past due premiums provided however,
health insurance premiums will not be payable for any employee eligible {for benefits
under the Public Safety Employee Benefits Act.

15) If an employee personally receives bills refated to an injury they suffered due to their
employment, the bills must be given to his/her supervisor, or brought to Human
Resources, immediately 50 that they may be submitted to the City's third party
administrator for prompt payiment.

18) Any unused floating holiday(s) shall not be carried over atthe and of the calendar
year if they are not able to be faken due to a work-related injury/iliness.

17) Fire & Police subsection:

Upon line-of-duty disability retirament, any accrued and unused vacation and/or sick
leave shall be paid out according to the applicable union contract. Likewise, all benefit
accruals for all benefit types shall cease as wall at the commencement of an employes’s
duty-reiated disability pension,

Upon commencement of an employee’s line-of-duty disability pension, the employee,
their spouse and minor children shall be eligible to have the City pay health insurance
coverage as outlined in the Public Safety Empioyee Benefits Act, 50 long as all three
criteria are met. Employees eligible to apply for Public Safety Employee Benefiis Act
(PSEBA) health insurance coverage must request, in writing, an application for such
henefits from the Human Resources division within two weeks from the date an
employee’s duty related disability pension commences.

The payment of health insurance coverage for employees not eligible for paymenis
snder the Public Safety Employee Benefits Act shall be paid in accordance with the
apolicable CBA. Rather, the employee may continue said insurance if he chooses 1o
pay the fuil cost via pension check deduction.

Fire - Participation in contact or competitive sports whether organized or informal in
nature, is prohibited while on duty. These activities include, but are not limitad o,
basketball, football, floor hockey, boxing, wrestling, softball and baseball. Any such
participation in these activifies by members while on duly shal not be considered to be
an approved physical fitness activity.
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Any fitness/sports activity that cannot be undertaken using the exercise equipment
provided by the City, or approved by the Fire Chief or his designee is expressly
orohibited. The onty exception 1o this will be members whe choose to run/jog within
close proximity to their assigned station, provided they can return tc their apparatus
within 80 seconds and have a portable radio with them at all times.

18} Nothing in this Section shall be construed as a waiver of an empioyee's or Cily's
rights under the iffinois Worker's Compensation Act nor the Public Employee Disability
Act (PEDA). The City shall not be required under this Section to grant rights or benefits
greater than required by the llinois Waorker's Compensation Act or the PEDA.

19) Employees who are found to have violated any of the above stated
guidsiines/procedures will be subject to discipling in accordance with all applicable
parsonne! palicies or the appropriate union contract. This does not, in any way, waive
the City of Evanstor's responsibility under the lilincis Worker's Compensation Act for
any injury that is determined to be compensable under the Act.

For the City of Evanston

(Nt

Wally Bobkiedidz, City Manager

o2 ot 1

/Brian Scott, Pregigént, IAFF Local 742 Date

A-23-14

Date

Approved as to form:

W. Grant Farrar
Corporation Counsel
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