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AGREEMENT

BETWEEN THE

CHICAGO BOARD OF EDUCATION

AND

UNITE HERE LOCAL 1

Agreement made and entered into on July 1, 2021, between the Chicago BOARD of
Education ("the BOARD") and UNITE HERE Local No. 1 ("the UNION").

PREAMBLE

The BOARD and the UNION agree that the welfare of the children of the Chicago Public
Schools is paramount in the operation of the schools and will be promoted by both parties.

It is hoped that a broad interchange of ideas will contribute in significant measure to the
advancement of public education in the Chicago Public Schools. It is the intent of both parties that
all discussions and conferences growing out of this Agreement will be held in an atmosphere of
good faith, confidence and mutual respect.

ARTICLE 1 - RECOGNITION

1-1.  The BOARD recognizes the UNION as the sole and exclusive bargaining representative
for the following job title classifications: Lunchroom Attendant (2770); Senior Lunchroom
Attendant (2772); Saladmaker (2745); Lunchroom Cashier (2774); Porter (2795); Cook 111 (2742);
Cook-Pastry (2743); Cook II (2741); Cook I (2740); Associate Manager I (2761); Associate
Manager II (2762); and Associate Manager I1I (2763). The Union acknowledges that the BOARD
will no longer hire employees in the jobs of Saladmaker (2745), Lunchroom Cashier (2774); and
Cook-Pastry (2743).

1-2.  If any provision of this Agreement is found to be contrary to law by the Supreme Court of
the United States, or by any court of competent jurisdiction from whose judgment or decree no
appeal has been taken within the time provided for doing so, such provision shall be modified
forthwith by the parties hereto to the extent necessary to conform thereto. In such cases, all other
provisions of this Agreement shall remain in effect.



1-3.  With respect to any employee from whom the BOARD receives written authorization,
signed by the employee, in a form agreed upon by the UNION and the BOARD, the BOARD shall
deduct from the wages of the employee the dues and initiation fee required as a condition of
membership in the UNION, or a representation fee. The BOARD shall forward such amount to
the UNION within ten (10) calendar days after the close of the pay period for which the deductions
are made together with a list of persons from whom they have been deducted and the amount
deducted from each and a list of persons who had authorized deductions and from whom no
deduction was made and the reason therefore.

1-3.1. The authorization will be effective and irrevocable for a period of one (1) year from the
date on which the authorization is executed or upon the expiration date of the applicable collective
bargaining agreement between the BOARD and the UNION, whichever occurs first.

1-3.2. The authorization shall be automatically renewed and shall be irrevocable for successive
periods of one (1) year each or for the period of each succeeding applicable collective bargaining
agreement between the BOARD and the UNION, whichever occurs first. Each employee shall
have the right to revoke this election not more than sixty (60) days and not less than thirty (30)
days prior to the final date of any irrevocable period in effect. Such revocation shall be effective
upon receipt of written notice to the BOARD and the UNION within the sixty- (60-) day to thirty-
(30-) day period.

1-4.  The UNION shall indemnify and hold harmless the BOARD and its members, officers,
agents and employees from and against any and all claims, demands, actions, complaints, suits or
other forms of liability that may arise out of or by reason of any action taken by the BOARD for
the purpose of complying with the provisions of this Article. If any incorrect deduction is made,
the UNION shall refund any such amount directly to the involved employee.

1-5. a) All employees covered by this Agreement will within thirty (30) days of their

employment by the BOARD either (1) become members of the UNION and pay to the
UNION the regular UNION dues and fees or (2) pay the UNION each month their fair
share of the UNION’s costs that are chargeable to non-members under state and federal
law.

b) Such fair share payment by non-members shall be deducted by the BOARD from
the earnings of the non-member employees and remitted to the UNION, provided,
however, that the UNION shall certify to the BOARD the amount constituting said fair
share not exceeding the dues uniformly required of members of the UNION and shall
certify that said amount constitutes the non-members' proportionate share of the UNION's
chargeable costs.

c) Upon receipt of said certification, the BOARD shall provide the UNION with the
names and addresses of all employee non-members of the UNION from whose earnings
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the fair share payments shall be deducted and their work locations.

d) If an ultimate decision in any proceeding under state or federal law directs that the
amount of the fair share should be different than the amount fixed by the UNION, the
UNION shall promptly adopt said determination and notify the BOARD to change
deductions from the earnings of non-members to said prescribed amount.

e) Employees who are members of a church or religious body having a bona fide
religious tenet or teaching that prohibits the payment of a fair share contribution to a union
shall be required to pay an amount equal to their fair share of UNION dues to a non-
religious charitable organization mutually agreed upon by the UNION and the affected
employees as set forth in the Illinois Educational Labor Relations Act.

1-6. The BOARD shall furnish the UNION, on a quarterly basis, with the job title, name,
address, work location, age, ethnicity and gender of every employee who is a member of the
bargaining unit.

1-7. The BOARD shall furnish the UNION, on a monthly basis, with the job title, name,
address, work location and start date in a UNITE HERE Local 1 bargaining unit position of any
new full-time employee who becomes a member of the bargaining unit or who terminates from a
UNITE HERE Local 1 bargaining unit position (in which case, termination date will also be
indicated).

1-8. So that educational programs may operate successfully, notwithstanding any other
provision in this Agreement to the contrary, each attendance center and all employees covered by
this Agreement shall be subject to the general supervision of the principal or unit administrator.

1-9.  The phrase "general supervision" as used herein refers to the main or overall features of
the operation of the building, but shall not apply to the specific manner and method of
accomplishment of the duties of the personnel covered by this Agreement.

1-10. For the purpose of this Article, an employee shall be considered to be a member of the
UNION if he/she tenders the dues and initiation fee required as a condition of membership.

1-11. Voluntary Political Deduction: The BOARD shall deduct and transmit to the Treasurer of
UNITE HERE TIP Campaign Committee the amount of contribution specified for each payroll
period or other designated period worked from the wages of those employees who voluntarily
authorize such contribution at least 7 days prior to the next scheduled pay period, on the form
provided for that purpose by the UNITE HERE TIP Campaign Committee. These transmittals
shall occur no later than the fifteenth (15™) day of the following month, and shall be accompanied
by a list setting forth as to each contributing employee his or her name, address, occupation, rate
of PAC payroll deduction by the payroll or other designated period, and contribution amount. The
parties acknowledge that the BOARD'S costs of administration of this PAC payroll deduction have
been taken into account by the parties in their negotiation of this Agreement and have been
5



incorporated in the wage, salary and benefits provision of this Agreement. The BOARD shall send
these transmittals and this list to: Treasurer, UNITE HERE TIP Campaign Committee, 275
Seventh Avenue, New York, NY 10001.

1-12.1 The Employer shall provide the Union with an opportunity to hold orientation meetings
with applicants during the Employer’s onboarding period for applicants. Such meetings will be
held during Employer orientation days and/or at additional times upon agreement between the
Union and the Employer. The Employer will give the Union reasonable notice of any such
onboarding period and will provide in advance a list of applicants including name, home address,
phone number and email address. The Union will be provided no less than 30 minutes of private
" uninterrupted orientation time. A bargaining unit employee, selected by the Union, will be released
from work, without loss of pay, to attend any in-person orientation meeting with reasonable notice.
In the event that orientation takes place remotely, a bargaining unit employee, selected by the
union, will be released from work, without loss of pay, to remotely attend the orientation meeting.
If there are any problems with providing Union orientation periods, the parties will review such
concerns and make such changes as may be necessary.

1-12.2 In addition to the orientation meetings referenced above, the Union will have an
opportunity to address bargaining unit members for up to thirty (30) minutes at the kickoff meeting
held by the Employer, without members of management present. The Employer will give the
Union at least two weeks’ notice of any such meeting.

ARTICLE 2 - FAIR PRACTICES

2-1.  Inaccordance with the laws of the United States and the State of Illinois and the established
policies and practices of the BOARD and the UNION, there shall be no prohibited discrimination
against any bargaining unit member on the basis of race, creed, color, age, sex, national origin,
marital status, sexual orientation, mental or physical handicap or disability or membership or
participation in, or association with, the activities of the UNION.

ARTICLE 3 - GRIEVANCE PROCEDURE

3-1. Definition: A grievance shall be defined as an alleged violation, misinterpretation or
misapplication of this Agreement.

3-2.  Adjustment of Grievances-Local Level.

3-2.1. First Step. A sincere attempt shall be made by the parties to resolve any difference
informally before filing any grievance. It shall be the employee’s or the Union’s option, with or
without a shop steward, to conduct this informal process with either the principal or the executive
director of Nutrition Support Services or designee. \

3-2.2. Second Step: Principal or Administrative Head. If the parties are unable to resolve their
differences informally at the First Step, a grievant or the UNION may present a grievance in

6



writing to the principal, the applicable unit head, or Nutrition Support Services within thirty (30)
working days following the act or condition which is the basis of the grievance. The grievant may
be heard personally and may request representation by the UNION. The UNION will be afforded
the opportunity to be present at any grievance hearing. If two (2) or more grievants have the same
grievance, a joint grievance may be presented and processed as a single grievance at this and
succeeding steps of this grievance procedure. '

3-2.3. Upon receipt of the grievance, the principal, the applicable unit head, or Nutrition Support
Services shall arrange for a conference within ten (10) working days after receipt of the grievance.
The principal, the applicable unit head, or Nutrition Support Services shall notify, in writing, each
grievant, the UNION and any other parties involved in the grievance at least five (5) working days
prior to the conference and shall provide them with a copy of the grievance.

3-2.4. The principal, the applicable unit head, or Nutrition Support Services shall render a
decision and communicate it in writing to each grievant, the UNION, the department head and the
Chief Executive Officer (through the Office of Employee Relations) within five (5) working days
after the completion of the conference.

3-3.  Third Step: Chief Executive Officer.

3-3.1. If the parties are unable to resolve their differences at the Second Step, within ten (10)
working days after receipt of the decision of the principal, the applicable unit head, or Nutrition
Support Services, the grievant or the UNION may advance the grievance and present it to the Chief
Executive Officer (through the Office of Employee Relations) for consideration. The Chief
Executive Officer shall be presented with a copy of the grievance and all decisions rendered. A
copy of the Third Step grievance shall be sent to the principal or the applicable unit head.

3-3.2. The Chief Executive Officer or his/her designated representative shall meet with the parties
concerned within fifteen (15) working days after receipt of the Third Step grievance. He/she shall
notify the parties concerned in writing at least two (2) working days prior to the conference. Within
fifteen (15) working days after the conference, the Chief Executive Officer shall render a written
decision which shall be forwarded to each grievant, the UNION, the principal or the applicable
unit head and the Office of Employee Relations.

3-4. Fourth Step: Arbitration.

3-4.1. If the parties are unable to resolve their differences at the Third Step, within ten (10)
working days after receipt of the decision of the Chief Executive Officer, the UNION only may
advance the dispute to arbitration. The parties shall utilize the Federal Mediation and Conciliation
Service for arbitration under its rules of any grievance which alleges that there has been a violation,
misinterpretation or misapplication of any provision of this Agreement. Following the
advancement of a grievance to arbitration and prior to the hearing, upon agreement of the parties,
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a grievance may be submitted to voluntary mediation before a neutral person. The cost of the
mediation shall be shared equally by the parties.

3-4.2. The arbitrator shall hold a hearing within twenty (20) days of his/her appointment unless
otherwise agreed by the parties. Five (5) days' notice will be given to all parties of the time and
place of the hearing. Within twenty (20) days after completion of the hearing, the arbitrator shall
render his/her decision. The decision shall be final and binding on the parties. The cost of the
arbitrator shall be shared equally by the parties.

3-4.3. In reaching his/her decision, the arbitrator shall have no power or jurisdiction to add to,
subtract from, disregard, alter or modify any of the terms of this Agreement. The arbitrator's
powers shall be limited to deciding whether the parties have violated, misinterpreted or misapplied
any of the terms of this Agreement.

3-4.4 All matters not under the jurisdiction of the principal or the applicable unit head shall be
advanced immediately to the Third Step. The grievant or the UNION shall submit any such
grievance in writing to the Chief Executive Officer (through the Office of Employee Relations)
within thirty (30) working days following the act or condition which is the basis for the grievance.

3-5. Mediation.

3-5.1. Mediation. The Union and the BOARD shall create a mediation panel for the purpose of
attempting to resolve grievances and certain disciplinary matters.

3-5.2. Mediation Panel. The BOARD and the Union shall create a three-person mediation panel
consisting of the following: a mediator selected by the parties and one permanent representative
designated by each party.

3-5.3. Requests for Grievance Mediation. Simultaneously with a demand for arbitration under
this Article, the Union may submit a written request for mediation to the Director of Employee
Relations. The grievance will proceed to mediation unless the Director of Employee Relations
notifies the Union, in writing, within ten school days that the BOARD does not agree to submit
the grievance to mediation.

Within ten school days of receiving the Union's demand for arbitration of a particular grievance,
the Director of Employee Relations may request, in writing, that the grievance be submitted to
mediation. Any such grievance will proceed to mediation unless the Union notifies the Director
of Employee Relations, in writing, within ten school days that it does not agree to submit the
grievance to mediation.

The Union and the BOARD may at any time agree to use the mediation procedures of this section
to assist in the resolution of grievances.



3-5.4. Requests for Mediation of Disciplinary Matters. In accordance with Article 9 of this
Agreement, the Union may request that disciplinary suspensions of six (6) to ten (10) days and
dismissals be submitted to the mediation process created by this Article within fifteen (15)
calendar days of the issuance of the discipline. Disciplinary suspensions that are submitted to
mediation shall not be served until the conclusion of the mediation.

3-5.5. Mediation Panel Meetings and Authority. The mediation panel shall meet monthly in
standing meetings to mediate grievances and disciplinary suspensions. Prior to each mediation
session, the BOARD and the Union will submit to the mediator all relevant grievance documents
for the grievance or grievances or disciplinary suspensions to be addressed at that session.
Additional mediation sessions may be conducted upon request of the BOARD or the Union on an
as needed basis. The mediation panel may hear from grievants, disciplined employees, and
principals or head administrators either in person or via electronic means including video
conferencing.

The mediation panel representatives may make recommendations for resolution to the Chief
Executive Officer and President of the Union or their designee. If the Chief Executive Officer and
President mutually agree to a resolution for a specific grievance or disciplinary suspension that
agreement will be reduced to writing, executed by the parties and implemented. All resolutions
shall be non-precedential and not cited in any arbitration case or labor BOARD, administrative or
judicial proceeding. In the event of a resolution, any grievance will be withdrawn with prejudice.

If the mediation panel representatives cannot mutually agree to a resolution, they may mutually
agree to table and further mediate the grievance or disciplinary suspension at a subsequent
mediation session. Any grievance agreed to be submitted to mediation and not considered by the
mediation panel within sixty school days after the request for mediation will be submitted to
arbitration. Any disciplinary suspension submitted to mediation and not considered by the
mediation panel within sixty school days after the request for mediation will be submitted for
arbitration. Absent a resolution or an agreement to table the grievance, the Union may proceed to
arbitration on a grievance or may elect to have the mediator render a final, binding decision
regarding discipline.

3-6. General Grievance Provisions.

3-6.1. The resolution of all grievances shall be in accordance with the procedures that are a part
of this Agreement. If the grievant fails to appear at a scheduled grievance conference and fails to
appear at another grievance conference scheduled at the grievant's or the UNION's request, the
grievance shall be considered resolved.

3-6.2. The attendance or presence at any grievance conference of any person who is not a party
to the grievance, a necessary witness, a necessary administrative staff member or a UNION
representative (including a steward) shall not be permitted.
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3-6.3. All grievances shall be processed confidentially. Neither party shall reveal information nor
make any statements concerning the grievance to any person not a party to the grievance while the
grievance is being processed.

3-6.4. Failure to communicate a decision in writing concerning a grievance within the specified
time shall permit it to be advanced to the next higher step. Additional time at a specified step of
this procedure may be granted by mutual agreement between the parties.

3-6.5. This Agreement shall not prevent any member of the bargaining unit from presenting a
grievance or appeal on his/her own behalf. In the event a member exercises this option, the UNION
shall be notified and afforded the opportunity to be present at any grievance hearing.

3-6.6. Once a grievance has been filed, the grievance may not be altered, except the grievant may
add factual information relating to the grievance or delete items from the grievance.

3-6.7. Following a request to the Office of Employee Relations, the UNION may be allowed
reasonable time to investigate a specific grievance of a member of the bargaining unit.

3-6.8. Unless otherwise agreed or ordered by a court or arbitrator, the resolution of all grievances
that require make-whole relief or reinstatement as part of that resolution shall be implemented
within two (2) pay periods from the receipt of the written decision.

3-6.9. No decision on or adjustment of a grievance shall be contrary to any provision of this
Agreement.

3-7. Where there is a communication difficulty with a particular employee due to language
differences, on request by the grievant and/or the UNION, the BOARD will provide a translator
or permit the grievant to select a translator to facilitate communications, so long as the BOARD
incurs no cost.

ARTICLE 4 - SALARIES

4-1. The BOARD will provide the following wage increases to all Bargaining Unit Members
and classification rates:

Year 1: Bargaining Unit Members will be brought up to the wage rates listed in Appendix
A (eff. 7/1/21)

Year 2: 1.5% increase (eff. 7/1/22)
Year 3: 1.75% increase (eff. 7/1/23)

Year 4: 2% increase (eff. 7/1/24)
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LRA 2 rate will be $17.50 (eff. 7/1/24)

The corresponding salary schedule is set forth in Appendix A of this Agreement.

4-2.  The BOARD shall pick up, for each regularly appointed employee in this bargaining unit,
a sum equal to seven percent (7%) of the amount due each such employee as base salary (and not
from any other remuneration paid pursuant to the terms of this Agreement) for the Municipal
Employees', Officers' and Officials' Annuity and Benefit Fund to be applied to the retirement
account of each such employee (not the survivors' annuity account). The BOARD agrees to
continue pension pick up as per past practice during the term of this Agreement.

4-3.  During the term of this Agreement, the BOARD agrees to review job titles it has reason to
believe are not assigned to the proper pay grades (including associate lunchroom managers) and
implement appropriate increases to the pay grades after consultation with the UNION.

4-4.  Any employee who is required by the BOARD to attend a meeting shall be compensated
at his/her appropriate hourly rate for the time spent in such meeting.

4-5. The BOARD shall not require bargaining unit employees to work in a higher paid job
classification without receipt of appropriate compensation for such work. The Board will
compensate employees that work in a higher paid job classification expeditiously.

4-6.  Any changes with regard to policy matters directly affecting the benefits enumerated in
this Agreement, including wages, hours and terms and conditions of employment, will be
negotiated with and agreed to by both the BOARD and the UNION.

4-7. The BOARD shall correct all pay check errors immediately, notice of such errors shall be
provided to the UNION.

4-8.  All employees are required to utilize direct deposit for the payment of their wages.

4-9. Travel and Work-Related Expense Reimbursement Policy. Employees covered by this
agreement will be subject to the Chicago Board of Education Travel and Work-Related Expense
Reimbursement Policy. Employees required to travel between schools during the workday will be
compensated according to the aforementioned policy, for example. For the 21-22 school year, pool
employees will not be mandatorily reassigned if they have worked at least two hours at their
assignment and will not be subject to discipline if they refuse a reassignment thereafter. Beginning
June 15, 2022, pool employees will not be mandatorily reassigned if they have worked at least one
hour at their assignment and will not be subject to discipline if they refuse a reassignment
thereafter. Pool employees will be compensated for their full assignment, even if they work fewer
hours than assigned, in the event that the fewer work hours are a result of an action by the Board,
such as failing to provide access to the workplace, late reassignment, etc. In the event that a pool
employee is unable to gain access to the workplace, he or she will notify the Board of such as soon

as possible through a procedure established by the Board.
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ARTICLE 5 - GENERAL PROVISIONS

5-1. The BOARD will furnish the UNION with job descriptions of all job titles represented by
the UNION. The BOARD retains the right to update job descriptions if and when new programs
or responsibilities are added. The BOARD will send updated and/ or new job descriptions to the
UNION and meet with the UNION upon request.

5-2.  Notice of BOARD-sponsored educational or job training programs applicable to members
of the bargaining unit shall be posted in each department or school.

5-3. All time spent working continuously by a probationary employee pursuant to an
appointment or reappointment as the case may be shall be counted towards the completion of the
probationary period.

5-4.  Employees in the bargaining unit shall be paid on alternate Fridays, thirteen days after the
end of the pay period.

5-5.  For safety and security reasons, the principal in each school building will designate at least
one (1) working telephone for use by employees covered by this Agreement who may be required
to work after normal and regular school hours.

5-6.  Except for Stevenson Elementary School, in schools that have a cooking or receiving
kitchen on July 1, 2012, the BOARD will not convert the cooking or receiving kitchen to a
warming kitchen through June 30, 2025.

5-7.  The principal of each school shall meet with the lunchroom workers on a quarterly basis to
discuss issues of mutual concern.

5-8. Labor-Management Committee. It is agreed that the parties will form a Labor Management
Committee composed of representatives of the BOARD and the UNION, which Committee will
meet from time to time during the term of the Agreement. The purpose of the Committee is to deal
with concerns and/or topics of mutual interest to the parties. In addition, the parties agree to
continue their discussions regarding modifications to the Employee Discipline Code and
Discipline and Discharge provisions contained in the Agreement.

5-9.  Good Food Committee. The BOARD and the UNION recognize that BOARD school food
programs exist to provide healthy, nutritious meals for Chicago's children and that they can best
accomplish this objective by partnering together to promote best practices that promote healthy,
fresh, enjoyable and environmentally responsible food. To that end, the BOARD and the UNION
will form a Good Food Committee which shall consist of five members appointed by the UNION
and five members appointed by the BOARD. The Good Food Committee may be a subcommittee
of the Labor-Management Committee.

12



The Good Food Committee shall meet monthly to identify best practices that promote healthy,
fresh, sustainable and environmentally responsible food, ways and means that the BOARD may
adopt and implement identified best practices, impacts to bargaining unit employees of best
practice implementation and employees' contributions to the advancement of best practices. Topics
may also include training and education requirements for employees, health and safety procedures,
facilities and equipment, hours and shifts and workload and staffing levels. The Good Food
Committee will seek input and guidance from appropriate health officials, students, employees,
and parent and employee organizations. The Committee may also seek input from outside
consultants and experts. The Committee will seek to develop mutually agreeable solutions to
potential impacts on employees.

The major food service provider for the BOARD shall also sit on this Committee in the role of an
expert and not as a decision maker.

5.10. Employee Surveys. To ensure the lunchroom workers' experience is considered when
developing the BOARD's food and nutrition program, the BOARD will develop and administer a
survey to all bargaining unit employees every two years to collect input on menu or program
changes.

The Committee will review results of the bargaining unit survey taken every two years to inform
its development of Best Practices.

5.11. Trainings and Development. The BOARD shall develop and immediately implement an
ongoing training program for Cooks, Lunchroom Attendants, Associate Managers, Porters, etc. on
the preparation and promotion of healthy food in Chicago Public Schools.

Each year all bargaining unit employees will be provided with no less than two (2) days of training
and professional development related to the importance and promotion of the healthy food
program and the development of related skills. The BOARD may require more than two days.

This training program shall be developed in consultation with the Committee, and the primary
food service provider.

Such time spent in training and development will be paid at the employee's normal rate of pay
according to the collective bargaining agreement. When the training and development days exceed
the number of hours the employees typically work, employees must attend the complete training
session.

5.12. New Schools and Renovations. During the life of this collective bargaining agreement:

All new schools for which construction begins or is approved by the BOARD, the BOARD shall
consult with the Union with respect to whether new schools will have full kitchens and/or become
Cooking Schools, or any other variation(s).
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5-13. Sanitation Certification. Employees required to have a Sanitation Certificate are
responsible for maintaining the certification and meeting both the State of Illinois and City of
Chicago's recertification deadlines. Failure to do so will result in discipline which can be initiated
by Nutrition Support Services.

Employees wishing to obtain or renew a Sanitation Certification shall pay the State of Illinois and
City of Chicago licensing fees. The BOARD will offer BOARD-sponsored certification courses
to bargaining unit members at no cost to bargaining unit members who are seeking their initial
certificate, have met all CPS requirements for the position requiring the certificate, and have a
history of satisfactory attendance and punctuality. The BOARD will offer the same benefit for re-
certification courses to bargaining unit members seeking recertification on the same terms as
offered to those bargaining unit members seeking their initial certificate. If an employee in the
certification or re-certification course does not pass the exam, the BOARD will only enroll that
employee in two subsequent BOARD-sponsored certification classes. If that employee is unable
to pass the certification or re-certification exam after three attempts, the employee will no longer
be eligible to participate in BOARD-sponsored certification or re-certification courses.

In no instance shall a bargaining unit member in a position requiring certification be permitted to
continue to work without the required certificate beyond the time the licensing agency permits,
including any grace period.

5-14. Uniforms. Uniforms (shirt, shoes, hat, apron) will be sent to each school for school based
employees during the week prior to the first day of student attendance each school year. For pool
employees, uniforms (shirt, shoes, hat, apron) will be available for pick up at a designated location
during the week prior to the first day of student attendance each school year. For newly hired
employees, uniforms (shirt, shoes, hat, apron) will be provided during orientation.

5-15. Absent extraordinary circumstances, staff will be scheduled for no fewer than 204 total
days per year and will be provided with a calendar of expected work days at least two weeks before
the beginning of the academic school year. In the event of extraordinary circumstances, staff will
be scheduled for no fewer than 203 total days per year.

ARTICLE 6 - CONFORMITY

6-1. In the event of an unauthorized strike, slow-down or stoppage, the BOARD agrees that
there will be no liability on the part of the UNION, provided the UNION promptly and publicly
disavows such unauthorized strike, orders the members of the bargaining unit to return to work

and attempts to bring about a prompt resumption of normal operations, and provided further that
the UNION notifies the Chief Executive Officer, in writing, by certified or registered mail, return
receipt requested, within forty-eight (48) hours after notice of the commencement of such strike,
slow-down or stoppage, what measures it has taken to comply with the provisions of this Article.
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6-2. No member of the bargaining unit shall engage in, encourage or support any strike,
picketing, slow-down or concerted refusal to render full and complete services to the school
system.

6-3. The BOARD and the UNION agree that no employee of the BOARD shall be punished,
rewarded, harassed or discriminated against in any manner because of his/her participation or lack
of participation in activities relating to work stoppage (strike). Nothing herein shall preclude the
right of the UNION from implementing UNION policy as to its members.

6-4. The BOARD shall not lock-out employees during the term of this Agreement.

ARTICLE 7 - SENIORITY

7-1.  Definition of Seniority. Seniority shall be defined as an employee's length of continuous
full-time service in the Chicago Public Schools across all job titles with such seniority accruing
from the employee's last date of appointment as a BOARD employee.

7-1.1. The seniority of an employee retained beyond the probationary period shall date back to
his/her date of hire.

7-1.2. Inthe event that two (2) or more employees have equal seniority, the employees' seniority
shall be determined in the following sequential order:

(a) The employees appointed from a list with the same seniority dates shall be adjusted in
favor of the employee serving in such bargaining unit classification the longer calendar
period.

(b) If provision (a) results in a tie, then the dates shall be adjusted by flipping a coin among
the affected employees.

7-1.3. An employee's continuous service and his/her employment relationship with the BOARD
shall terminate in the following circumstances:

(a) The employee resigns;
(b) The employee is discharged for just cause; or
(¢) The employee retires; or

(d) The employee is laid off and is not reappointed in accordance with the terms of this
collective bargaining agreement.

7-1.4. Any employee who is absent on (i) unpaid leave or layoff for thirty (30) days or less, (ii)
leave in individual cases adjudged eligible for duty disability compensation, (iii) military leave as
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provided by state statute or (iv) FMLA leave when using accrued vacation time or sick leave shall
continue to accrue seniority. Any absences on (i) unpaid leave in excess of thirty (30) days, (if)
layoff in excess of thirty (30) days and prior to reinstatement or (iii) suspension and (iv) all
absences without leave shall not accrue seniority.

7-2.  Seniority Lists. Within ninety (90) days of the ratification of this Agreement, the BOARD
will update the seniority list for bargaining unit employees. Upon updating this list and on the first
day of work each school year thereafter, a list of employees with their seniority dates shall be
posted at each school, or in the case of pool workers at the BOARD Employee Relations Office.
Employees will have 30 working days to challenge their seniority dates. At the conclusion of the
30 day period the seniority list will be re-posted with the corrected dates.

7 -3. Transfers. The BOARD shall fill recognized vacancies on the following basis:

7-3.1. A recognized vacancy exists when (1) an employee resigns, is discharged for just cause,
dies, retires, transfers or is on a leave of absence such that the BOARD may fill the position prior
to the employee's return; and (2) the BOARD determines that such vacancy shall be filled.

7-3.2. Recognized vacancies shall be filled in accordance with the following procedure. Bids
will be held in October and March of each year: The bid application shall be submitted
electronically to the BOARD. Winners of the October bid will move effective the first day of the
first pay period in January, winners of the March bid will move effective the first day of the first
pay period in May.

(a) An employee will be considered an "eligible bidder" when he/she:
6] is qualified for the position without further training;
(i)  has attended all required trainings;
(iii)  holds the necessary credentials (for Cooks and Associate Managers only);

(iv)  has demonstrated the physical capacity to perform in such a position with or
without reasonable accommodations;

(v)  has satisfactory attendance and punctuality;
(vi)  submits a timely bid on the form supplied by the BOARD; and

(vii) has been interviewed by the school principal or the principal has waived interview;
in the event that the Principal does not approve a bidder, the specific basis for the
Principal’s decision must be sent in writing to the bidder and the UNION and such
basis must be justifiable and may not be arbitrary, capricious or discriminatory.

16



Attendance shall be deemed satisfactory if the employee has not been absent on
scheduled workdays and professional development days more than ten (10) days
due to illness in the preceding ten (10) months (excluding July and August),
provided that absences supported by a doctor’s note (for employees who are not
AWOL) will not be counted against the employee. AWOL is defined as absence
for ten (10) consecutive days without an approved leave. If the leave is approved
after the fact, the AWOL status will be voided. Absences taken in accordance with
Article 8-4 through 8-18 including Short Term Disability, Bereavement, Court
Attendance, Jury Duty, Military Duty, Personal Days, Leave to Attend
Conferences, Unpaid Leave of Absence, FMLA, Election Leave, Union Leave will
not be counted against the employee.

(b) Recognized vacancies initially will be offered to the most senior eligible bidder (as defined
in 7-3.2 a) at the school where the particular vacancies are located, at the time the vacancy
is created, provided that the bidder won his/her position by bid. The BOARD shall select
the most senior eligible within the school.

(c) If recognized vacancies are not filled at the local school level, then they will be offered to
the most senior eligible bidders city-wide. The BOARD will post a list of such vacancies
at least two times per year and the list will state (i) the classification and pay grade of each
vacancy, (ii) the requirements for each position, (iii) the school where each vacancy is
located, and (iv) the deadline for submitting bids. A copy of such posting shall
simultaneously be provided to the UNION.

(d) Within thirty (30) days of the deadline for submitting bids, the BOARD shall award each
recognized vacancy to the most senior eligible bidder. The successful bidder and the
UNION shall be advised of the award immediately.

(e) If no such eligible bidder exists for a particular vacancy, then the vacancy may be filled at
the BOARD's discretion,

(f) The BOARD will not ask eligible bidders to include a preference as a basis for awarding
an open position,

7-3.3. To avoid the inefficiency of chain-effect bidding, a vacancy created by the award of a
recognized vacancy of an employee shall be considered a recognized vacancy; however,
subsequent vacancies shall not be considered recognized vacancies and may be filled at the
BOARD's discretion.

7-3.4. The BOARD may temporarily fill such recognized vacancies based on the needs of the
particular school until the next bid.

7-3.5. A successful bidder may not bid for another recognized vacancy for a period of one (1)
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year from the time of his/her award.

7-4.  Lunch Periods and Breaks. All members of the bargaining unit are entitled to an unpaid
thirty (30) minute lunch period. All members of the bargaining unit who are scheduled to work
fewer than six (6) hours per day are entitled to one (1) fifteen- (15) minute break period. All
members of the bargaining unit who are scheduled to work six (6) or more hours per day are
entitled to two (2) fifteen- (15) minute break periods. Breaks and lunch will be scheduled by the
manager in writing based on the needs of the unit.

7-5.  Overtime. Overtime opportunities will first be made available to employees within a school
and within a specific job classification as equitably as possible and rotated among those employees
in the job classification. If no employees within the specific job classification are available to work
overtime, it will be offered as equitably as possible and rotated among all bargaining unit
employees within the school. The least senior employees may be required to work overtime if a
sufficient number of senior employees choose not to work.

7-6.  Notice of Schedule Changes. The BOARD will provide fourteen (14) calendar days’ notice
of a regular shift start and end time change to employees who are assigned to school based
positions. The BOARD will also provide fourteen (14) calendar days’ notice of BOARD academic
calendar changes (excludes emergency situations including snow days, cold weather days, or other
emergency situations). Nothing in this section shall be applied to extra-work programs like after-
school programs, concessions, etc.

7-7.  Layoff and Recall. The BOARD shall lay off employees on the basis of reverse seniority
within their job titles and shall provide such employees with the advance notice set forth in the
BOARD's policies. An employee who has been laid off will be placed on the appropriate
reinstatement list and remains eligible to apply for recognized vacancies, in accordance with the
BOARD's Layoff Policy.

7-8.  Bargaining Unit Work. Except in emergency situations, non-bargaining unit employees
shall not perform work normally performed by bargaining unit employees. This provision does not
apply to Lunchroom Managers or locations that the BOARD does not staff with lunchroom
personnel (e.g. Early Childhood Center, ALOP schools, Safe Haven Programs etc.).

7-9.  Summer Work. When summer work is available, such work shall be offered to the most
senior employee by classification within the school who is qualified for the position, and holds the
necessary credentials (if any) for such position. Provided, however, that summer work may be
awarded out of seniority order after, attendance and punctuality are considered. If no such
employee is available within the school, the work may be offered at the BOARD's discretion to
bargaining unit members.
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