Village of Westchester
And

Metropolitan Alliance of Police
Westchester Patrol Chapter #651

Police Officer Collective Bargaining Agreement

May 1, 2023 through April 30, 2026



Table of Contents
PREAMBLE ........ ceeees et rteeereeteeebeeeeaeeeheeeaas e aeae et aa st et et e eaae e e s b e e e e aasenan e 1
ARTICLE L..coouiiiiiiiiiceenreninnciesieeiesssesnessesseessesnes vevene ceeeeerreeaeaas et rereetvreenaa—— 2
RECOGNITION AND REPRESENTATION......cc.coctitirteetrrteneeeecestesreese et eee s anessnesesanes 2
Section 1.1, RECOGNIHON. ..c..couiiiiircreiiisinini s ressie st setsat st st s bbb s e s sb e s st b s b e s s suesensassas 2
Section 1.2 Probation. .......cccceveverrecicennnn eehetete et b ee e bt e b e s b et e et et et e e e e s ae st st s e e e e taasaetenaan 2
ARTICLE IL.....oocoiiiiiriieencsnensisnesesnnen N reerenereanns verersesiisnaasaianas 2
NO DISCRIMINATION .....ooeoiiirterreenenieieesteeesresseesteeseesssesssssssssesesssesssessesseseessesssssssasssanse 2
ARTICLE III................ et e e eaeenaene oo e e ettt ettt b e et et e e e neesaean 2
GRIEVANCE PROCEDURE ...t ecieeerteniestenst e reseseessessstesseessnessseassessessnasseansansassnsenns 2
Section 3.1.  Definition of Grievance.............. Pt sees et teeernees 2
Section 3.2.  Union Representation..........ccceuevvveusieninine rerrr e reeraenene [ vverens 3
Section 3.3.  Grievance Procedure.................... vt et ena e ceeessesinieas SRR areeetnenaens veenenen 3
Section 3.4.  Time Limits.......cccervriricercercriernnnsscrenns SRR reevenene TN T creneeenee
Section 3.5.  Investigation and Discussion........ eeeeeereeieeeate eyt sat et art e e re st e aeatetes s se s st e tennsersetante weS
Section 3.6.  Election of Grievance Arbitration for DiSCIPNE. .......ccccvurrecerrenenirareseeeieseernesisesenas 5
ARTICLE IV .coooiiiiiiiinieeienieeeeeeseeeee et eeeeet et e ettt st e s e s et e e e n et e e e et e st e e n e e e tee s R e e e reneennes 6
NO STRIKES -~ NO LOCKOUTS ................ e et et et e 6
ARTICLE V....covvvvivennanne tevteeesureeereeaneessataenneenteeane e eeeeteaeaeeeeaaeteae et aa st e s aaaeste st aeaaeeennan vereeenen 6
MANAGEMENT RIGHTS .....cccccoviiiiincniinninisnnesceeseneens ceeeenne eeteeenreeenree s rrernereeanre e 6
ARTICLE VI ...ooviiiiiiiiiicceececcnecnenecnnees cevveneens et e veeeeseesennananenes 1
WAGES AND BENEFITS.............. reeeeeeeenrere et ettt eereeererens fereet et saans 7
Section 6.1.  Salary Schedule. ..o 7
Section 6.2.  INSUTaNCE. ......c.cccveniineneneniininineisnninene e ettt re b b seas vereriennnnes 8
Section 6.2.1. No Coverage AIEINatiVe........covueuivieriiieniinnienintieecenieeeseesetseesesesessesessessssssssnssssens 10
Section 6.3.  Vacation Schedule.........ccovevevminnninininiennenecene ettt rer et et 11
Section 6.4.  Uniform Allowance............ B U OO PRSPPI wereeesienennnne 12
Section 6.5.  Holidays.............. ettt s s cvrnne deree e ceresrersee e srenersresesssssess 13
Section 6.6.  Funeral Leave.......... vt e R ettt nrane e 14
Section 6.7.  Sick Leave........c.ce.... e st oo e enes 14
Section 6.8.  Family and Medical Leave..........ccocciuivirmcnninicniiniinnininnicniseesnesesesessesessssens vernnenns 16
Section 6.9.  Personals Day Off. ..ottt sesese s sesssessesasans 18
{00671261.DOCX v. 4 } i



Section 6.10. Medical and Psychological Examination. ..........ccceuievenernes cereereteneeebeans ceeereenaeaenae 18

Section 6:11.  Early Retirement INCENLIVE. .....cooiiiriiieiiiiictntssesseie st ssecsnsies 19
ARTICLE VII............ Senesnsanstenninansissassssassannzassnessasns et ettt ettt e e ae s ansene e s b a e 20
HOURS OF WORK AND OVERTIME ......ccocevietrrentneeeineneieressisisisesesessssessssssnssesassssesnans 20
Section 7.1.  Application of Article. ........cceevrueunas e creeeiiens e s 20
Section 7.2.  Work Schedules. .......cocvvinenesiinieminnnneiinninieinnens vrererrseessiessesesensesensassssrsasseasnesenssasse 20
Section 7.2.1. SChEQUENE. .....cvveveverivirriiciiiieniet s esisese e sss s seseanas deebe s v 20
Section 7.2.2  Training DAY. .....cccvuviruiririiieriiinnseessssns sttt b sbetsssas s bssasns s sussasnssass 21
Section 7.3 OVETHME PaY...c.c.cceurrevcriiiniinininininitesnisseses sttt sesnsasssesesssons s |
Section 7.4.  Call-Back Pay. ........... crrereeee et eeteetereaeate e beeneataae st et ea b et ettt < seanaeearaee 22
Section 7.5.  Court Pay.......ccoovvierennens reeteet et bttt e s b s 22
Section 7.6.  Compensatory Time........c.ccouereen. et et e s 22
Section 7.7.  Acting Pay.............. et ettt sb b v v —r
Section 7.8.  Overtime Assignments............ SN R cerensernsenssonennsens 24
Section 7.9.  No Pyramiding. .......ccccceeeieeerereunnnrerrunnnnns SRS ettt e 26
Section 7.10. Lunch Periods and Rest Periods.........coeuviiiernnniiniiinisiinenneseniesesesisssssssssessessansensas 26
ARTICLE VIIL................... eeeeeteeeeeheeeateeeesnreeeeeeeee b ee et n ettt e e s e a e s e ae e R e Rt e a R s ea e s s e seears 27
LABOR-MANAGEMENT CONFERENCES ........cccocovninniniiiieiinenneeennens SR 27
Section 8.1.  Meeting Request. ........ccoevvvreeriiennnnen v ceeersereeans e e 27
Section 8.2.  Content. ......ccoereiiererennn e rerreee s dereee s reeren s 27
Section 8.3.  Attendance. ........c.coeveereienninininiiieineeeieenns et e 27
ARTICLE IX ..ooiotieteieteeeeeeesieessesseassee e et e e sssessasssssssssass st s st ssassssssestansba e s easseesasessaasssesannnsassanss 27
EMPLOYEE SECURITY ...oooitiiiteeeeieecieeeetecnnintsstesstssiteesssesns s sssssesnssssnsnsnensessnns crerea 27
Section 9.1.  Just Cause Standard. ..........c....... re s BTN TN 28
Section 9.2.  Personnel Files. .........cccuune reeetee ettt et st s n e bbbt s reereenene RO e 28
Section 9.3.  Rights to Copies and Rebuttals. ............ s v e 28
Section 9.4.  Limiting Use of Unsubstantiated and Aged Documents. .......c...coevveernsineissesnsenninnn 28
Section 9.5.  Critical Incident Investigation...........c.ceeceeerienieneennne Ceeteerentebeebet e ene st e p et aesaareneas 29
Section 9.6.  Use of Squad Car Audio/Video Cameras...............c.. SRR vresenennn 29
ARTICLE X........... crere FO SR TP 29
SENIORITY ...ccccvvrmnienunnnnnns e eeetbeeteeeenseeeeireeeenteenee et teae et bt et e e st et et e e e as s ern s ea e r e b eas 30
Section 10.1.  Definition. ....ccceeeveveceresincnincienesiieniiseesennns SRR 30
Section 10.2.  SEIOTILY LISt ..c.c.coruereuecirueiirisistnisietetesnsse et sttt ts s s sttt st sssessasssasnenasaane 30
Section 10.3. Termination Of SEMOLILY. ....cocevcrvrerrierirriiiiiniiiinet e ssss s srensaes 30
{00671261.DOCX v. 4 } ii



Section 10.4.

UNPAIA LEAVE. ....c.ocureriiriiririirenisissssse e st ss ettt s bt sine 30

Section 10.5.  Layoff......cccecerreimiiiiicnieieiiieiire st sa st i 30
Section 10.6.  RECALL .ouviiievieriirieeerenienessesseiermseresisietsisnsbsstisssbess s s ssssanessassasssnsansessensestonsonsssesssesns 31
ARTICLE XI ... oeieeeeeeeeirietceieeeteeessssessessstessssssesseestasssssssestesbassssestesssssssesssssesassssssssstesssssssansssssssans 31
GENERAL PROVISIONS .....tiiiteeiiteneeesrssstetesinisnessresntisiesssrsssnessasssssessssssssnssesasssssssasasssanes 31
Section 11.1.  Union Non-DiSCIMINALION. ......ccccvreeirisiniisisiisismensisissnsisssssessssssssssssssesssssssassnsssssssens 31
Section 11.2.  JOD TIANSTEIS. c..cveeceereirirerresiresrssiessiesssesesesisestssssessssssssesssssssssasssssssssssssaassnssssansens 32
Section 11.3.  Chapter Bulletin Board. .........coccvuiiinmniinnnnienisinitnsenssssnnenssssesssssscs s 32
Section 11.4. Local Chapter President. ........coverirmuniriimneiiniinsseserissnssesssssssesssssssesssssssnsisssssassas 32
Section 11.5. Educational INCENtIVE. ....c.cceeveremniiremisiniiiisisissssistssisessssssssssssssissssssssssssssssessassens 32
Section 11.6.  Bill Of RIGNLS. ...ccccreirrverenerreseisceseesesesssesecsssssssssisssssssissasssessssssesaesssssssssssssssssssssasssssans 32
Section 11.7. Employee Indemnification. .........cccccvvurmeiiuiiniieisinnisisisnissssssssssssssesststssesissnaesans 33
Section 11.8.  JUIY DIULY...ceerieieircrieccriecseiciincsiss sttt as e s s e s s b e e s s b e b sas s e st s st e anbasannane 33
Section 11.9.  MIlItary LEAVe. ......cooccccvvcriniiriririrninsiereiiississtessiese e sssse s sss st st sessesesssssssssisssssssns 33
Section 11.10. Tuition REIMBUISEMENL.........ovccemrireeiecmerencnetesiercneesnsneseae i istsssssissesessssessssssssessssnies 34
Section 11.11. Traiing PaY. .....cccovriirvimeiiiineniniiiinessersnesessssse e sstssssssssssesasssesesnssssesssassssnessasns 34
Section 11.12. Physical EXAmML .....cc.cccrerrccerienmirninisinsisisnsisiiissssssissesesssssssesssesssssssssssssasssesssesses 34
Section 11.13. Light DULY. c.cceevevceecerierierreriiisiinisisisiisseasbesesns e ssse s s e ssssssssssssssasessassssssasanes 35
Section 11.14. Impasse RESOIULION. .....cvuiririviriniriiiirinniniininisisiinssnsssssssssssssssssssssissssessssassssssnsssens 35
Section 11.15. Employee ASSIStance PrOGIa.........coouiviuvimnireriniinenenseniisnssssssessssssssssssssssssssssenses 35
Section 11.16. RESIAENCY. .ccereeurrercerrrererirririistisisssisiets s ssassiasistese s s e bese s e s ss s s ssssenesassssenansesesssass 35
Section 11.17. Performance EValUations. ........cceceeveniririiiisniniincninieiessinnesesenesssnissnsssessssssnssessesssenes 35
Section 11.18. Police Officer Reimbursement ObLgation. .........cccceveeeeerrcnsnncneeniennnencssinsecnenccesans 35
Section 11.19 Lateral HITES. ...ceerverreerrrreereerrrecrcnssostesiesesessisnssesssssssssssssssessesesssssnesssassssssensnsssssensans 36
ARTICLE XIL.....oootiiteeeieiteeererieeesseseeessesstesssssssssessessessessecssssessessssssesssesssssssesssesssesssesessssssesssssseses 36
EMPLOYEE ALCOHOL AND DRUG TESTING ......ccovviiinimniniiniiniiiiiieneenesneesesennns 36
Section 12.1.  Statement 0f POLICY. ..cccccceiivniiriiiiiiiniiinisiicercsne st aa s sess 36
Section 12.2.  ProORIDItIONS. ....cvcecerireerireeeeieesiinscesc sttt esb e ss st as st e e bbb s e nesb s sbessans 36
Section 12.3. Drug and Alcohol Testing Permitted. .........cocoveuemiiviiiiiinniiiinneennes 37
Section 12.3.1 Drug and Alcohol Testing for Officer Involved Shootings...........ccoeevereeieeniicinneneen. 37
Section 12.4. Test to be Conducted........ovvnivenninevinnerirenenns s e s 38
Section 12.5. Voluntary Requests for ASSIStance. ... 39
ARTICLE XIIL.......coiteveeeeeeesteesseessaessasssessesassest s sseestetessesssssssnsssssssssssessassssasssesssssessenssssssessasens 40
UNION SECURITY .vveeieirieeiienieesieeseeseessetestessctesssesssssssssesssesssssssssssessssssessssssessssssssssessonses 40

{00671261.D0CX v. 4 } 1ii



Section 13.1. DUES CRECKOLT .....iciiieeeeiciiriee sttt eeier e e csbeesareeesrnsssssaesnsesersassssessaessressenses s sbsesessanen 40

Section 13.2.  IndeMNIfICAtION. .....ccvevverceiiencniiiesiiiiii s sa s s assas 40
ARTICLE XIV....ooteteeuteieeeeestetesteassessesses e sassssesssss s sssesassbessssasossesssnsssssasessasesssnssessessse sasenssnsons 40
ENTIRE AGREEMENT .......oiiititieieieriteeesie ettt sssesssssesssssesassssessnssssssessessssnessans asssecsnses 40
ARTICLE XV .ueeteeeteeteereerseestessestesssssessssessssssssessssssssssssssissssssssssssnssssesssssssssesssisestonsonsse sasmnsesns 41
TERMINATION AND LEGAL CLAUSES ....cccitiiitnneireseisetssssssssesssss s sseseons 41
Section 15.1.  SAVINES. c.cveririiiiriiiiniiintiinirit e ise et r s b e s st e st s st s e s s sn s abab et e bst e s tenabasas 41
SECHION 15.2.  TEIMN. ..cvevivenieeeieeietecieset sttt s ssabss et s e s a s e b s b et e ssbr st sae b ab s b et st st e s senanssnabon 41
APPENDIX A ... teetertreeeeeertesseseessesstesassessses s sssessaesnnesassanessssssssssssssensesssssessessesessssstesssesessnns 43
GRIEVANCE FORM .....ccoitinteitiiteneniienesteseseesnessnsesesssssssessesssssssessssstessssssesssssssessessasssssssssns 43
APPENDIX B ... oteeteeeteeeeteeeeeretetsse st st ee st e ees s assaesbast s s csassasssssare b b s e s b st sab s b e s sbs s sn e s sesabssans 45
DUES DEDUCTION FORM ......cooiniiiiiiiiitiiniinonie i csessessesssiess s ssesssssssssessssssss sevesssns 45
APPENDI C....oeeeteee ettt sttt st st s a s sas st b s e s s s e e s bbb b b e b e b et et ene s sanenesrns 46
VACATIONS ..oreeeeeeecerteserstesre s st ss et ert s b s bt s e s b s a s s s b e s b b eab e sa s e e e b e s s e s s s e b ebsababe s neansssnen 46
APPENDIX D....vvetriiieetteieeteeeeisessesstessssssesiesstesssessesnsssstsssossssssssssssstsssssssssssessonsonsessssessssnssens 47
MEMORANDUM OF UNDERSTANDING......cccccevvimiitiniininniinnietcrentcnersssinee s seacsaees 47
APPENDIX E ....oteotectereeeereeeestenseetestae e stsesstesraesassss e sessssassesssas s bbb s s st s b s sasebesansnessanes sunessasns 438
OVERTIME FORM......cuioieeereneneieesessesisi st csrsesnesssssessissessessssssssssssesssssssssssssssssssassnssssnserssnses 48
APPENDIIX F.....eteeteeee e ctesiesses e ste s e s e a st et cesa s e s saensssne st sssssabessssasssassbesss st ssnbesas ssaesssess 49
PERFORMANCE EVALUATION FORM......ccccovmmuintinmmniiniiniecninnnncs s ens 49
APPENDIX G...coooteieeieeneteessteseessesese st et thestas st esassns satssaesessssanssssstessessssssssssssssssssssnssssesssoresons 54
COMPREHENSIVE MEDICAL INSURANCE PLAN,; .....cccocniiinininiincinces e 54
DENTAL PLAN SUMMARY AND HDP POLICY .....ccoovomniniriniiicniniiniinnnnsenis e 54
APPENDIX H......oootieteeieeenieetmesteesessnissestessesssnassssssensesanessnessassnens e e 55
ELECTION, WAIVER AND RELEASE FOR DISCIPLINARY PROCESS.......cccccoeuveuenenn. 56
{00671261.D0CX v. 4 } v



PREAMBLE

THIS AGREEMENT is entered into this _éji day of Jv lz , 2025, by and between
the VILLAGE OF WESTCHESTER (hereinafter referred to as the “Employer” or “Village™) and
the METROPOLITAN ALLIANCE OF POLICE, WESTCHESTER PATROL CHAPTER #651
(the local chapter, hereinafter referred to as the “Chapter”), and applies only to said parties. Any
references to the “Union” are references to the Metropolitan Alliance of Police.

Accordingly, it is the intent and purpose of this Agreement to set forth the parties’
agreement with respect to the rates of pay, fringe benefits, and other conditions of employment
that will be in effect during the term of this Agreement for employees covered by this Agreement;
to prevent interruptions of work and interference with the operations of the Village of Westchester;
to maintain the highest standards of personal and professional integrity and conduct at all times;
and to provide procedures for the prompt and peaceful adjustment of grievances as provided
herein.

NOW, THEREFORE, the parties agree with each other as follows:
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ARTICLE I
RECOGNITION AND REPRESENTATION

Section 1.1. Recognition.

The Village recognizes the Union as the sole and exclusive bargaining agent for all sworn
personnel in the rank of patrol officer, excluding sergeants, lieutenants, Deputy Chief and Police
Chief, and all other employees employed by the Village, and all supervisory, managerial, and
confidential employees of the Village as defined by the Illinois Public Labor Relations Act, in

accordance with the Certification of Representative issued May 31, 2011 in case number S-RC-

11-067.

Section 1.2 Probation.

- Effective May 1, 2021, the probation period shall commence after the sworn peace officer’s
date of hire and completion of the Village’s FTO program and continue for twelve (12) months
thereafter. Probationary patrol officers shall be covered by the conditions set forth in this
Agreement; provided, however that any disciplinary actions, including suspensions and discharge,

shall not be subject to the grievance and arbitration procedure set forth herein.

ARTICLE 1T
NO DISCRIMINATION

In accordance with applicable legislation, neither the Village nor the Union shall
discriminate against any employee. The provisions of this Article II shall not be subject to the
Grievance Procedure set forth in Article III of this Agreement. The filing of a grievance shall not

be a prerequisite to the filing of any legal action before the applicable board, agency or court.

ARTICLE I
GRIEVANCE PROCEDURE

Section 3.1. Definition of Grievance.

A grievance is a difference of opinion between an employee or the Chapter and the Village
with respect to the meaning or application of the express terms of this Agreement, or with respect

to the inequitable application of rules applicable to the Police Department which may be in effect
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from time to time. It is understood that matters subject to the Fire and Police Commission, such

as hiring or promotion, are not subject to this grievance procedure.

Section 3.2. Union Representation.

The Union shall appoint an Employee Committee of not more than three (3) members to
attend grievance meetings scheduled pursuant to Steps 2 and 3. The Union may appoint three (3)
representatives (who may be the same persons selected to the Employee Committee), to participate
in the grievance procedure to the extent set forth in Step 1 of the grievance procedure. The Union
shall notify the Village Manager in writing of the names of employees serving on the Employee
Committee and as representatives. One representative of the Executive Board of the Union shall

have the right to participate in Steps 3 and 4 of the grievance procedure.

Section 3.3. Grievance Procedure.

Recognizing that grievances should be raised and settled promptly, a grievance must be
raised within seven (7) business days of the occurrence of the event giving rise to the grievance.
A grievance shall be processed as follows:

STEP 1: Appeal to Deputy Chief. To initiate the grievance procedure, either (a) the
employee shall file a written grievance signed by the employee or (b) a local union
officer shall file a written grievance signed by the local union officer on a form
similar or identical to that attached hereto as Appendix A, setting forth the nature
of the grievance and the contract provision(s) involved to the Deputy Chief or
his/her designee or designee. The Deputy Chief or his/her designee shall give a
written answer in seven (7) calendar days after receipt of the written grievance.

STEP 2: Appeal to Chief. If the grievance is not settled in Step 1 and the Chapter decides
to appeal, the representative shall, within seven (7) calendar days from receipt of
the Step 1 answer, appeal in writing to the Chief or his/her designee. The Chief or
his/her designee will contact a member of the Employee Committee within ten (10)
calendar days of the filing of the appeal, in order to schedule a meeting to discuss
the grievance. The Employee Committee and the Chief or his/her designee will
discuss the grievance at a mutually agreeable time. If no agreement is reached in
such discussion, the Chief or his/her designee will give his/her answer in writing,
within seven (7) calendar days of the discussion. The Village may join the Step 2
and Step 3 meetings if it so desires, by having in attendance both the Chief or his/her
designee and the Village Manager or his/her designee. In such event the grievance
response shall be treated as being provided at Step 3.

STEP 3: Appeal to the Village Manager. If the grievance is not settled in Step 2 and the
Chapter decides to appeal, the Chapter shall, within seven (7) calendar days after
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receipt of the Step 2 answer, file a written appeal to the Village Manager. The
Village Manager or his/her designee will contact a member of the Employee
Committee within ten (10) calendar days of the filing of the appeal, in order to
schedule a meeting to discuss the grievance. A meeting between the Village
Manager, or his/her designee, and the Employee Committee will be held at a
mutually agreeable time. If no settlement is reached at such meeting, the Village
Manager, or his/her designee, shall give his/her answer in writing within ten (10)
calendar days of the meeting.

STEP 4: Arbitration. If the grievance is not settled in accordance with the foregoing
procedure, the Chapter may refer the grievance to arbitration by giving written
notice to the Village Manager within ten (10) calendar days after receipt of the
Village’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, they shall
jointly request the Federal Mediation and Conciliation Service to submit a panel of
seven (7) arbitrators, with a principal office within the “metropolitan” (within 125
miles) area, with an industry specialization of “police,” if available. The Union
shall strike one name and the Village shall then strike one name; the Union shall
then strike a second name and the Village shall then strike a second name; the Union
shall then strike a third name and the Village shall then strike a third name; the
person whose name remains shall be the arbitrator; provided that either party before
striking any names, shall have the right to reject one panel of arbitrators. The
arbitrator shall be notified of his selection by a joint letter from the Village and the
Union requesting that he set a time and place for hearing, subject to the availability
of the Village and Union representatives. The arbitrator shall have no right to
amend, modify, nullify, ignore, add to, or subtract from the provisions of the
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 award of the arbitrator shall be final and binding. The costs of the
arbitration, including the fee and expenses of the arbitrator, shall be divided equally
between the Village and the Union. The cost of the written transcript, if requested
by both parties, should be split between the parties. Should only one party request
a transcript, that party shall pay for the cost of the transcript.

Section 3.4. Time Limits.

No grievance shall be entertained or processed unless it is filed within the time limits set
forth in Section 3.3. 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 Village, provided that the parties may agree to extend any time limits. Ifthe Village

fails to provide an answer within the time limits so provided, the Union may immediately appeal

to the next step.
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The Police Chief and the appropriate Chapter representative may mutually agree in writing
that Step 1 and/or Step 2 of the grievance procedure set forth above may be by-passed if the

circumstances so watrant.

Section 3.5. Investigation and Discussion.

All grievance discussions and investigations shall take place in a manner which does not
interfere with Village operations. Representatives of the Union shall be permitted to come on the
premises of the Village for the purposes of investigating and discussing grievances if they first
obtain permission from the Village Manager or his/her designated representative. Such visits shall

not interfere with normal Village operations.

Section 3.6. Election of Grievance Arbitration for Discipline.

Reprimands shall not be advanced past Step 3 of the grievance procedure.

Prior to imposing discipline involving a suspension in excess of five (5) days, or
termination, the Chief of Police or the Chief’s designee will set a meeting with the employee to
advise the employee of the proposed discipline and the factual basis therefore, in writing. At the
employee’s request, the employee shall be entitled to Union representation at that meeting. After
the conclusion of said meeting, the Chief or the Chief’s designee will issue a Decision to
Discipline, in writing, as to the proposed discipline (“Decision to Discipline™), to the affected
employee and the Union. At the employee’s option, any suspension or discharge of the employee
may be contested either through the arbitration procedure of this Agreement or through the Board
of Fire and Police Commissioners (“BFPC”), but not both. In order to exercise the arbitration
option, an officer must execute an Election, Waiver and Release form (“Election Form™ attached
as Appendix H). This Election Form and disciplinary process is not a waiver of any statutory or
common law right or remedy other than as provided herein. The Election Form shall be given to
the officer by the Employer, at the time the officer is formally notified of the Decision to
Discipline.

The employee shall have three (3) calendar days to submit a copy of the Election Form and
Decision to Discipline to the Union for approval to arbitrate the discipline. The Union shall have
an additional seven (7) calendar days to approve or deny the request for arbitration. If the Union
authorizes an arbitration concerning the discipline, it shall notify the Chief or the Chief’s designee

in writing of the intent to arbitrate within ten (10) calendar days of the issuance of the Decision to

5
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Discipline. If approved by the Union for arbitration, the Election Form shail constitute a grievance,
which shall be deemed filed at the arbitration step of the grievance procedure. When a grievance
is elected, the Chief may impose the discipline set forth in the Decision to Discipline, without the
need to have a hearing before the Fire and Police Commissioners, and the arbitrator will determine
whether the discipline was imposed with just cause, and whether the discipline was excessive. If
the arbitration is not approved by the Union within ten (10) calendar days of the Decision to
Discipline, or is not elected by the employee, the employee retains his rights to have charges
presented or to appeal discipline before the Village of Westchester Fire and Police Commissioners,
in accordance with the Illinois Municipal Code, Division 2.1, Board of Fire and Police
Commissioners, 65 ILCS 5/10-2.1-17, as amended. In the event that arbitration is not approved
by the Union, the employee has fifteen (15) calendar days from the issuance of the Decision to

Discipline to appeal suspensions of five (5) days or less.

ARTICLE IV
NO STRIKES — NO LOCKOUTS

During the term of this Agreement, 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 Village. The Village will not lock out any employees during the term

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

ARTICLE V
MANAGEMENT RIGHTS

The Village shall retain the sole right and authority to operate and direct the affairs of the
Village and the Police Department in all its various aspects, including, but not limited to, all rights
and authority exercised by the Village prior to the execution of this Agreement, except as modified
in this Agreement. Among the rights retained is the Village’s right to determine its mission and
set standards and hours of service offered to the public; to direct the working forces; to assign
overtime; to plan, direct, control and determine the operations or services to be conducted in or at
the Police Department or by employees of the Village; to increase or reduce the number of officers

making up a shift and to assign and transfer employees; to hire, promote, demote, suspend,
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discipline or discharge for just cause, or reduce the complement of personnel or relieve employees

due to lack of work or for other legitimate reasons, subject to the statutory jurisdiction of the Fire

and Police Commission; to make and enforce reasonable rules and regulations, including rules

regarding upkeep and wearing of uniforms; to change methods, equipment or facilities including

automobiles and equipment therefore; provided, however that the exercise of any of the above

rights shall not conflict with any of the specific provisions of this Agreement.
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ARTICLE VI
‘ WAGES AND BENEFITS
Section 6.1. Salary Schedule.

gmpensatio 0
200223 | Start | after12mos | After 24 mos | After 36 mos | After a8 mos | After 60 mos| After 72 mos | After 96 mos | After 120 mos | After 180 mos
Base Annual Rate(ZOdO hrs) $68,720.00 | $69,634.00 | $79,064.00 | $83,550.00 | $87,154.00 | $97,366.00 | $97,915.00 | $98,75L.00 | $99475.00 | $100,202.00
Hourly - $3360 | S3413 | 387 | S0% | Mam | som $48.00 | SasAL | w876 | Sa02
Holiday Payout {102 hrs) $3436.20 | $348170 | $3953.20 | $4.177.50 | $435770 | 486830 | $489575 | 493755 | 49775 | $50100
* Total Compensation - $72,160.20. | $73,115.70 | $83,017.20 | $87,727.50 | $93,511.70 | $202,234.30 | $102,810.75 | $103,688.55 | $104448.75 | $105,212.10

aempensatic U 4
e |- start | Afterd2mos| After 24 mos | After 36 mos| After 48 mos | After 60mos | After 72 mos | After 96 mos | After 420 mos | After 180 mios
Base Annual Rate (2040 hrs} $70,785.72 | $71,723.02 | $81435.92 | $86,096.50 | $89,768.62 | $100,286.98 | $100,852.45 | $101,713.53 | $102,459.25 | $103,208.06
Hotirly increase 3% - $3470 $35.06 | $3002 | st218- | 4400 | 4916 sa044 | 4986 45023 45059
Holiday Payout {102 hrs) §3539.29 | $3586.15 | $4,07180 | 5430283 | $448843 | 9501435 | $504262 | $5,085.68 | $512296 | 9516040
 Totol Compensation | $74.325.01 | $75,309.17 | $85,507.72 | $90.359.33 | $94,257.05 | $105,302.33 | $105,895.07 | $106,799.21 | $107,582.21 | $108,368.:45

ompensatio 024 4] o)
Pomess | st |adtert2mos| After2d mos | After36 mos| Afer48 mos | Aftor 60mos | After72 mos | After 96 mos | After 120 mas | After180 mos
naseAnnuamate(zosoms) §78546.61 | $79,835.32 | $90,929.11 | $96,386.65 | $100,855.57 | $113,020.67 | $114,007.56 | $115,333.57 | $116,534.34 $117764£5
Hourly wage restructure $37.76 | $3838 | S43.92 | $4634 | $as4s | 5434 | $5481 | 85545 $56.03 $56.62
Hollday Payout (102 hrs) $3851.80 | $3,915.00 | $4459.02 | $4726.65 | $4945.80 | $554236 | $559076 | $5655.78 | $5,71486 | $5775.01
Total Annua Rate {2080 hrs) - | $82,308.42 | $83,750,32 | $95:388.14 | $101,113.31 | $105,801.37 | $118,563.03 | $119,508.32 | $120,989.35 § $122,249.00 | $123530.85
Pawss | Start | Aftr 2 mos| Afer o4 mos | After 36 mos | Ater 48 mos| Aftr 60mos| Afer 72 mos | Ater 9 mos | fter 120 |
BaseAnnuaIRate(2080hrs) $81,098.38 | $82,429.96 | $93,884.31 | $99,51922 | $104,13338 | $116,693.85 | $117,712.81 | $119,08191 $1zo,253.44 $121 59221
Hourly incrense 3.25% 93899 | $3963 | 4504 | 4785 | $s006 | 5620 | 5659 | $5725 $57.82 $58:46
 Holiday Payout (102 hrs) $397699 | S4042.24 | $460394 | $4.880.27 | $52065¢ | $572249 | $5,77246 | 3583959 | $580753 | $59269
Total Annual Raté (2080 brs) $85,076.36 | $86,472.20 | $98,488.25 |$104,399.48 | $109,239.92 | $122,416.33 | $123,485.27 | $124,921.50 | $126,160.97 | ‘$127554.90
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The step plan and wages are retroactive to May 1 2023 . Step movement shall occur on

the employee’s anniversary date.

Section 6.2. Insurance.

The Employer shall provide for each employee a term life insurance policy in an amount
of Fifty Thousand Dollars ($50,000.00). In addition, the Employer shall provide for each
employee accidental death and dismemberment insurance in the same amount at Employer’s
expense. The Employer shall allow employees collectively to purchase at the employee’s expense
additional life insurance or accidental death and dismemberment insurance in accordance with
Employer established programs. Premiums for this additional coverage shall be paid through
regular payroll deductions.

At the request of any employee, the Employer shall provide single coverage under the
HMO plan and under the dental insurance plan to the employee. Effective May 1, 2021, the
Employer will pay 88% of the cost of such coverage, and the employee will pay an amount equal
to 12% of the cost through payroll deductions. Effective May 1, 2022, the Employer will pay 86%
of the cost of such coverage, and the employee will pay an amount equal to 14% of the cost through
payroll deductions.

At the request of any employee, the Employer shall provide single coverage under the PPO
plan and under the dental insurance plan to the employee. Effective May 1, 2021, the Employer
will pay 88% of the cost of such coverage, and the employee will pay an amount equal to 12% of
the cost through payroll deductions. Effective May 1, 2022, the Employer will pay 86% of the
cost of such coverage, and the employee will pay an amount equal to 14% of the cost through
payroll deductions.

At the request of any employee, the Employer shall provide coverage under the HMO plan
and under the dental insurance policy and a comprehensive medical insurance policy including
major medical coverage as provided to the employee, to any eligible dependent of the employee
participating in such plans. Effective May 1, 2021, the Employer’s contribution toward the cost
of such dependent coverage will be at 88%, and the employees will pay an amount equal to 12%
of the cost through payroll deductions. Effective May 1, 2022, the Employer will pay 86% of the
cost of such coverage, and the employee will pay an amount equal to 14% of the cost through

payroll deductions.
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At the request of any employee, the Employer shall provide coverage under the PPO plan
and under the dental insurance policy and a comprehensive medical insurance policy including
major medical coverage as provided to the employee, to any eligible dependent of the employee
participating in such plans. Effective May 1, 2021, the Employer’s contribution toward the cost
of such dependent coverage will be at 88% and the employees will pay an amount equal to 12%
of the cost through payroll deductions. Effective May 1, 2022, the Employer will pay 86% of the
cost of such coverage, and the employee will pay an amount equal to 14% of the cost through
payroll deductions.

The Village will offer the members of the bargaining unit the high deductible plan (HDP)
insurance package based on the plan presented to the members by the Village’s insurance broker
in 2012. The Village will pay 88% of the premium cost and the employees will pay 12% for either
single coverage or dependent coverage, for whichever coverage the employee selects. Effective
May 1, 2022, the Employer will pay 86% of the cost of such coverage, and the employee will pay
an amount equal to 14% of the cost through payroll deductions.

With regard to the HDP, the reimbursements by the Village shall be up to $2,000.00/single
and $4,000.00/family. The Village shall be required to require such reimbursements to be paid
within thirty (30) days of the transmittal of the request to the Village’s third party administrator.

If the Village offers an HDP with a Health Savings Account (“HSA™) component,
bargaining unit members shall not be allowed to participate in any other Village insurance plan
other than such HSA plan, and the Village shall be required to deposit into the employee’s HSA
the amount equal to the HDP deductible, less $500.00 for single coverage and $1,000.00 for single
plus dependent coverage, each year that an employee participates in such HSA plan. Effective
May 1, 2021, the premium contributions for such HSA plan shall be 88% to the Employer, and
12% to the employee, payable through payroll deductions. Effective May 1, 2022, the Employer
will pay 86% of the cost of such coverage, and the employee will pay an amount equal to 14% of
the cost through payroll deductions.

The comprehensive medical insurance plan, dental plan summary and HDP policy have
been attached as Appendix “G” to the Collective Bargaining Agreement between the Village of
Westchester and the Metropolitan Alliance of Police, Chapter #651. The Village shall notify the
Union at least sixty (60) days before any plan design changes, but the plan will remain substantially

the same as the plan described in Appendix “G.”
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The Village agrees that during the term of this Agreement, it shall institute a Post-
Retirement Health Plan for employees in the bargaining unit, as a method of creating a tax-free
savings for retiree health insurance as long as the Village and the Union can agree on its funding.

The current tax-deferral program, under Section 125 Cafeteria Plan of the Internal Revenue
Code that permits officers covered by this Agreement the opportunity to defer the tax
consequences of contributing to health insurance premiums and other eligible tax deferrals will
remain in effect. The Village maintains the right to change insurance carriers or otherwise provide
for coverage as long as the level of benefits remains substantially the same.

The Union shall select two (2) representatives who may participate in the Village Advisory
Health Insurance Committee. The Committee shall meet at various times throughout the year to
(1) discuss existing problems with the health insurance coverage and service; (2) explore and
examine the viability of alternative health insurance plans or the renewal of the existing plans; or
(3) review ways in which to reduce costs in health insurance levels and coverage. The Village has
the discretion to add as many employee groups to the Committee as it deems appropriate. The
authority of the Committee is limited to an advisory role and its actions and existence shall not

infringe upon the rights of the Village or the rights of the employees as set forth herein.

Section 6.2.1. No Coverage Alternative.

Bargaining unit members that are eligible for and enrolled with, single Village health
coverage and elect not to take the Village insurance shall receive $2,000.00 annually upon
presenting proof, during the annual open enrollment period, that non-Village health insurance has
been obtained elsewhere. $1,000.00 shall be paid in July of the health insurance year and
$1,000.00 in January of the health insurance year. Notwithstanding the above, in the event that
three (3) or more bargaining unit members elect not to take the Village insurance, the annual
payment shall increase to $3,000.00, with $1,500.00 being paid in July of the health insurance year
and $1,500.00 being paid in January of the health insurance year.

Bargaining unit members that are eligible for, and enrolled with, family Village
health coverage and elect not to take the Village insurance shall receive $4,000.00 annually upon
presenting proof, during the annual open enrollment period, that non-Village health insurance has
been obtained elsewhere. $2,000.00 shall be paid in July of the health insurance year and
$2,000.00 in January of the health insurance year. Notwithstanding the above, in the event that

three (3) or more bargaining unit members elect not to take the Village insurance, the annual
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payment shall increase to $6,000.00, with $3,000.00 being paid in July of the health insurance year
and $3,000.00 being paid in January of the health insurance year.

Employees who elect this alternative and subsequently lose their non-Village health
insurance coverage shall be allowed re-entry into the Village health insurance coverage during the
plan year without showing evidence of insurability and waiving any pre-existing condition

exclusions, provided the employee has not voluntarily relinquished his/her health insurance plan

during the plan year.
Section 6.3. Vacation Schedule.
A. In accordance with applicable ordinances, officers covered by this Agreement shall

be entitled to a vacation as follows:

Continuous Service Length of Paid Vacation Length of Paid Vacation
for Officers Assigned to for Officers Assigned to
8 Hour Shifts 8.5 Hour Shifts

After 1 Year 80 hours 85 hours

After 5 Years 120 hours 127.5 hours

After 12 Years 160 hours 170 hours

After 16 Years 168 hours 178.5 hours

After 18 Years 176 hours 187 hours

After 20 Years 184 hours 195.5 hours

After 22 Years 192 hours 204 hours

After 23 Years 200 hours 212.5 hours

In order to be eligible for full vacation benefits under this Section, a patrol officer must
have been employed by the Village during the entire twelve (12) month period preceding January
1 of the year in which the vacation is to be taken (the vacation year). If the patrol officer was not
employed by the Village during the entire twelve (12) month period preceding January 1 of the
vacation year, he shall be entitled to one-half of the first year vacation (40 or 42.5 hours, whichever
is applicable) with pay, if he has been continuously employed by the Village since on or before
July 1 of the year preceding the vacation year. If he was employed after July 1 of the preceding
year, he shall not be entitled to a vacation with pay during the vacation year, and any arrangements
for time off with or without pay during the vacation year must be made with the Police Chief or

his/her designee and in accordance with other applicable provisions of this Agreement.
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B. Timing of Vacation Selection. After the selection of the shifts, officers shall begin

vacation picks for the upcoming year on November 15™ each year. Each officer shall be allotted
three (3) scheduled working days to pick his vacation time. Patrol officers will select their day off
key when selecting their vacation, but only among the days off being utilized by the Department
for that year, as specified by the Chief of Police or his/her designee. After the expiration of the
three (3) working days, the pick shall move to the next officer in seniority, regardless of whether
the more senior officer has made his picks. This process shall continue until all officers have had
an opportunity to pick vacation time and day off key. Officers may elect to hold 5 days of vacation
or their entire partial week of vacation. These days of held vacation can utilized throughout the
year at the officer’s discretion. Minimum manpower standards would still be required to be met.
If an officer fails to use the days prior to the end of the calendar year, the officer will not be

compensated for the time.

C. Selection Process. Vacations shall be selected in accordance with the selection

system in effect as of the execution of this Agreement, and shown as Appendix “C” as modified
herein to this Agreement, except that in transition years (e.g., when a patrol officer becomes
eligible for 127.5 hours, rather than 85 hours, of vacation), the additional week may not be taken
until after the patrol officer’s anniversary date of employment. Officers will be allowed to move
their scheduled days off, with the approval of the Chief or his/her designee, just prior to, or
following vacation days to accommodate an uninterrupted block of days off. Such requests may

be denied by the Chief in order to meet manpower needs.

D. Benefit at Termination of Employment. Any officer who leaves the Village

employ, in good standing as defined by the Westchester Personnel Policy Manual, shall be eligible

to receive payment at the employee’s current hourly rate for all unused accrued vacation time.

E. Employees who are on eight and one-half (8.5) hour work shifts shall be required

to use eight and one-half (8.5) hours of vacation time per full vacation day used.

Section 6.4. Uniform Allowance.
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Effective May 1, 2023, an annual uniform/equipment allowance of $975.00 shall be paid
to each patrol officer on or before May 7™ of each year, for the sole purpose of purchasing and
maintaining uniform/equipment.

Probationary patrol officers, upon commencing employment, shall receive a uniform
allowance computed on the basis of $81.25 per month for each full month between the date of
commencing employment and the date of uniform allowance payment set forth herein. A patrol
officer who will not be employed for the full year shall receive a pro rata uniform allowance; any
patrol officer who leaves the Village employ prior to the end of the year and who received the full
uniform allowance shall make proper reimbursement to the Village on a pro rata basis.

Should the Village make any changes to the mandatory uniform requirements during the
term of the Agreement, the Village shall reimburse all bargaining unit members for the initial
purchase of the new item(s). If the Union requests a change to the mandatory uniform
requirements, the Union must waive the reimbursement set forth in the previous sentence as to that
particular uniform requirement. Any such waiver must be in writing, executed by the Chapter and

Union representatives.

Section 6.5. Holidays.

Effective January 1, 2018, non-probationary patrol officers shall receive one hundred two
(102) hours of holiday pay on or before the first business day of December of each year by separate
check.

Additionally, any officers who work a full shift on one of the following holidays shall have
the option to receive four and one-quarter (4.25) additional hours of pay or compensatory time

credit (to be prorated if less than a full shift is worked):

Christmas Eve New Year’s Eve
Christmas Day New Year’s Day
Memorial Day (observed) July 4

Labor Day Thanksgiving Day

If such employees hold over on those dates, they will receive time and one-half for the hold
over hours, and “earn a prorated amount of holiday pay.”
Patrol officers who are still in probationary status on December 1 shall receive eight (8)

hours of holiday pay on December 1 for each six (6) weeks of continuous full-time employment

prior to December 1.
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Any patrol officer who leaves the Village employ prior to the end of the year and who
received a holiday allowance in holiday pay shall make proper reimbursement to the Village on a

pro rata basis.

Section 6.6. Funeral Leave.

When a death occurs in an employee’s immediate family (i.e., employee’s mother, father,
mother-in-law, father-in-law, spouse, brother, sister, child, or grandparents, including in-law and
step relationship where applicable), an employee covered by this Agreement, upon request, will
be excused for up to three (3) working days for the purpose of planning, assisting with and
attending the funeral, wake and/or memorial services. An eligible employee shall be paid his
normal daily rate of pay for any day or days on which he is excused and but for such excuse would
have been scheduled to work. An otherwise eligible employee will not receive funeral pay when
it duplicates pay received for time not worked for any other reason. If the employee requests time
off due to a death in the immediate family in addition to the three (3) work days, upon approval of

the Chief, the employee may use other accumulated time off.

Section 6.7. Sick Leave.

(a) Sick Leave. Effective January 1, 2018, the Village shall continue in effect its
present sick leave policy, which provides employees eligibility for up to fifty-one (51) hours of
sick leave per year. New employees shall have their sick time prorated at the rate of four and one-
quarter (4.25) hours per month during the first calendar year of employment. Paid sick leave may
be used for illness, disability or medical appointments that cannot be scheduled during off-duty
hours. Paid sick leave may also be used to care for a child, spouse or parent who has a serious
health condition that requires the employee to remain at home or to escort such person to a medical
appointment. Such use of paid sick leave for the care of a child, spouse or parent shall only be
used on an emergency or temporary basis. Any additional use of family medical leave shall be in
accordance with Section 6.8 herein. For family illness or injury, employees are to provide for
other care as soon as practical. New employees shall not be eligible to use paid sick leave until
thirty (30) days after the date of hire. Paid sick leave must be used in increments of one-half (1/2)
hour. Employees who are assigned to eight and one-half (8.5) hour shifts shall be charged eight
and one-half (8.5) hours of sick leave for each full sick day utilized, however they shall also receive
an increase to fifty-one (51) hours of sick leave per year for the duration that they are so assigned.
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Any employee assigned to eight and one-half (8.5) hour shifts for less than one calendar year shall
receive prorated sick leave at the rate of an additional 0.25 hours of sick leave for every month
worked on an eight and one-half (8.5) hour shift. Employees shall be permitted to use one-half
(1/2) hour blocks of compensatory time in conjunction with eight (8) hours of sick time to satisfy
this requirement, or one, three (3) hour block of compensatory time on their 6 day used, at their
discretion.

An employee shall report any illness no later than one hundred twenty (120) minutes prior
to their scheduled starting time. If the absence is longer than one (1) day, the employee shall keep
his immediate supervisor informed of the condition and anticipated return to work date.
Employees absent for more than three (3) consecutive days will be required to submit a statement
from a physician verifying the need to use sick leave and fitness to return to duty. If the physical
ability of an employee to perform the essential functions of a job is in question, the Village
Manager may require a physical exam at the expense of the Village.

The use of paid sick leave is intended only for legitimate reasons as outlined in this section.
Any abuse of the sick leave policy may result in non-payment of sick leave benefits and may be
grounds for disciplinary action. Paid sick leave may be utilized for any illness or injury resulting
from outside employment. An employee with more than one (1) year of service may be advanced
paid sick leave if all paid time off options have been exhausted. Eligibility for such an advance
shall be determined and approved by the Village Manager, at his/her sole discretion.

(b)  SickLeave Buy Back. At the option of the officer, to be exercised at the end of

each calendar year, a patrol officer may contribute a maximum of fifty-one (51) hours of unused
sick leave per year to his disability leave accumulation or receive, in the alternative, up to twenty-
five and one half (25.5) hours pay at his regular straight-time hourly rate to be paid on January
15% of each year; Or “Roll Over” up to 51 hours into a personal time bank. All compensatory time
rules would apply to these hours as set forth in Section 7.6. These hours, if not used, would be
forfeited at the end of the following year.

(¢c)  Disability Plan. The Village will also continue in effect the employee disability
policy dated January 1, 1979, which provides disabled employees a certain number of weeks at
full pay and a certain number of weeks at half pay with the following modifications:

Paragraph 7: The benefit will fully re-load when the employee has returned to work
for a period of fifty-two (52) consecutive weeks, which time period includes paid
time off such as vacation time, but excluding paid disability time off.
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Add Paragraph 9. If after examination by both the employee’s doctor and the
Employer’s doctor, a question exists about the officer’s ability to return to work,
the parties agree to utilize the services of an occupational health provider at the
Employer’s cost for a final determination.
Disability time is calculated at eight (8) hours per day used.
Employees shall not be eligible for disability benefits pursuant to this Section 6.7(c), unless
the employee has used all of his/her allocated sick leave time for that year, not to exceed twenty-

five and one-half hours per disability event, and those sick leave hours used shall not be restored.

Section 6.8. Family and Medical Leave.

(a) Generally. Eligible employees who have been employed by the Village for at least
one (1) year and who have worked at least 1250 hours during the preceding twelve (12) month
period, may be granted family and medical leave pursuant to and in accordance with the Family
and Medical Leave Act of 1993 (29 U.S.C. 2601, ef seq.), the Pregnancy Discrimination Act of
1978 (42 U.S.C. 2000e(k)), and the administrative regulations on sex discrimination that address
pregnancy, childbirth and child rearing (56 Ill. Admin. Code 5210.110), pursuant to the Illinois
Human Rights Act (775 ILCS 5/1-101, et seq.). For an employee not eligible for family and
medical leave, the Village shall review the individual circumstances and business considerations
involved on a case-by-case basis and in accordance with the law and Village policy.

Family or medical leave pursuant to this provision shall be unpaid leave; however, if the
leave is requested for an employee’s own health condition, the employee shall be required to use
all of his paid vacation leave, sick leave, personal leave or other applicable accrued leave as part
of their FMLA leave and the remainder of the leave period will then consist of unpaid leave.

(b) Terms of Leave. Employees who meet the applicable time-of-service requirements

may be granted a total of twelve (12) weeks unpaid family and medical leave, paid leave, vacation
leave and personal leave, combined, during any twelve (12)-month period, for the following

reasons:

Birth of the employee’s child and care for the newborn child;

Placement of child with employee for adoption or foster care;

Care for a spouse, child or parent who has a serious health condition; or
Serious health condition that renders the employee incapable of performing
the functions of his or her job.

b

For purposes of this section, the Village will use a rolling twelve (12)-month period measured

backward from the date an employee uses any family and medical leave. Any leave taken for the
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birth or care of a child or the placement of a child for adoption or foster care must be completed
within one (1) year after the date of birth or placement.

(c)  Notice to the Village. An employee wishing to take FMLA leave for a foreseeable

event must make reasonable efforts to schedule the leave so as to cause the least disruption to the
Village’s business. An employee intending to take family or medical leave because of an expected
birth or placement or because of a planned medical treatment must submit an application for leave
at least thirty (30) days before the leave is to begin. Failure to provide advance notice may result
in the denial or deferral of the requested leave. An employee wishing to take FMLA leave for an
unforeseeable event must provide written notice to his or her supervisor as soon as practicable. If
an employee requests to modify scheduled paid, comp time or personal leave for reasons that
would fall under the requirements for FMLA leave, but the employee does not request FMLA
leave, the Village will apply FMLA leave to the employee’s time off.

An employee requesting leave due to a serious health condition must provide the Village
with a written medical certification (on a form available from the Village), completed by the
employee and his or her health care provider. The certification must state (1) the date on which
the serious health condition began; (2) the probable duration of the condition; (3) appropriate
medical facts regarding the medical condition. If the reason for a proposed leave is the employee’s
child, spouse or parent, then the written medical certification must include a statement that the
serious health condition requires the employee to provide care for that person, and an estimate of
how long such care may continue.

()} Benefits During Leave. During a period of family or medical leave, an employee
will be retained on the Village’s group health plan under the same conditions that applied before
leave commenced. To continue health coverage, the employee must continue to make any
contributions that he made to the health plan before taking leave. Failure of the employee to pay
his share of the health insurance premium may result in loss of coverage.

If the employee fails to return to work after the expiration of the leave, the employee will
be required to reimburse the Village for payment of health insurance premiums during the family
medical leave, unless the reason the employee fails to return is the presence of a serious health
condition which prevents the employee from performing his or her job or is due to circumstances
beyond the employee’s control.

(¢)  Return From Leave. An employee returning from family and medical leave will be

restored to his former position. The failure of an employee to return to work upon the expiration
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of a family or medical leave of absence will subject the employee t<; termination unless an
extension is granted. An employee, who requests an extension of family or medical leave due to
the continuation, recurrence or onset of his own serious health condition, or of the serious health
condition of the employee’s spouse, child or parent, must submit a request for an extension in
writing to the Village Manager’s office. This written request should be made as soon as the
employee realizes that he or she will not be able to return at the expiration of the leave period.

(63} Administrative Regulations. The Village Manager may develop administrative
regulations to implement this provision. (42 U.S.C. 2000e(k); 29 U.5.C. 2601, et seq.; 775 ILCS
5/1-101, et seq.; 56 Ill. Admin. Code 5210.110; 105 ILCS 5/10-22.4, 24.6 and 24-13).

Section 6.9. Personals Day Off.

Officers shall be entitled to receive, in addition to other days off specified herein, eight (8)
hours paid personal time off each calendar year, commencing effective January 1, 2012. The
personal time off must be taken within the calendar year in which it is available, and may not be
carried over to another year. Requests to use personal time off shall be consistent with the

procedures for requests to use compensatory time due.

Section 6.10. Medical and Psychological Examination.

At any time when it has a reasonable basis for doing so, the Village may require, at the
Village's expense, that the officer submit to a physical or medical examination, or a psychological
examination, including a fitness for duty examination and/or a functional capacity examination, in
order to determine the officer’s fitness for duty. The Village shall provide the officer and the Union
a written statement of its reasonable basis for requiring the submission for such examination(s).
If, upon examination by a qualified health care provider or mental health professional, it is
determined that an officer is unfit for duty, such officer shall be relieved from duty and placed on
FMLA leave, if available. In addition, such officer, if eligible, shall receive disability benefits,
pursuant to Section 6.7(c) of this Agreement. If the officer is not eligible for disability benefits
pursuant to Section 6.7(c) of this Agreement, the officer shall be required to utilize all available
sick leave, followed by all available compensatory time, followed by all available vacation time.
If an officer found unfit for duty has exhausted all available leave time, as provided above, yet has
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not been determined to be fit to return to work, such officer shall be placed on an unpaid
administrative leave, but such leave shall not exceed six (6) months. Prior to the officer being
relieved from duty after being found unfit for duty, the Village will provide the officer and, upon
execution of the appropriate release, the Union, with the fitness for duty report obtained from the
health care provider or medical health care professional who performed such examination(s).

If, following determination that the officer is unfit for duty, the medical or psychological
prognosis for the officer is that such officer will not be capable of returning to work in the
foreseeable future, the officer shall make application for disability benefits before the police
pension board. If the officer makes application for a disability pension and the determination of
the police pension board is that the officer is not disabled, the Village will accept the determination
and reinstate the officer to full duty as soon as reasonably possible, following the pension board's
determination, provided that the officer has not filed for administrative review of such
determination. If an officer files for administrative review or either party files for appellate review
of such determination, then the Village and the officer will be bound by the final judicial
determination as to the officer's fitness for duty.

This provision is not intended to diminish the statutory rights of an employee (e.g., worker's

compensation).

Section 6.11. Early Retirement Incentive.

When an officer reaches twenty-five (25) years of completed service with the Village's

Police Department, the officer shall be eligible for the following non-pensionable retirement

incentive:
25 years of service - $20,000.00 lump sum payment
26 years of service - $16,000.00 lump sum payment
27 years of service - $12,000.00 lump sum payment
28 years of service - $8,000.00 lump sum payment
29 years of service - $4,000 lump sum payment
30 years of service - $0 lump sum payment

Members must submit a retirement letter by February 1% prior to the fiscal year in which
the retirement is to be effective. The retirement date must be effective within the first quarter of
the fiscal year following the notice (May 1 — July 31) at a date to be mutually agreed to by the
retiree and the Chief or his/her designee. Employees hired on or before October 8, 1984, shall

have sixty (60) days after the execution of this Agreement in 2017 to retire and receive the
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$20,000.00 lump sum payment. If such employee retires more than sixty (60) days after the
execution of this Agreement in 2017, such employee shall only be eligible for a retirement

incentive based upon the employee's years of service, according to the chart hereinabove.

ARTICLE VII
HOURS OF WORK AND OVERTIME

Section 7.1. Application of Article.

This Article is intended only as a basis for calculating overtime payments and nothing in

this Agreement shall be construed as a guarantee of hours of work per day or per week.

Section 7.2. Work Schedules.

The shifts, work days and hours to which employees are assigned shall be stated on a
departmental work schedule. If the Village makes select changes to the normal work schedule, it
shall notify the affected employees in writing in advance of the changes.

For detectives, the normal work week shall be forty (40) hours per week and the normal
shift shall be eight (8) hours. For all other officers, commencing in January 2013, the normal shift
shall be eight and one-half (8.5) hours. Police officers not assigned to the detective unit shall
generally be scheduled for either four duty days (34 hours) or five duty days (42.5 hours) per seven
(7) day work week, and shall work a schedule which is generally described as a 5-3/5-2 work
schedule, which follows a pattern of five (5) days on duty, followed by three (3) days off duty,
followed by five (5) days on duty, followed by two (2) days off duty, and then repeating such
pattern. In conjunction with such 5-3/5-2 work schedule, the following shift schedule for patrol

shall be utilized:

06:30 — 15:00 hours
14:30 — 23:00 hours
22:30 - 07:00 hours

Should it be necessary in the interest of efficient operations to establish different shift
starting or ending times or to temporarily change work schedules, the Village will notify the

affected individuals of such changes.

Section 7.2.1. Scheduling.

20
Draft 05/30/25



Assignments on each shift shall be selected by patrol officers by seniority annually. In the
event that a vacancy occurs between the annual shift bids, officers shall have the right to bid on
the vacant position by seniority. If the vacancy was created by the administrative reassignment of
an officer from a specialty position, that reassigned officer shall be placed into the position vacated
by his replacing officer (if any), unless a more senior member bids upon that vacant position.
However at any time that the Department has an officer with less than thirty-six (36) months of
seniority at the time that the new schedule is to commence, with reasonable notice, one patrol
officer assignment per shift (i.e., the most junior officer on each shift) may be reassigned by the
Chief of Police or his/her designee. In any particular year, the Chief of Police may waive his/her
right to re-assign one officer per shift, without forfeiting this right in subsequent years. Such
bidding process shall be required to be completed no later than November 1 of each year, and shall
occur prior to the selection process for vacation for the following year. During their probationary
period, probationary officers shall be assigned to shifts and may be reassigned to other shifts,
including assigned to work rotating shifts, as determined by the Chief of Police or his/her designee.

All specialty assignments outside of working a patrol shift shall work an alternate work
schedule, as determined by the Chief of Police or his/her designee. Except by mutual agreement,
the alternate work schedule shall provide for consecutive days off and the schedule shall not be
changed without reasonable advance notice to the effected employees. Members have the right to
refuse a specialty assignment, provided that the Chief maintains the right to order such assignments
based upon inverse seniority, to employees who have the necessary qualifications.

The Village reserves the right to temporarily change work schedules or to assign bargaining
unit members, whenever special qualifications are needed for particular tasks, whenever minimum
staffing levels must be met, whenever training is required or whenever emergencies occur. It is
noted that in order to assign officers for training, the officer(s) being assigned for training, as well
as other officers, may have to be reassigned to other shifts to accommodate this purpose.
Bargaining unit members who are reassigned shall be provided notice of such change as is
practicable under the circumstances. Reassignments to offset training, to meet minimum staffing
assignments or to cover emergencies shall be made on the basis of reverse seniority, from the shift

from which the manpower replacement is being drawn.

Section 7.3 QOvertime Pay.
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Officers covered by the terms of this Agreement shall be paid overtime, at the rate of time
and one-half (1-1/2) their regular hourly rate of pay, for all hours worked in excess of the
employee’s regularly scheduled shift. For purposes of calculating overtime, all compensated hours
shall be counted. Overtime shall be computed on the basis of fifteen (15) minute segments, using

FLSA rounding rules.

Section 7.4. Call-Back Pay.

An employee covered by this Agreement who is called out to work after having left work
shall receive time and one-half (1-1/2) for all hours of call out, with a minimum of two (2) hours
pay at time and one-half (1-1/2). This minimum guarantee does not apply if the call out extends
to the employee’s regular work shift. Call out time shall begin at the time the officer is contacted

by phone, provided the officer does not take an unreasonable amount of time to report.

Section 7.5. Court Pav.

Patrol officers covered by this Agreement shall receive pay at one and one-half (1-1/2)
times their straight-time hourly rate of pay for each full quarter-hour that they are required to be
in actual attendance at court, during off-duty hours, with a minimum of three (3) hours of pay.
Patrol officers receiving overtime pay under this Section may elect to take compensatory time off

in lieu of pay, per Section 7.6.

Section 7.6. Compensatory Time.

Patrol officers shall be permitted to elect to take compensatory time off in lieu of pay for
overtime hours worked under Section 7.3 (Overtime Pay) and Section 7.5 (Court Pay) and for
certain hours under Section 6.5 (Holiday Pay), provided that no patrol officer shall be permitted to
accumulate compensatory time off in excess of one hundred (100) hours. Compensatory time off
shall be earned at the rate of one and one-half (1-1/2) times the overtime hours actually worked.
Patrol officers will be permitted to take compensatory time off requested by the officer and as
scheduled by the Police Department in accordance with the needs of the Department.
Compensatory time off must be used in segments of one-quarter (%) hour or more, unless being
used to add to other benefit time to take an eight and one-half (8.5) hour shift off, e.g. eight (8)

hours of vacation time plus one-half (1/2) hour of compensatory time. Requests to utilize
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compensatory time are required to be submitted no earlier than sixty (60) days in advance of the
requested time off. Requests will be approved on a seniority basis at the end of day sixty (60).
Requests made with 59 days or less will be made on a first come first serve basis. The Department
reserves the right to request no less than seven (7) days’ advance notice of scheduling
compensatory time off, but will permit lesser notice, at the discretion of the Department, if
manpower needs can be met. The officer may be granted approval of lesser notice compensatory
time via phone up to one (1) hour prior to their assigned shift, pursuant to agreed-upon guidelines
between the parties. If compensatory time is not granted, the officer must report on time for his
duty shift.

The parties hereto agree that in consideration for the granting of compensatory time off,
certain conditions under which an employee can use compensatory time shall apply. These include
that compensatory time shall be granted at such times and in such time logs as are mutually agreed
upon between the involved officer and a supervisor; permission to utilize compensatory time shall
not be unreasonably denied by the supervisor if operational requirements will not be adversely
affected. The parties agree that a request to use compensatory time shall be granted, so long as the
minimum staffing level of the Department (as determined by the Employer) can be met, at the time
that the request is made. However, the parties agree that if granting the request would result in a
staffing level below such minimum staffing level, such request will be denied. Upon denial of a
request to use compensatory time, the Employer shall advise the employee of the next available
date on which such request could be granted. Under such circumstances, the employee shall have
the choice of accepting such alternative date, or withdrawing the request to use compensatory time.

Any and all disputes that may arise between the parties as to the administration of this
section regarding the use of compensatory time shall be resolved exclusively through the grievance
and arbitration procedure, Article III of this Agreement, except that such grievance shall be filed
at Step 3. The parties expressly agree and are in reliance upon the Supreme Court’s decision in /4
Penn Plaza LLC'v. Pyett, 129 S.Ct. 1456, 186 LRRM 2065 (2009), that such disputes shall include
claims or allegations that any restrictions on the use of compensatory time available to employees
from their compensatory time banks as established under this section do not comply with Sec.
7(0)(5) of the FLSA, 29 USCA 207. In the event that any such grievénce is advanced to arbitration,
the parties further stipulate and agree that the arbitrator’s remedial authority shall be limited to
making the grievant(s) whole by granting, consistent with applicable Section 7(o) standards of the

FLSA, the cash value of any time due in dispute based on the then applicable overtime rate or
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awarding additional compensatory time off and shall have no authority to award any attorney’s

fees or any penalties against the parties.

Section 7.7, Acting Pay.

Patrol officers assigned as watch commanders (also referred to as Officer In Charge
("OIC")) shall, during the term of this Agreement, be paid one-half (}2) hour of compensatory time
for each full hour worked as an OIC. In order to act as an OIC, such officer must have participated
in at least sixteen (16) hours of training for such position, absent an emergency. In the event that
a patrol officer is assigned as OIC on a shift, the use of benefit leave time shall be available to all
patrol officers working that shift (including the OIC), in accordance with the benefit leave time
policies, in the same manner as if no OIC was assigned. In the event that the Chief of Police or

his/her designee determines that an emergency situation exists, the use of time due shall be denied.

Section 7.8. Overtime Assignments.

The Chief of Police or his/her designee(s) shall have the right to require overtime work and
police officers may not refuse overtime assignments. Whenever practicable, overtime will be
scheduled on a voluntary basis, except for emergency situations or except where qualified
volunteers are not readily available. The overtime procedure/form is set forth hereto in Appendix
E.

When it is known that the on-coming shift is going to be short-staffed, the next shift
following the short shift will be called by the on-duty shift commander, in order of seniority, and
offered the last three and one-half (3.5) hours of work. If the shift commander gets a volunteer,
then the officers on the off-going shift will be asked to work the first available four (4.0) hours in
order of seniority. If the shift commander obtains a volunteer, then the off-going volunteer shall
be given the first four (4.0) hours of the assignment, and the officer who accepted the last three
and one-half (3.5) hours shall be given that assignment. If an officer from the on-coming shift
accepts the last three and one-half (3.5) hours of the assignment, and all officers from the off-going
shift refuse the first four (4.0) hours of overtime, the officer who accepted the last three and one-
half (3.5) hours of overtime will be offered the full seven and one-half (7.5) hours. Ifthe accepting

officer does not accept the full seven and one-half (7.5) hours, and if there are no volunteers from
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the off-going shift, the junior eligible officer on the off-going shift will be ordered to work the first
four (4.0) hours.

If the shift commander does not get a volunteer under the first sentence of the preceding
paragraph, the off-going shift will be asked to work in order of seniority for the full eight (8.0)
hours. If an officer on the off-going shift volunteers to work the full eight (8.0) hours, such officer
shall receive the assignment, regardless of a tardy response by members of the on-coming shift. If
there are no volunteers from either shift, the junior eligible officer on the off-going shift will be
ordered to work the eight (8.0) hours.

In the event a shift shortage occurs after a shift has commenced, the following procedure
shall be used, if the assignment is to be filled. The next shift following the short shift will be called
by the on-duty shift commander in order of seniority, and offered to come in and work the
remainder of the shift. If the shift commander does not obtain a volunteer for such assignment
from the on-coming shift, the shift commander may contact bargaining unit members by seniority
and offer the opportunity to work such assignment, except under exigent circumstances, the shift
commander may order any bargaining unit officer to work such assignment.
® An off-going officer covering the first half of a shift will be scheduled to work the first

four (4.0) hours of the following shift. The on-coming officer covering the second half of

the shift will work three and one-half (3.5) hours.
® If an officer should accept overtime of at least three and one-half (3.5) hours, the Shift

Commander on duty will mark the appropriate box for the officer and date with the letter

“Y,” designating that the officer has accepted the overtime. If the officer should refuse the

overtime for that shift, the Shift Commander on duty will mark the appropriate box with

the letter “R,” for refusal, at which time the Shift Commander will move on to the next
officer in seniority.

® If an officer has accepted overtime for at least three and one-half (3.5) hours, that officer
shall be marked with a “Y” and may not be offered overtime again until the junior officers,
under him/her have either had overtime for that month or have refused the overtime for
that day.

e If an officer should refuse overtime for a shift, it will not mean that he/she cannot be asked
the next time that a shift is undermanned, providing that he/she is the next officer in order

of seniority.
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® If an officer is called at home to come in early for a short shift and there is no answer or
the officer is not home, the Shift Commander will place the letters “N/A” in the appropriate

box next to the officer’s name.
© If overtime of three and one-half (3.5) hours or more is filled in the middle of a shift, the

officer working the overtime will be marked with a “Y”. If the overtime is less than three

and one-half (3.5) hours, the officer will not receive a mark.

® In the event that there are two (2) or more sick calls for a given shift, the most senior officer
accepting the overtime will have the right of selection over the junior officer(s) for the
overtime shift available (i.e., 4 hours, 8 hours), unless the junior officer(s) have another off
duty officer come in to complete his or her overtime shift.

Shift overtime supersedes all other overtime grants and details. Under such circumstances,
the special detail may be otherwise filled at the discretion of the Chief or his/her designee.

In order to fill a shift vacancy, a bargaining unit member may be ordered to work overtime
if there is a sergeant on duty, in accordance with the procedures hereinabove; but if there is no
sergeant on duty, a bargaining unit member will not be ordered to work overtime, absent exigent
circumstances, unless a sergeant has worked sixteen (16) consecutive hours.

If an officer is ordered to work overtime, he/she may contact any officer to fill any part of his/her

ordered overtime, and notify the shift commander.

Section 7.9. No Pyramiding,

Compensation shall not be paid more than once for the same hours under any provision of

this Article or Agreement.

Section 7.10. Lunch Periods and Rest Periods.

Employees will receive one (1) thirty (30)-minute lunch period and two (2) fifteen (15)-
minute rest periods per shift, as scheduled by the Village, unless not allowed because of an
emergency. Employees must remain at work until the beginning of the lunch or rest period and
resume work immediately at the end of the lunch or rest period. Failure to secure said breaks, as

a result of work load, shall not occasion the payment of overtime.
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ARTICLE VIII
LABOR-MANAGEMENT CONFERENCES

Section 8.1. Meeting Request.

The Union and the Village agree that in the interest of efficient management and
harmonious employee relations, quarterly meetings may be held if mutually agreed between the
Chapter Employee Committee as set forth in Section 3.2 and representatives selected by the
Village. Such quarterly meetings may be requested by either party at least seven (7) days in
advance by placing in writing a request to the other for a “labor-management conference” and
expressly providing the agenda for such meeting. Such meetings and locations, if mutually agreed
upon, shall be limited to:

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

(b)  asharing of general information of interest to the parties;

(c)  notifying the Chapter of changes in conditions of employment contemplated by the

Employer which may affect employees.

Section 8.2. Content.

It is expressly understood and agreed that such meetings shall be exclusive of the grievance
procedure. Specific grievances being processed under the grievance procedure shall not be
considered at “labor-management conferences” nor shall negotiations for the purpose of altering

any or all of the terms of this Agreement be carried on at such meetings.

Section 8.3. Attendance.

Attendance at labor-management meetings shall be voluntary on the employee’s part, and
attendance during such meetings shall not be considered time worked for compensation purposes,
except that if the parties agree to schedule a meeting during an employee’s regular straight-time
shift, the employee shall be compensated for time lost from the normal straight-time work day.
All on-duty time spent in labor-management conferences shall be counted toward calculation of

overtime payment.

ARTICLE IX
EMPLOYEE SECURITY
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Section 8.1. Just Cause Standard.

No employee covered by the terms of this Agreement who has completed the probationary
period shall be suspended, relieved of duty, disciplined in any matter, or discharged without just
cause. The Employer agrees with the tenants of progressive discipline, but reserves the right to
determine what the appropriate disciplinary action shall be, and shall not be precluded from

imposing more severe disciplinary action, depending on the nature and severity of the violation.

Section 9.2. Personnel Files.

The Employer’s personnel files, disciplinary history and investigative files (except pending
investigations) which are maintained by the Police Department relating to any employee covered
by this Agreement shall be available for inspection by the employee, or authorized Union
representative (if the employee gives written authorization), during business hours and upon

reasonable notification of such request.

Section 9.3. Rights to Copies and Rebuttals.

An employee shall be entitled to a copy of any material contained in said files except
information regarding reference checks, responses or information which was provided with the
specific request that it remain confidential.

In the event that the employee’s files contain material which is adverse to the employee,

then said employee shall have the right to have placed in the file a written rebuttal to the adverse

material.

Section 9.4. Limiting Use of Unsubstantiated and Aged Documents.

Any information of an adverse nature which is unfounded, exonerated or otherwise not
sustained shall not be used against any employee in any future proceeding. Where two (2) years
has passed since the issuance of any reprimand to an employee and no repeated occurrence of the

“same type of misconduct has been documented in that time, the reprimand will be deemed to have
expired and the Westchester Police Department shall not use such reprimand in any future
disciplinary proceeding. The Board of Fire and Police Commissioners shall not be provided copies
of any expired disciplinary materials and may not rely upon those materials for promotional or

disciplinary purposes. All public records and nonpublic records related to complaints,
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investigations, and adjudications of police misconduct shall be permanently retained and may not

be destroyed in accordance with 50 ILCS 205/25.

Section 9.5. Critical Incident Investigation.

No Officer involved in a critical incident shall be subject to formal interrogation under the
Uniform Peace Officer’s Disciplinary Act, until the officer has had at least two (2) sleep cycles

from the date/time of the critical incident.

Section 9.6. Use of Squad Car Audio/Video Cameras.

The Village may obtain and install mobile and squad car audio/video cameras. Supervisors
may conduct random reviews of recordings for training and/or quality control purposes. No officer
will be interrogated pursuant to the Uniform Peace Officers Disciplinary Act regarding non-
criminal allegations of wrongdoing, without first being afforded an opportunity to observe/review
all of the audio/video recordings pertaining to the event(s) which is the subject of the interrogation,
but this observation/review is limited to recordings that the Department has in its possession at the
time of the interrogation. In any disciplinary arbitration hearing conducted pursuant to the
provisions of Article IIl (GRIEVANCE PROCEDURE) of this Agreement, the Village is barred
from seeking to introduce any admissions or statements made by a bargaining unit member during
the course of any interrogation that were made in violation of the provisions of this Section. Any
questions concerning the admissibility of any audio/video recordings will be left to the trier of fact.
The provisions of this Section shall not be applicable to any investigation or interrogation
involving allegations of criminal wrongdoing.

If the Village implements body cameras, the use of such cameras shall be in accordance
with the Law Enforcement Officer — Worn Body Camera Act (50 ILCS 706/10-1 et seq.).

ARTICLE X
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SENIORITY

Section 10.1. Definition.

Seniority is defined as continuous length of service as a full-time sworn peace officer for
the Village from the date of last hire; provided, however, in the event an employee has a break in
service and that gap in service is bridged in the sole discretion of the Village, said employee shall

be eligible for vacation and longevity pay eligibility based upon the employee’s overall service.

Section 10.2. Seniority List.

The Employer shall prepare a list setting forth the present seniority dates of all officers
covered by this Agreement and shall become effective on or after the date of execution of this
Agreement. Such list shall finally resolve all questions of seniority affecting officers covered
under this Agreement or employed at the time the Agreement becomes effective. Disputes as to

seniority listing shall be resolved through the grievance procedure.

Section 10.3. Termination of Seniority.

An employee shall be terminated by the Employer and the seniority broken when he:

(5] quits; or
2) is discharged for just cause; or
(3)  islaid off pursuant to the provisions of the applicable agreement a period of twenty-

four (24) months; or
4) accepts gainful employment while on an approved leave of absence from the Police

Department; or
(5)  is absent for three (3) consecutive scheduled work days without prior notification

or authorization.

Under these terms and conditions as so indicated, the employee waives all rights for a grievance

remedy under the terms of this Agreement.

Section 10.4. Unpaid Leave.

Employees will not continue to accrue seniority credit when on authorized unpaid leave of
absence. However, the employee may continue to participate in the Village group insurance plans

by paying the entire premium.

Section 10.5. Layoff.
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If it is determined that layoffs are necessary, employees will be laid off in reverse seniority
order, as provided in 65 ILCS 5/10-2.1-18. Except in an emergency, no layoff will occur without
at least fifteen (15) calendar days notification to the Chapter and to all affected employees. The
Village agrees to consult the Chapter, upon request, and afford the Chapter an opportunity to

propose alternatives to the layoff, though such consultation shall not be used to delay the layoff.

Section 10.6. Recall.

Employees who are laid off shall be placed on a recall list for a period of two (2) years. If
there is a recall, employees who are still on the recall list shall be recalled, in the inverse order of
their layoff, provided they are fully qualified to perform the work to which they are recalled
without further training.

Employees who are eligible for recall shall be given at least thirty (30) calendar days’
notice of recall, including the expected date of return. Notice of recall shall be sent to the employee
by certified mail, return receipt requested, with a copy to the Chapter. The employee must notify
the Chief or his designee of his intention to return to work within ten (10) days after receiving
notice of recall and must report to work on the date specified in the notice of recall, unless mutually
agreed otherwise. The Village shall be deemed to have fulfilled its obligations by mailing the
recall notice by certified mail, return receipt requested, to the mailing address last provided by the
employee, it being the obligation and responsibility of the employee to provide the Police Chief
or his/her designee with his latest mailing address. If an employee fails to timely respond to a
recall notice or fails to report to work on the recall date, his/her name shall be removed from the

recall list and the employee shall have no additional right to recall.

ARTICLE XX
GENERAIL PROVISIONS
Section 11.1. Union Non-Discrimination.

Employees included in the appropriate bargaining unit set forth in Article I of this
.Agreement shall have the right to join or to refrain from joining the Union. The Village and the
Union agree not to interfere with the rights of employees to become or not become members of
the Union and, further, that there shall be no discrimination or coercion against any employee

because of Union membership or non-membership. Nothing contained in this Agreement shall be
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construed to prohibit individual employees from presenting grievances to the Village, provided,

however, that the settlement of any such grievance shall not be inconsistent with the terms of this

Agreement.

Section 11.2. Job Transfers.

An employee who feels that a job transfer which is disciplinary in nature is arbitrary or
discriminatory may file and process a grievance in accordance with the provisions set forth in

Article III of this Agreement.

Section 11.3. Chapter Bulletin Board.

The Village will make available one (1) bulletin board to be used for the posting of notices
of Chapter or Union meetings, Chapter or Union elections and other official Chapter or Union
activities; provided, however, that no notices of a partisan political or inflammatory nature shall
be posted. All notices will be submitted to the Police Chief for posting. Approval of the request

to post shall not be unreasonably denied.

Section 11.4. Local Chapter President.

The President of the local Chapter or another local union representative (such as a
negotiating team member) shall be allowed to attend a Chapter or Union board meeting or

conference without loss of pay twice each calendar year (a maximum of two (2) per year).

Section 11.5. Educational Incentive.

A one-time incentive payment of $500 shall be made to each patrol officer who evidences
receipt of a two (2)-year college certificate or degree in a police-related course. An additional one-
time incentive payment of $500 shall be made to each patrol officer who evidences receipt of a
four (4)-year college degree in a police-related course. These stipends are to be paid to officers

who earned such degree or certificate while employed by the Village in 2014 or thereafter.

Section 11.6. Bill of Rights.
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The Village agrees to abide by the requirements of the “Peace Officers’ Disciplinary Act,”
50 ILCS 725/1, et seq. In accordance with the IPLRA, officer shall have the right to have a Union
Representative present during any meeting with a supervisor wherein the officer is subject to
questioning, provided that the officer reasonably believes that disciplinary action is being
contemplated against the officer being questioned. An officer may also have a Union
Representative present during any meeting with a supervisor wherein the officer will be issued any
discipline. Such meeting shall be reasonably delayed if a Union Representative is not immediately
available, but the delay cannot exceed sixty (60) minutes. The Union Representative shall be a
union steward and not legal counsel. An alleged violation of this section may not be taken to
arbitration under the grievance procedure, Article III, absent the specific written agreement of the
Union and the Village, however any statement given by a member in violation of this section may
not be used against 2 member for disciplinary purposes. This Section is not a waiver of the rights
described by NLRB v. Weingarten, Inc., 420 U.S. 251 (1975).

Section 11.7. Emplovee Indemnification.

The Village will continue, for the life of this Agreement, its current policy of defending
and providing representation to officers sued for actions taken within the scope of their authority,
where the officer cooperates with the Village in defense of the action. This Article shall neither
add to nor detract from an officer’s current protection as now provided by the Village or Illinois

statutes.

Section 11.8. Jury Duty.

Any employee who is required to appear for, or serve on a jury shall receive his regular
pay and benefits while so serving, provided that the employee shall be required to endorse any jury
duty remuneration over to the Village. An officer who serves on jury duty and who endorses the
jury duty remuneration over to the Village shall be allowed to exchange that jury duty for that
day’s scheduled shift.

Section 11.9. Military Leave.

Employees shall be granted military leave in accordance with law.
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Section 11.10. Tuition Reimbursement.

The Village shall reimburse any employee for the cost of tuition and books for directly job-
related courses approved in advance by the Chief of Police in which the employee receives a “C”
or “PASS” (in a pass/fail course) grade. Prior approval of the Chief and the Village Manager shall
be obtained by the employee before the desired course(s) are taken. The Village may require
appropriate proof of enrollment and grade (i.e., transcript).

Reimbursements are granted on a first-come, first-serve basis and are dependent on the
availability of funds. If reimbursement funds are exhausted in any fiscal year, the Village will take
reasonable steps in the following fiscal year to accommodate the bargaining unit employees’
requests. Employees receiving reimbursement are required to remain employed by the Village for
a period of six (6) months after completion of the reimbursed course. Employees failing to meet

this requirement shall return to the Village the tuition reimbursement received within the past six

(6) months.

Section 11.11. Training Pay.

When an employee is assigned by the Department to mandatory off-duty training, all time
actually spent in training shall be counted as hours worked for the purpose of computing overtime
pay. In the event travel to training exceeds fifteen (15) miles from Village Hall, the Village will
pay the prevailing I.R.S. mileage rate in excess of fifteen (15) miles, to and from the training, if an
employee uses his own personal car. If the employee is required to travel outside of a thirty-five
(35) mile drive (as calculated by the shortest MapQuest route) of the Village, the employee shall

receive two (2) hours of compensatory time for that travel.

Section 11.12. Physical Exam.

Annually or every other year, the Department may adopt a policy for employee physical
examinations (paid for by the Village) in order to determine an officer’s continuing ability to
perform his regular job duties. The primary purpose of exams shall be preventative medicine and
wellness emphasis and only in clear cases will be used to determine physical inability to perform
regular job duties. The results of an employee physical examination will not be submitted to any

representative of the Village, unless the medical finding is that the employee is medically unable
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to perform his job, in which event the information from the physician will be submitted directly to

the Village Manager and to no other representative of the Village.

Section 11.13. Light Duty.

Employees who are physically unable to perform their normal job duties may be placed on
light duty assignments, if the Police Chief determines that there is light duty work available at the
time, and provided that the employee is medically capable of performing light duty. It is
understood that the determination as to whether an employee will be placed on light duty and the
duration of light duty is within the sole discretion of the Chief of Police.

The parties agree that working in telecommunications may constitute a “light duty”
assignment. The Chief’s Memorandum of Understanding of August 1, 2003, attached hereto as
Appendix D, is incorporated into the Agreement.

Section 11.14. Impasse Resolution.

The resolution of any bargaining impasses shall be in accordance with the provisions of

the Illinois Public Labor Relations Act, 5 ILCS 315/1, et seq., or as otherwise mutually agreed.

Section 11.15. Emplovee Assistance Program.

The Employer shall provide an Employee Assistance Program to the employees and

members of their immediate household families.

Section 11.16. Residency.

Employees covered by this Agreement who are hired after [date of execution] must live

within the state of Illinois. .

Section 11.17. Performance Evaluations.

The Evaluation Report attached hereto as Appendix F shall be implemented as per

agreement of the parties.

Section 11.18. Police Officer Reimbursement Obligation.
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For officers hired after January 1, 2016, in the event that an officer ceases employment
with the Village within thirty-six (36) months of commencement of full-time employment as a
police officer, due to any cause other than termination by the Department, or discontinuance due
to injury or illness, such officer shall reimburse the Village for the costs incurred by the Village as
tuition or other attendance costs for the officer attending any Police Academy, and the costs of
equipment purchased by the Village.

The officer shall be required to execute an authorization to allow the Village to withhold

such reimbursement sum from the employee's paycheck.

Section 11.19 Lateral Hires.

New full time employees who are hired by the Village as a lateral hire may begin at a pay
rate up to Step 4 of the wage scale. Nothing in this Section shall be construed to affect the officer’s
seniority within the Department for any purpose other than wages. Step raises will be on their

anniversary date of their date of hire each year thereafter.

ARTICLE XIT
"EMPLOYEE ALCOHOL AND DRUG TESTING

Section 12.1. Statement of Policy.

It is the policy of the Village of Westchester that the public has the absolute right to expect
persons employed by the Village in its Police Department will be free of the effects of drugs and

alcohol.
The Village, as the Employer, has the right to expect its employees to report for work fit

and able for duty and to set a positive example for the community. The purposes of this policy

shall be achieved in such manner as not to violate any established constitutional rights of the

officers of the Police Department.

Section 12.2. Prohibitions.

Officers shall be prohibited from:

(&) Consuming or possessing alcohol, marijuana, cannabis and/or marijuana
metabolites at any time during or just prior to the beginning of the work day or
anywhere on any Village premises or job sites, including Village buildings,
properties, vehicles and the officer’s personal vehicle while engaged in Village
business;
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(b)  Possessing, using, selling, purchasing or delivering any illegal drug, marijuana,
cannabis or any derivation of marijuana, e.g., gummies, candies, at any time and at
any place except as may be necessary in the performance of duty;

(©) Failing to report to the employee’s supervisor any known adverse side effects of
medication or prescription drugs which the employee may be taking.

Employees covered by this Agreement are prohibited from voluntarily possessing or using
marijuana or cannabis in any form, on or off duty, even though Illinois law may permit certain
individuals to possess and use marijuana and cannabis. However, the Employer may not take
adverse employment action against' an employee based solely on the lawful possession or
consumption of cannabis, or cannabis infused substances, by people residing in the employee’s
household or by any other person in the employee’s presence. This provision does not apply to
situations where employees are authorized or otherwise required to temporarily possess marijuana
or cannabis as part of their official duties.

Section 12.3. Drug and Alcohol Testing Permitted.

In order to help provide a safe work environment and to protect the public by insuring that
police officers have the physical stamina and emotional stability to perform their assigned duties,
the Village may require employees to submit to urinalysis and/or other appropriate tests where
there are reasonable suspicions to believe the employee is in violation of the prohibitions set forth
in subsections (a), (b) and/or (c) of Section 12.2. Unlawful use of drugs or being under the
influence of alcohol or cannabis shall be cause for discipline, including discharge. If an officer is
found to have a BAC level greater than .021, such officer may be suspended without pay for up to
thirty (30) days, or discharged from employment, in accordance with Section 3.6 of this
Agreement; provided, however, that an officer who is found to have a blood/alcohol concentration
(BAC) level of .021 or more, but less than .05, shall be disciplined for a first offense by suspension
without pay for up to five (5) working days. Any suspension as a result of a BAC level of .021 or
more, but less than .05, shall not be used as a factor in aggravation after sixty (60) months, if there
have been no additional violations of Section 12.4(i), within that sixty (60) month time period.
The BAC level and disciplinary limitation contained within this Section does not apply to Officers
involved in on-duty shootings as described within Section 12.3.1 if the Police Department can

demonstrate that the on-duty shooting was reasonably related to the use of alcohol.

Section 12.3.1 Drug and Alcohol Testing for Officer Involved Shootings
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Union members shall be required to abide by the Village’s General Order regarding
“Use of Deadly Force,” including the requirement that each officer who is involved in
an officer involved shooting to submit to drug and alcohol testing, so long as such
testing is required by Public Act 100-389 or any similar state law.

For the purposes of clarity, the parties agree that a person “involved in” an officer
involved shooting is defined to mean any officer who discharged a firearm thereby
causing injury or death to a person or persons. If multiple officers discharged their
firearm and it is unclear whose bullet struck the person or persons, then all officers who
discharged their firearm in the direction of the subject shall be required to submit to
drug and alcohol testing.

The parties agree that the term “involved in” an officer-involved shooting does not
include officers who did not discharge their weapon, even if they were providing other
forms of support and assistance during the call. Nor does the term “involved in” include
officers who discharged their weapons when it is undeniably clear their projectiles did
not actually strike any person or persons.

The parties agree that the provisions of the collective bargaining agreement regarding
drug testing and standards for discipline shall regulate the drug testing procedures and
the consequences for any positive drug test results.

The parties agree that any drug or alcohol test required pursuant to this Agreement shall
be considered a compelled, non-voluntary drug or alcohol test under threat of
disciplinary action. Such testing shall only be done by urinalysis or breathalyzer. Blood
tests shall only be administered with a warrant. This does not limit the Village’s right
to obtain test results via other available legal processes.

Section 12.4, Test to be Conducted.

In conducting the testing authorized by this Agreement, the Village shall:

(a)

(b

(©)

Draft 05/30/25

Use only a clinical laboratory or hospital facility which is certified by the State of
Illinois to perform drug and/or alcohol testing.

Establish a chain of custody procedure for both the sample collection and testing
that will ensure the integrity of the identity of each sample and test result.

Collect a sufficient sample of the same bodily fluid or material from an officer to

allow for an initial screening, a confirmatory test, and a sufficient amount to set
aside reserved for later testing if requested by the officer.
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Section 12.5.

Collect samples in such a manner as to preserve the individual officer’s right to
privacy while insuring a high degree of security for the sample and its freedom from
adulteration. Officers submitting a sample shall be observed by a member of the
same sex to be designated by a supervisory officer.

Confirm any sample that tests positive in initial screening for drugs by testing the
second portion of the same sample by gas chromatography/mass spectrometry
(GC/MS) or any equivalent or better scientifically accurate and accepted method
that provides quantitative data about the detected drug or drug metabolites.

Provide the officer tested with an opportunity to have the additional sample tested
by a clinical laboratory or hospital facility of the officer’s choosing, at the officer’s
own expense; provided the officer notifies the Village within seventy-two (72)
hours of receiving the results of the test.

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

Provide each officer tested with a copy of all information and reports received by
the Village in connection with the testing and the results.

Require that with regard to alcohol testing, for the purpose of determining whether
the officer is under the influence of alcohol, test results showing an alcohol
concentration of .021 or more based upon the grams of alcohol per 100 millimeters
of blood be considered positive.

Voluntary Requests for Assistance.

The Village shall take no adverse employment action against any officer who voluntarily

seeks treatment, counseling or other support for an alcohol or drug related problem, other than the

Village may require reassignment of the officer with pay if he is unfit for duty in his current

assignment. The foregoing is conditioned upon:

(@

®)
©
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The officer agreeing to appropriate treatment as determined by the physician(s)
involved;

The officer discontinues his use of illegal drugs or abuse of alcohol;

The officer completes the course of treatment prescribed, including an “aftercare”
group for a period of up to twelve (12) months;
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(d)  The officer agrees to submit to random testing during hours of work during the

period of “aftercare.”

Officers who do not agree to act in accordance with the foregoing shall be subject to
discipline, up to and including discharge. This Article shall not be construed as an obligation on
the part of the Village to retain an officer on active status throughout the period of rehabilitation if
it is appropriately determined that the officer’s current use of alcohol or drugs prevents such
individual from performing the duties of a police officer or whose continuance on active status
would constitute a direct threat to the property and safety of others. Such officer shall be afforded

the opportunity, at his option, to use accumulated paid leave or take an unpaid leave of absence

pending treatment.

ARTICLE XIII
UNION SECURITY

Section 13.1. Dues Checkoff.

Upon receipt of proper written authorization from a member, the Employer shall deduct
each month’s Union and Chapter dues in the amount certified by the Union from the pay of all
members covered by this Agreement who, in writing, authorize such deductions. Such money
shall be submitted to the Metropolitan Alliance of Police and to the Chapter on a monthly basis.
A copy of the dues deduction form is attached hereto as Appendix B.

Section 13.2. Indemnification.

The Union shall indemnify, defend and hold harmless the Employer, its elected
representatives, officers, administrators, agents and employees from and against any and all
claims, demands, actions, complaints, suits or other forms of liability (monetary or otherwise) that
arise out of any action taken or not taken by the Employer for the purpose of complying with the
provision of Section 13.1 taken in reliance on any written check-off authorization furnished under
any of such provisions, and/or in the event of a legal challenge to the Dues Checkoff Section,

provided that such challenge is not initiated or prosecuted by the Employer.

ARTICLE XTIV
ENTIRE AGREEMENT
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The parties acknowledge that during the negotiations which resulted in this Agreement,
each had the unlimited right and opportunity to make demands and proposals with respect to any
subject or matter not removed by law from the area of collective bargaining and that the
understandings and agreements arrived at by and between the parties after the exercise of that right
and opportunity are set forth in this Agreement. The parties waive their right, and each agrees the
other shall not be obligated to bargain collectively with respect to any subject or matter contained

in this Agreement.

ARTICLE XV
TERMINATION AND LEGAL CLAUSES

Section 15.1. Savings.

If any provision of this Agreement is subsequently declared by legislative or ju.dicial
authority to be unlawful, unenforceable, or not in accordance with applicable statutes or
ordinances, all other provisions of this Agreement shall remain in full force and effect for the
duration of this Agreement. In such event, upon the request of either party, the parties may meet
promptly and negotiate with respect to those provisions that have been rendered or declared

unlawful, invalid or unenforceable.

Section 15.2. Term.

This Agreement shall be effective May 1, 2023 and remain in full force and effect through
the 30™ day of April, 2026, and shall be automatically renewed from year to year thereafter unless
written notice of desire to terminate or modify said Agreement is given by either party between
ninety (90) days and one hundred twenty (120) days prior to the expiration date set forth above or
each yearly period thereafter if applicable.

Notwithstanding any provision in this Agreement to the contrary, this Agreement shall
remain in effect after the expiration date while negotiations and/or impasse procedures for a new

agreement are continuing.
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e
EXECUTED this (9 day of S L7/( , 2025, after receiving

approval of the President and Board of Trustees of the Village and after ratification by the Union

membership.
METROPOLITAN ALLIANCE OF VILLAGE OF WESTCHESTER
POLICE WESTCHESTER PATROL
CHAPTER #651
KEITH GEORGE, PRESIDENT "VILLAGE PRESIDENT

Ceed M [SO ZVE/ S
CHAPTER PRESIDENT VILL/A’GE CLERK
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APPENDIX A
GRIEVANCE FORM

-Dept:

METROPOLITAN ALLIANCE OF POLICE Pagel

GRIEVANCE REPORT | srievance s

Chap#

'GRIEVANT DATA (if more than ane (1) grievent, list separately in narrative) Grievant{s) or MAP chapterrep MUST Sign Grievance

Grievant’s Name: Last, First M{:

Star #:

Incident Date: Contract Article and Section Violated: Date/Time Step 1 Initiated:
Shift Assignment: Supervisar: Presented To:
Grievant's Signature: MAP chapter Rep. Signature:
STATEMENT OF GRIEVANCE STEP1 Briefly state the causé of your grievance and the remedy you seek
S
T See attached for additional information E ]
E Employer’s Step 1 r and reasons th
p
1
supervisor's si I Date/Time of response:
Response given to:

REASONS FOR ADVANCING GRIEVANCE STEP 2

See attached for additional information J;]

Grievant's signature:

I Date/Time Step 2 initiated:

Presented to:

Employer designee’s response and reasons therefare:

g m = Wn

Employer designee’s signature

I Date/Time of response:

Response given to:

Metropolitan Alliance of Police 215 Remington Blvd. Suite C Bolingbrook, iL 60440
Phone-630-759-4925 Fax-630-758-1802 Email—mapunion@msn.com
www.mapunion.org
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METROPOLITAN ALLIANCE OF POLICE Page2
Dept: Chapter #

GRIEVANCE REPORT

Draft 05/30/25

Grievance #
| REASONS FOR ADVANCING GRIEVANCE STEP 3
See attached for additional information g
S Grievant's Signature: I Date/Time Step 3 Initiated:
T
E Presented To:
p Employer Designee’s Response and Reasons Therefore:
3
Employer Designee’s Signature: Date/Time of Response:
Response Given To:
REASONS FOR ADVANCING GRIEVANCE STEP 4
S
T
E
P °
See attached for additional information g
a4 Grievant's Signature: Date/Time : Chapter President or Designee Signature Date/Time::
x DATE GRIEVANCE ADVANCED TO -ARBITRATION AND PERSON SERVED WITH NOTICE
R
B
|
T
R
A
T Chapter president or designee signature: Date/Time submitted for arbitration:
I
(o]
N
Metropolitan Alliance of Police 215 Remin Blvd. Suite C Bolingbrook, IL 60440

Phone-630-759-4925 Fax-630-759-1302 Email—mapunion®msn.com
‘Www.mapunion.org
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APPENDIX B
DUES DEDUCTION FORM
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APPENDIX C
WESTCHIESTER POLICKE

TO: DATE:
FROM:
SUBJECT: Vacation Request

1)
2)
3)
4)
5)

6)
7
8)
9

Sergeants pick first. The sergeant’s seniority is based on when they made rank.

Patrol Officer’s vacations will be picked on a seniority basis.

Vacations can extend up to and including the first Saturday in January of the following year.
Vacation selection requests will be based on minimum shift standards set by the Chief of Police
Vacations will be picked in five-day increments, between Sunday-Saturday, or between
scheduled days off.

Any remaining vacations days must be picked in a single block connected to officer’s day off.
Only one sergeant per shift may be on vacation, no overlap on same shift.

No more than two sergeants from different shifts may be on vacation at the same time.

The department reserves the right to administratively deny a vacation overlap on holidays such

as: 1/1, 7/3, 7/4, 10/31, 12/24, 12/25, and 12/31 or during special events.

Vacation Dates Requested
Vacation Days Due: ** DAYS

# Of Days This Period Start Date End Date Date
# Of Days This Period Start Date End Date Date
# Of Days This Period Start Date End Date Date
# Of Days This Period Start Date End Date Date
# Of Days This Period Start Date End Date Date

Officer’s Signature
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APPENDIX F
PERFORMANCE EVALUATION FORM

Village of Westchester
Pesformance Evaluation Report

SECTION 1: GENERAL INFORMATION
Employee’s Name: Title of Position:

Department: POLICE Evaluaton Petibd:i—--..-.~..----.-.... ! 'l'o:{.-.._v.....__—}

Evaluator’s Nume:‘l
SECTION 2:- PERFORMANCE CRITERIA AND RATING:

The below categories of employee performance consist of various sub-factors The employee should be evalvated in
each of these sub-factors as follows:
(5  EXCEPTIONAL: This rating reflects s thorough; efficient, and outstanding effort.
(4  EXCEEDS STANDARDS: Above average performance, petforraance in excess of expected sesults,
® MEETSSTANDARDS: Suus&cmypezﬁrmmée, all expu:huonn met.
(2) “NEEDS IMPROVEMENT: Below average perfi istent and often incffective.
[6)] -UNACCEl’fABI.E Performance ¢onme=ndy fails to meet the minimum requirements of the job.
@/A) NOT APPLICABLE: Evhuition of the factot is inappropriate for thie employee being evaluated.

In mahng the evaluation of esch category listed below, supecvisors aze to evaluate the employee’s performance only
in assignrients duting the preceding sanual petiod and compare that performarice to that of other employees in the
safne class and ia simibi ausignmenm

- . Needs Meets Bxiceeds
. Standards’ S o

~
A
5
\

g

00 O00000O0000DEESS

{3

S

Enhuuon Famx
1 Job !(nowledqe
2. Jodgment
3, Initiatdve

6. Dependability

7. Quality of Work

8. Quantity of Wotk

9. Effectivencss under Stress
10. Adaptshility to Change
11. Public Contact

12. Concern for Safety

13. Compliance w/ Rules &

Supervision
14. Attendance & Puactuality
15. Appearsnce

‘Total Score (Sum of alf Ratings):

00O OO0O0p00o0nooa

00 OOo00000n0O000s;,
00 ODOOOOoOoOEDns
00 0DOOCO00000000s

00 O0O0OO00000000E &
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Supervisory Personnel Only
Needs Meets Exceeds
Unsceeptable  Improvement  Standards  Stundards
)

Evaluation F: N/A 4
2, Leadership | [ I 3
:. Evnlua'tingo s:bozdhms B E | B B
5. Fiscal Planning O 0 B (] ]

‘Total Score (Sum of all Supervisor Ratinga): ____

Evaluation Summaty ~ final score of all ratings: _____ -

Performance Rating:

(Chack one based on final scors} Non-Supervisory Supervisory
Below Minimum Standards 7029 0-40
Needs Improvement R W - ) 41-59
Meets Standards o [145-57 [ 60-75
Exceeds Standards : ] 58-69 76-89
Exceptipmal : {170-75 90-100

SECTION 3: REMARKS BY EVALUATOR:

SECTION ¢: DETERMINATION OF WORK OBJECTIVES FOR NEXT PERIOD

Exceptional

OCs

ooa

Work Gbjective #1:] - : N

Perforrizace Expectations:

Work Objective #2: L

Performance Expecuﬁons:{ - T —

Work Objective #3: l

Performance Expectations:

Wotk Objective #4: !

Performance Expectations: l -
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SECTION 5: COMMENTS BY EMPLOYEE

1 Concur with the evaluztion scoze

— T do not concur; however, I waive my right to futther appeal.

1 do not concur, wish additional review

SECTION 6: AUTHORIZATIONS

Employee Signature: Date:. -

Evaluator S@M Date:

Aspisting Evaluator Signature: Date.

Department Head Signature: Date:
Gete

Village Managet Signature: Date:

Draft 05/30/25

51

A 1ma




L

II.

Y.

Draft 05/30/25

Yillage of Westchester
Performance Evaluation Guide
Introduction
Putposc of the Guides The putpose of the Guide is to serve as a tool of explanation for both the
employee and the supatviso in completion of and application of the evaluation.

Potpose of Bvaluation: The performance evaluation is designed to evaluate the performance of the
emplayee in his/her cusrent job assignment, "The goal of the evaluation is to motivate employees towards
continued and improved quality service delivety to intemal and extemnal customers. As each of us is
ultimately sesponsible to the residents of the Village of Westchester of this evaluation is the provision of

quality service delivery by quality employees

Criteria of Pesformance
Several factors are listed and described in the Performance Evaluation form. These factors prcmde 2'way to
measure the quality service delivered by Village employees.

Criteria refated to Supemsmg Personnel
Consider the supervisor’s efforts to mentor and coach individuals in skill development and to recognize and
develop capabilities of others. Also consider the supervisar’s ah:hty to direct efforts to meet deflattment

- goals and objectives.

‘Measures ’
Measures ate defined on the cover page of the Performance Evzluanon. Measures include: Excfptional,

'Exceeds Standards, Meets Standards, Needs Imptovement, Unsteeptable, and N/A.

+¢" " g The supsrvisor shall complem the Performance Evaluation with the approptiate performance
. rating and shall be responsible for establishing the Peiforrnance Rating based ipon the ratings.
b, The supérvisor shiall discuis the findings of the evaliation with the employee 20d shall ensure
that the sesulés are understood. The supervisor must be sble to subistantiate sy area in which
" .ah employee receives a rating of less than, or more then; “Meets Standards (3)”.
¢ The employee 'has three options relative to the evaluation, which- -are rcqulred to progress the
evgluation through the process.
1. Concur with the evaluation score
2. Do not concue, wish additional ceview |
3. Ido notcorcur; hawgvez,lwaive my fight to ‘Fatther appeal
d. Employee's secking: option #1 or #3, cun sign the dogyment, which is then prcsenmd to the
department head and then the Village Manager.
e. . Employer’s see?ung to have a revisw performed, must choose opuon #2 and sign the
t!ocumeat The review is conducted by the department head that is regponsible to ensure that
g documents ate provided to justify the score. In the eveat the supervisor is unable
to substantiste the sating, the department head may change the ratings based upon the
information presented to him/hez.,
. Each employee is regponsible for establishing Work Objectives for the next rating perod.
These objectives should be agreed upon by the employee and supervisor,
g The Performance Evaluation shall be signed by the employee, the approptiate supervisor, the
department head and the Assistant to the Villege Adiministrator.

General Guidelines

A supervisor’s role requires that he/she cnnﬁually evaluate the employee’s performance, As such,
evaluations are made daily through observation and direct contact. Evatuations ate to be performed
annually regardless of receiving merit increases. There are 10 exceptions to this rule.

The Performance Evaluation is not 2 substitute for daily instruction of subordinates by a supervisor. The
supervisor has an obligation to the employee, 25 well 2s the Village of Westchestes, to correct poor wark
and improper job conduct, s well as to recognize outstanding performance at the time it occurs.
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Influences which distort the evaluation process and which should not be considered are:
©  Anstionalization that ratings do not mexit dny real value,
A desire to gvoid unpleasant tasks.

Anxiety to retain friendship.

Giving undue consideration to aa employee because of seniotity, age, need, gendet, religion, or mce,
Bias toward a conclusion as you approach a problem

“Halo effect” ~ rating a subordinate higher than he merits.

A hesitancy to render extreme ;udgmmts the gesult being to place individual ratings into an
“average” classification.

Documentation — In ordez to maintain objectivity, as well as to evercome subjective influence, the Rater is
encouraged to maintain dafly notés oh events which pertain to the employee’s pesformance. A record of
both desitable and undesirable incidents is fiot only benefidial for the preparation of the rating form, but
Ay s also be utllized to answer quesﬂons relative to the supemgoz’s determination of the indicated job
‘performance. ¥

Porm Specific Guidelines i
o.  Selecta time and a place where work can be comp]ctcd without interruption.
* . Note that the evalnation fori lists several evalustion factore for ratitig the employee's performance.
Evaluation on these factons is to be bnsed on ob;ecuve date maintained by the enfployee’s
. supetvisor.
8- Thereis alsoa narrative evaluzuon of the employee (] pcrfonmnce This section is to be used to
... highlight performance strengths, areas in need of improvement, gosls to sttive for the following
“F year, the emiployee’s comrhents and ‘the supervisar®s comments,” Any evaluation score given
. requires an éxplanation from the supervitor to justify the assessment.
® A nairative section i§ included for discussion of any awards; wmmeudnaons, duapknuy sgetion, or
“other fob felsted iasues/concerns mvolvmg the employee dunng the current raﬂngpemd.

% Designed to ssist with pérsonal growih and professional developmmt

Sctﬁng Persorial Goals and Objectives for Next Year

‘o “Cieated th:cugh collzborative effort by supervisor a.nd employee

® Realistic’ goals with nieasueable objecpves
LI ;Include dates for futuré thyefiggs to review progress -
° Failisre to achieve perSonal goals andor objeCtivés will not negatively impact the pexifSrmance

assessment
Guidelines for Review Meeting
° A meemg date is scheduled and pape:work.w distrbuted prio to that date.
L A private room ot office, free from i mmptxom,:s utilized.
e Constructive and specific feedback on pesformance is given.
° Both sides fisten and ask for cladfication, if necessary.
° Positive feedback is pmvtdcd on ajob w:ll donc, if npplimble.
° Agreement is reached on ateas of pe.tt'omﬁ:ce that need i improvement.
e Personal goals and objectives axe d:scumed and crcated, where applicable.
Form Processing
@ Once the evaluation is completed and reviewed by the appropriate supesvisor(s), it is reviewed by

the employee.

s The signed original and employce self-evaluation are forwarded to the department head to review and sign.

Copies are provided to the employee,
o ‘The signed original and employee self-evaluation are forwarded to the Assistant to the Village
Administrator to review and file in the employee’s personnel file.

5
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A fesling that “other supetvisozs don’t play the game fairly so why should I penalize my subordinates”.

——— %Y

kL)

A BSTallT T

£ T« PR N ne 33




xes 10 ‘fjpqesip ‘ebe ‘uibuo
Jeuarjeu 40jod ‘@del jo esnedaq Afusiayip way) Jead) o ajdoed epnjoxe Jou Seop J8jSaYIISaM Jo ebejiA mE. “xas 40 Ayyqesip ‘ebe ‘ubuo
[BUOJBU 002 ‘8281 JO SISBQ 8U} U EJRUILULIOSIP JOU SE0P puE SMe] SJYBL ins [elepad ejgeoyjdde yum soy 1SOYISEM S0 ebefiip oYL

“sueyd a3 jo uoyeiado ey} swaA0B AjfeBs) pue suoisiacid ueld ey fie saulno Yolym ‘abeienod Jo juswinaop usyd sy
seogjdel Aem ou U] JIqIYXe S| "UOHRULIOJUI 8J0U O] J6]00q Sjyausq ynsuod esesjd Ajuo sesodind eageiisnyll 10§ St 8|NPEYOS Yeueq SiyL

fjjuiey 10§ 0003 11 pue O[BUIS 10§ 000'Z$ ISH - JUNOLIY JUSWIASINGLIISY Y3[ESH,

- Ajwey 8@,:» 1 [enpiApul omm.mw Apwey 00€°6$ / 1ENPIAPUL 059'YS (Homjau) jedood-1o-no uogduosad

- AIEInULIOJOU 071§ / Alejuuo) slteu pueiq 0§ / 5eUab 076

ems_se.co: 0z1$/ E.:.Ee sweu puelq pgg / oueuet 0z§ ,m_n_._..u%% Je1E %001 (Aiddns fep-06) 49pIO Ile
. Aseinutio}uct 09§ / Aleinuio) steu pueiq gpg / 9usUs6 01 s[ananpap Jaye %001 .  AieuiopUol 08 / Alejnulio} alieu pueiq v / 2staB 01§ (Aiddns Aep-ye) eIy
- o R i : LR EER R (s1duog ssaidxg Aq peiejsiuupe) Brag uopdusseid
N ojqnonpp leye %08 . S emonpepiaye%op JMomaN-UoN
%001 . %00} ‘PeARM s[qanpag ST w000 ‘peAemelqnanped v T HomaN
: e o L : : RS ase9 Asuabiaw3 [endsoH
a SN o .mmwwﬁwwmwwwwm%mw T o_es__ﬁwwmuww%wﬁ» 3 AN SHoMIaN-UON
%004 L 8|qHoNpap Joye %00} lajonpep isye %001 L SHomieN
E . - F S S I ‘, i : R leaidsoH
SN e(qonpap Joye %08 SO L eigponpsp eye 908 SOMJBN-UON
1sileiosds 0v4 / 6480 Aiewuid 028 S[qHONpap Jole %004 S L w__%&moa\a%fueﬁoﬁ e SHOMgON
R : ,. . g : ; v L B Aedog ysiA WO
SN . £z} 000°9% / 1ENPIAIPUL 000'ES . T _:>__E£8o S:M%_zus%omw S oMjeN-UoN
e} 000'e$ /0PI 0058 futey coohw_\.__”“ﬁ%c_ 00s$ sMomaN
: (s1anonpep sepnjoul) 3eya0d-jo-n0
. ‘ ) OMION-UON
VIN . “Riluse} 000'6$ AlENPIAIDUI 00°2$
S o : SHOMJBN
sjaponpsq

sy3usy

=kl ol

< aajeiadoo: o £ aApeIadon:
191S3DISAM 10 abejip yjeuag Sccowon b 181S8Y21SeAN JO abel A z_os_-m ~o:c3nwoa
EIUsWLIRA0B; DY) TejuRiLuIEA0BIBIY|

Jtdi Jddi

D XIANAdV



‘fejusg Eje( J08JUOT 'SUCISNIXA 0 Suofeyul} ‘ebeiancs aueq Bupiebes suoysend ogeds
8ARY NOA §] "SIOACD [2JUS(Q B)OQ SSIAISS B} PUB UBL] (BJUS( S48JSSYOISaM Jo BBEIIA auyp o Areununs Jouq 8 s popircsd uojeuLiojus ay |

“afiieyo papuugns sspusp

8L pUE 53] PIMOJJR S,JBJUSJ BYST USSMSY SOUSIBYIP ) JOf 33Jj0IUS By} j1Iq SoLiEJEq JOLUERD SISHUSP Jefald pue Odd [Biusd Blleg
(yoseasey IR [22IPRIN) HAW UI06 S} I8 Posinquiial ale SISpUap (1siusid (BJusQ EIIed-UOU/Odd (E1UQ EIfSG-U0U) YIOMPBU-UON ..
euoy 42 payjiq ab 40 4O JUNOISIP %G L- G © SieAap AeoldA] jeu [eas] & Je peysyqe}se st yorum ‘(Ydw)

esuemaye ue(d wnwiXew s,[ejusq eed Jo 86§ PaYIUGNS oy) JO 195s8] oy} uo peseq juswAed jdesoe SiSpUSp Jejtuaid [RJusq Bjfeq ..
Ajppuoizeu sabisyd pejli o6RIsAB JO 1O JUNCOSIP %0% - G4 B SIsnep AlesidA eyl feast

@ Je peySIqE)Se SI YOIM ‘eNPeYS 88} Odd SY} J0 88) PBIIIGNS eU} JO J6SSe] 8y Uo peseq juawhed Jdeode Sisuep Odd [EIusd ejed

%05 R S s e eRuopoYLQ - G sdAL
e %08 (semnusp ‘safipuq) eAnesasay Jofol - 9 edAL
DR res e e e oh g (suonoese 'sBufly) eAnEIoIsaY Sised - g edAy
%00, S v %o0b - - (shes-x 'swexe ‘sBujuee]d) sasjaleg eApUsAsld - ¥ adKL

: e i SR S (g2 ebe
. 00028 0} dn ueJpyiLY) INoA pue esnodg INOA ‘NOA JO} BRUORRYLQ)

5 s winwwixe swiey|] BUopoyHQ

: ,o.oo.m..n {uosuad peieacd 1ed) wnwsxery jenuuy

- ; Cseh R e e @ pue v SodAL 10§ PRASAL
STCREE SENTE S N Ajweg

X ; o e ] EnpiApYY

g ejpanpaq

syjauag

ueld |eius

SANRISEDED  ga 4
Hiouag pugosiad i

RuRwussanhisiu) 4

24dl

15]Sot03SapN JO abe(iA

Jelus( ey Jorjuos ‘suoisnoxe Jo suoneyul ‘eBesanco Jysuaq buipieBbal suonssnb oyoeds

8ABY NOA Jf "SI8A00 [BIUS(Q EJjSQ SIIIIES BUY] PUE UBL] [EIUSQ S I81SEYINSAL JO 8BEIIIA Sy} j0 Areuuums jouq & st papinosd UojBULIO 9Y L
absyo payLgns s,jspuep

BY] PUB 99} POMOJIE §,]BJUS( B8 Usoa)oq SauRialip 8y} J0f 8SJJOIUS B} JiIG SOUB[EY JOLURD SISHUBP Jojluald pue Odd [elused eljed
(yaieassy ejeq [BIP3N) HAW HIO6 O} B POSINGUIS] 21 SISHUap (18wl [ejuad BYsa-uou/Odd IeIuaq eyaq-uou) YiOMaU-UON .
Ayeuogeu 42 peyjiq ebi joyoy 1P %S1- G © S1anjjep AjjajdA} Jey) jens] e Je peysyqerse St yoym '(vdi)

souesmoe uejd wnuxew s,ejueq eyaq Jo 68f PORIUQNS ayj 10 JBSSe] ay] U0 peseq jusuifed jdeooe SJSRUOP Jeleld [BIUST BHed v
“Ajeuoeu ssbieyo pejfiq eb Joyoy 1P %0¥ - §1 & S1anjjap Ajjeojdfy Jeyy 1eAs]

€ J& paysliqe)se S1 YoM ‘@InpaLas 8e) Odd Y} 10 83f PEJILIGNS By} Jo Jesse] 8u) uo peseq Juewhed 1dedds SISRUSP Odd Jeiuad enead  «

lAs0s R RIE 908 Lt epuopoyo - g odAL
C %08 i (50608 L (sa:nuep ‘sebpuq) aaieicisey Jofep - 9 adh)
Sl T %08 (suogoeia ‘sBul) aaeiojseY ojseg - § adAL
; : wooL (shes-Y ‘siuexe ‘sBujuESD) S8IAISS BAY 1~y odAyL

- S (52 o6ie

0} dn UBIPIIYD INCA PUB BSNOAS INOA 'NOA JO BUOPOULO)
WIRMXE} SWij3o)] BRUOPOYHO

{uosiad paianos 1ad) winuixew jenuuy
Q pue ¢ S3dA] 10] POAIRAA

Kjpuey

[EnplApY)

siqnanpaqg

sljatiag
ae{diiseatiEiselad

sapesdosD
}jousg PNUDSISY |
1eluswuIRAsEIRIY|

Jddl

19]1S91D]1SINA JO abe(lIA

i
i
£
i




APPENDIX H
ELECTION, WAIVER AND RELEASE FOR DISCIPLINARY PROCESS

L Notice to Employee

I , a police officer in the Village of Westchester, and a
member of the Metropolitan Alliance of Police, Chapter 651 (“Chapter”), being proposed for
discipline by the Village of Westchester Police Department, have been informéd of my options to
dispute discipline in accordance with the collective bargaining agreement between the Village of
Westchester and the Metropolitan Alliance of Police, Chapter 651. I understand that I may elect to
pursue a grievance over such discipline (option A), or I may choose to dispute the discipline before
the Village of Westchester Board of Fire and Police Commissioners (option B), but not both. I
understand that an election of one of these procedures is a waiver of my rights and remedies to the
other. I further understand that the Board of Directors of the Metropolitan Alliance of Police
(“Union”), not the Chapter, has the final authority on whether or not to approve this matter for
arbitration. If I elect arbitration and the Union declines to authorize arbitration of this matter for
any reason, this does not waive my statutory rights under the Illinois Municipal Code, Division
2.1, Board of Fire and Police Commissioners, 65 ILCS 5/10-2.1-17.

I have been given a written notice of the proposed discipline and the factual basis thereof.
This notice has been presented to me on , 20 ; I have
ten (10) calendar days, exclusive of today, to return this notice to the Chief of Police, or his
designee, indicating my choice of disciplinary forum. If I do not return this form electing
arbitration, then the proposed discipline will be subject to the Village of Westchester Board of Fire
and Police Commissioners, pursuant to the procedures of 65 ILCS 5/10-2.1-17.

Chief of Police or Designee:

Officer:

Chapter Representative:
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II. Election

I have had an opportunity to discuss these options with a union representative and
choose to dispute the proposed discipline before the following forum:

A. Grievance Arbitration

By selecting the grievance process alternative, I acknowledge my understanding that the
Village has the right to unilaterally impose the proposed discipline immediately, without a hearing,
subject to possible later modification or reversal by an arbitrator should I or the Union choose to
pursue a grievance through arbitration. An arbitrator will determine whether the discipline was
imposed with just cause, and whether the discipline was excessive.

By election to file a grievance over my discipline, I hereby release the Village of
Westchester, the Westchester Board of Fire and Police Commissioners and the Metropolitan
Alliance of Police, as well as their officers, directors, agents, employees, attorneys, and other
representatives from any and all liability which flows as a consequence of my election.

I hereby elect the grievance arbitration procedure and waive my rights to a hearing
before the Village of Westchester Board of Fire and Police Commissioners. I understand that
I have three (3) calendar days from my receipt of this notice to request authorization to
arbitrate this matter from the Union, and that the Union has seven (7) additional days to
submit this document as a request to arbitrate to the Chief of Police or his designee. This
document will be considered my grievance. In the event that the Union declines to arbitrate
this matter or does not return this document within ten (10) calendar days from the notice
of the Decision to Discipline, the discipline will be subject to the jurisdiction of the Village of
Westchester Board of Fire and Police Commissioners.

Agreed: Date:

This disciplinary charge is hereby approved for arbitration by the Metropolitan Alliance
of Police, Board of Directors. This document serves as written notice advancing this matter for
arbitration in accordance with the collective bargaining agreement:

Union: Date:
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B. Board of Fire and Police Commissioners

By selecting an appeal of discipline before the Village of Westchester Board of Fire and
Police Commissioners, ] understand that I will have a hearing over such discipline before the Board
of Fire and Police Commissioners of the Village of Westchester in accordance with their rules and
the laws of the State of Illinois as provided within the Illinois Municipal Code, Division 2.1, Board
of Fire and Police Commissioners, 65 ILCS 5/10-2.1-17 et seq., as amended. I agree that such
hearing shall be a waiver of the grievance/arbitration procedures of the collective bargaining
agreement between the Village of Westchester and the Metropolitan Alliance of Police.

By election to have a hearing before the Board of Fire and Police Commissioners over my
suspension or discharge, I hereby release the Village of Westchester, the Westchester Board of
Fire and Police Commissioners and the Metropolitan Alliance of Police, as well as their officers,
directors, agents, employees, attorneys, and other representatives from any and all liability which
flows as a consequence of my election. I understand that this hearing will be subject to the Rules
and Regulations of the Village of Westchester Board of Fire and Police Commissioners.

I hereby elect the Village of Westchester Board of Fire and Police Commissioners and
waive my rights to the grievance/arbitration procedures of the collective bargaining
agreement between the Village of Westchester and the Metropolitan Alliance of Police. This
document will be considered my request for a hearing concerning this discipline.

Agreed: Date:

Witness: Date:

Received by the Chief of Police’s Office:

Date:
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