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PREAMBLE 
The parties recognize it is important to the public welfare that high quality and dependable 

Public Works services for operation and maintenance of the Village of Gurnee’s infrastructure are 

maintained consistent with the resources available for that purpose.  The parties further recognize 

that it is vital that such services be provided on an uninterrupted basis to the residents and business 

community of the Village of Gurnee.   

In order to establish harmonious employment relations through a mutual process, to 

provide fair and equitable treatment to the bargaining unit employees, to promote the quality and 

continuance of public service, to prevent interruptions of work, services, programs and interference 

with Village of Gurnee operations, to specify wages, hours, benefits and working conditions, and 

to provide for the prompt and equitable resolution of disputes, the parties agree as follows:  

AGREEMENT 
This Agreement has been made and entered into this 1st day of May, 2025, by and between 

the Village of Gurnee, Illinois, (hereinafter referred to as the “Employer”) and the International 

Union of Operating Engineers, Local 150, Public Employees Division (hereinafter referred to as 

the “Union”), on behalf of certain employees described in Article I.   

ARTICLE I 
RECOGNITION 

SECTION 1.1: RECOGNITION  
The Employer recognizes the Union as the sole and exclusive bargaining representative in 

all matters establishing and pertaining to wages and salaries, hours and working conditions of 

employment on which it may lawfully bargain collectively for employees within the following 

collective bargaining unit, as certified by the Illinois State Labor Relations Board in Case No.  S-

RC-03-0145:  

**INCLUDED  

All regular full-time and regular part-time employees in the following classifications: 

Maintenance Worker I, Maintenance Worker II, Mechanic and Lead Maintenance Worker, subject 

to amendment pending Unit Clarification petition.   

**EXCLUDED  
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All other employees; all other confidential, managerial and supervisory employees as 

defined in the Act.   

SECTION 1.2: NEW CLASSIFICATIONS  
The Employer shall notify the Union within fifteen (15) working days of its decision to 

implement any and all new classifications pertaining to work of a nature performed by employees 

within the bargaining unit.  Any dispute regarding the appropriateness of including the new 

classification shall be resolved through the processes of the Illinois Labor Relations Board.   

In the event there is a need for the establishment of new classifications including rates of 

pay, there will be a meeting for the purpose of establishing such classifications and rates by mutual 

agreement.  Where agreement is not reached by the time work must be started, the Employer may 

start work at the rate it believes proper.  If the rate ultimately agreed on or resulting from arbitration 

differs from that initially established by the Employer, such rate shall be retroactive to the start of 

work in the new classification.  If the parties fail to agree on such a rate within thirty (30) days of 

the start of work in the classification, the Union may appeal directly to arbitration within the next 

thirty (30) consecutive calendar days.  The sole issue before the arbitrator shall be whether the rate 

established by the Employer is unreasonable.   

ARTICLE II 
UNION REPRESENTATION 

SECTION 2.1: UNION ACTIVITY DURING WORKING HOURS  
The parties acknowledge the general principal that working time is for work.  The Union 

Steward or his/her designee shall ask for and obtain permission before leaving his/her job in order 

to attend meetings with management and/or supervisors scheduled and on work time to discuss 

discipline or grievances.  The granting or denial of permission to carry on such Union business is 

subject to the Employer’s operating needs.   

Authorized agents of the Union shall have access to the Employer’s establishment during 

working hours for the purpose of adjusting disputes, investigating working conditions, and 

ascertaining that the Agreement is being adhered to, provided however, that where practicable, the 

Union representatives shall give prior notice to the Employer and there is no interruption of the 

Employer’s working schedule. 
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SECTION 2.2: TIME OFF FOR UNION ACTIVITIES  
Two (2) Union Stewards shall be allowed time off without pay for up to one (1) week per 

year for legitimate Union business, such as Union meetings and State or International conventions, 

provided such representative gives reasonable prior notice to his/her supervisor of such absence 

and so long as such time off does not substantially interfere with the Employer’s operating needs.  

The employee may utilize Personal, Vacation, or compensatory time off in lieu of the employee 

taking such without pay. 

SECTION 2.3: UNION BULLETIN BOARDS  
The Employer shall provide a Union bulletin board in the common area adjacent to the 

employee mail boxes and near the lunchroom.  The board shall be for the sole and exclusive use 

of the Union and shall be separate from other Employer bulletin boards.  Postings shall not contain 

political matter involving the Employer or be inflammatory in nature.  A copy of each posting shall 

be provided to the Director of Public Works prior to posting.   

ARTICLE III 
UNION DUES/FAIR SHARE CHECKOFF 

SECTION 3.1: DEDUCTIONS 
The Employer agrees to deduct from the pay of those bargaining unit employees who are 

Union members any or all of the following:  

(A) Union membership dues, assessments, or fees;  

(B) Union sponsored credit and other benefit programs; 

(C) Voluntary fair share payments.   

Requests for any of the above shall be made on a form provided by the Union and shall be 

made within the provisions of the State salary and annuity withholding Act and/or any other 

applicable State statute.   

Upon receipt of an appropriate written authorization from a bargaining unit employee, such 

authorized deductions shall be made in accordance with the law and shall be remitted to the Union 

on a twice monthly basis at the address designated in writing by the Union.  If an employee has no 

earnings or insufficient earnings to cover the amount of the dues deduction, the Union shall be 

responsible for collection of dues.  The Union shall advise the Employer of any increases in dues 

or other approved deductions in writing at least thirty (30) days prior to its effective date.   
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The Union shall certify the current amount of Union deductions.   

SECTION 3.2: UNION 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) and 

for all reasonable legal costs that arise out of, or by reason of any action taken or not taken by the 

Employer in complying with the provisions of this Article, or in reliance on any written check off 

authorization form furnished under the provisions of this Article.  If an improper deduction is 

made, the Union shall promptly refund to the affected employee(s) any such amount(s).   

ARTICLE IV 
MANAGEMENT RIGHTS 

SECTION 4.1: MANAGEMENT RIGHTS  
Except as specifically limited by the express provisions of this Agreement, the Employer 

retains all traditional rights to manage and direct the affairs of the Employer in all of its various 

aspects and to manage and direct its employees, including but not limited to the following:  

(A) To plan, direct, control and determine all the operations and services of the Employer;  

(B) To supervise and direct the working forces;  

(C) To establish the qualifications for employment and to employ employees;  

(D) To schedule and assign work;  

(E) To establish work and productivity standards and, from time to time, to change those 

standards;  

(F) To determine the need for and to assign overtime;  

(G) To determine the methods, means, organization and number of personnel by which such 

operations and services are to be made or purchased;  

(H) To make, alter, and enforce reasonable rules, regulations, orders and policies;  

(I) To transfer, assign and evaluate employees;  

(J) To discipline, suspend and discharge employees for just cause (probationary employees 

without cause);  
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(K) To change or eliminate existing methods, equipment or facilities;  

(L) To contract out for goods and services;  

(M) To establish, implement and maintain an effective internal control program;  

(N) To increase, reduce or change, modify or alter the composition of the work force, including 

the right to reduce its work force because of lack of work or funds or other appropriate 

reasons;  

(O) To determine the overall budget; and  

(P) To carry out the mission of the Employer;  

provided, however, that the exercise of any of the above rights shall not conflict with any of the 

express written provisions of this Agreement.  Inherent managerial functions, prerogatives and 

policy-making rights, whether listed above or not, which the Employer has not expressly restricted 

by a specific provision of this Agreement, shall remain vested exclusively with the Employer.   

ARTICLE V 
HOURS OF WORK AND OVERTIME 

SECTION 5.1: APPLICATION OF ARTICLE  
This Article is intended solely as a basis for calculating overtime payments, and nothing in 

this Article or Agreement shall be construed as a guarantee of hours of work or days of work for 

any period of time.   

SECTION 5.2: NORMAL WORKDAY AND WORKWEEK  
(A) The normal workday for full-time bargaining unit employees is eight (8) hours and the 

normal workweek is forty (40) hours.   

(B) The normal work schedule for bargaining unit employees is 7:00 a.m. to 3:00 p.m., Monday 

through Friday.  Employees shall be required to report, ready for work, to the workplace at 

the beginning of each shift.  The Employer may alter the scheduled hours of work, provided 

that where practicable the Employer shall provide to the Union seven (7) days’ advance 

notice of changes in the hours of work for the affected employee(s).   

SECTION 5.3: LUNCH/REST PERIODS  
 (A) Employees shall be granted a one-half (1/2) hour paid lunch near the midpoint of each day.  

Employees shall be permitted up to ten (10) minutes of drive/wash up time in addition to 
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the half hour lunch period.  Additionally, where the requirements of the job dictate that 

employees work through their lunch period, employees shall be allowed to take the lunch 

break later in the shift.  Employees shall be on the work site ready to work up to the 

beginning of drive/wash up time and at the end of the lunch period.  The employees (other 

than Mechanics) shall receive five (5) minutes wash up time at the end of the shift.  

Mechanics shall be provided with a reasonable amount of time at the end of the day to wash 

up.  It is expressly understood that neither the employee nor the Employer shall abuse this 

wash up time.   

(B) When the temperature is ninety (90) degrees or more, as determined by management, 

affected employee(s) designated by management shall receive one-half (1/2) hour of paid 

time as part of and in addition to the lunch break.  The Employer agrees that employees 

may continue to wear short pants during the aforementioned extreme hot weather as 

determined by management in appropriate work locations (e.g., non-road work and where 

no safety issue arises) according to existing department practice.   

SECTION 5.4: OVERTIME COMPENSATION  
Overtime shall be assigned as needed by the Director of Public Works or his/her designee.  

All overtime must be approved in advance by management.  The compensation paid employees 

for overtime work shall be as follows:  

(A) A bargaining unit employee shall be paid at one and one-half (1-1/2) his/her regular hourly 

rate of pay for all hours worked in excess of his/her normal work day or work week as 

defined in Section 5.2 of this Article.   

(B) A bargaining unit employee shall be paid at twice his/her regular hourly rate of pay for all 

hours worked on holidays, and for all hours worked on Sunday call back for snow plowing 

or any other emergency on Sundays.   

(C) Time paid for but not worked (except for sick leave or suspensions) shall be counted as 

“time worked” for purposes of computing overtime compensation.   

The overtime payments provided for in this Article shall not be duplicated for the same 

hours worked and to the extent that hours are compensated for at overtime rates under one 

provision, they shall not be counted as hours worked in determining overtime under the same or 
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any other provision.  Nothing herein shall be construed to require or permit the pyramiding of 

overtime or premium rates, if any.   

SECTION 5.5: OVERTIME DISTRIBUTION  
The Employer shall have the right to require overtime work when necessary at any time 

and employees shall not refuse overtime assignments unless a bona fide reason exists such as 

personal illness.  The Employer agrees to the extent practical, it will distribute overtime as equally 

as possible amongst those employees who usually perform the type of work at issue.  The employee 

working on any job which extends into overtime shall normally work the overtime.  The Employer 

otherwise will offer voluntary overtime opportunities to employees on the basis of seniority.  If an 

insufficient number of volunteers so respond, the Employer shall assign the remaining overtime 

on the basis of inverse seniority.  Requests for volunteers and overtime assignments will be made 

on a rotating basis.  However, the Employer retains the authority to select specific employees for 

overtime assignments based upon specific skills, ability and experience needed for the completion 

of a particular assignment.   

The employment of part-time, temporary, or non-bargaining unit personnel shall not work 

to deprive regular full-time personnel of opportunities to work overtime.  However, if the full-time 

personnel who would have usually worked the overtime refuses it or is unavailable, the Employer 

may work other personnel on said overtime without violating the Agreement.  The foregoing does 

not apply to summer help hired by the Employer.   

Snow plowing assignments are normally limited to bargaining unit employees.  

Supervisors may continue to serve as substitute snow plow drivers but will not be called to 

snowplowing duty unless and until there are no available bargaining unit employees to perform 

the work.  Utility crew member(s) working a snow plow route shall be called off the plow for 

utility-related assignments as needed and as directed by the Employer.  Supervisory staff may 

continue to fill in on utility crew work as needed.   

SECTION 5.6: CALLBACK  
A “callback” is defined as an official assignment of work determined and assigned by the 

Employer which does not continuously follow an employee’s regularly scheduled working hours.  

Callbacks shall be compensated for at the appropriate rate of pay, for all hours worked on callback, 

starting from the time an employee reports, with a guaranteed minimum of two (2) hours at the 
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appropriate rate of pay for each callback.  Each employee will be paid for forty-five (45) minutes 

of report time and said forty-five (45) minutes is included as part of the two (2) hour minimum 

guarantee.  It is expressly agreed that a callback assignment is for a specific purpose and the 

Employer shall not assign employees who complete their callback assignment “busy work” in 

order to fill the remaining hours; provided, however, that the Employer retains the right to assign 

any other legitimate work assignment arising during the course of the callback assignment.   

SECTION 5.7: ON-CALL ASSIGNMENTS – COMMUNICATION DEVICES  
One (1) employee from the Streets Division and one (1) employee from the Utilities Division 

shall be assigned to on-call duty each week on a rotating basis throughout the year, based on seniority. 

Each employee so designated shall receive  four (4) hours of pay at time and one-half the employee’s 

regular straight time, hourly rate of pay for his/her week of on-call duty, which the employee may 

convert to compensatory time.  Employees in on-call duty status are required to carry communication 

devices provided by the Employer and report for duty at any time, upon receiving a directive to do so 

from the Employer. The Mechanic and Maintenance I positions are not included in the on-call duty 

rotation and accordingly shall not receive on-call duty assignments or pay.  All employees shall 

continue to carry communication devices provided by the Employer and respond to calls they receive 

from time to time.   

SECTION 5.8: COMPENSATORY TIME OFF  
In lieu of paid overtime, employees entitled to overtime pay may elect to receive 

compensatory time off which shall accrue at the appropriate overtime rate.  Compensatory time 

shall be granted in a minimum of fifteen (15) minute increments.  The use of compensatory time 

is at all times subject to operating needs.  Employees may not accumulate more than one hundred 

and twenty (120) hours of compensatory time.  Should an employee desire, he/she shall be 

permitted to cash out all or some accrued compensatory time at the employee’s regular straight 

time hourly rate of pay.   

ARTICLE VI 
SENIORITY 

SECTION 6.1: SENIORITY DEFINED  
An employee’s seniority shall be the period of the employee’s most recent continuous 

regular employment with the Employer.  Ties in seniority shall be resolved by alphabetical 

placement of the last names of the employees. 
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SECTION 6.2: BREAKS IN CONTINUOUS SERVICE  
An Employee’s continuous service record shall be broken by a quit or voluntary 

resignation, a layoff of eighteen (18) months, the failure to return from layoff within twenty-one 

(21) work days after recall, discharge for just cause, retirement, failure to return from a leave of 

absence, failure to return to work when fit for duty following medical leave, and being absent for 

three (3) consecutive days without reporting off.  However, if an employee returns to work in any 

capacity for the Employer within twelve (12) months, the break in continuous service shall be 

removed from his/her record but there shall be no credit for the time between periods of 

employment.   

SECTION 6.3: SENIORITY LIST  

On January 2
nd

 of each year the Employer shall submit  to the Union a seniority list for each 

Department showing the seniority of each employee.  The seniority list shall be accepted and final 

thirty (30) days after it is posted, unless protested by the Union or an employee. 

SECTION 6.4: PROBATIONARY EMPLOYEES  
An employee is probationary for one (1) year following the date of hire.  Employees who 

are promoted within the bargaining unit shall serve an additional six (6) month review period.   

A probationary employee shall have no seniority, except as otherwise provided for in this 

Agreement, until he/she has completed his/her required probationary period.  Upon such 

completion, he/she shall acquire seniority retroactively from the date of employment.  During this 

period of probation, no grievance may be filed by or on behalf of such employee regarding 

discharge or discipline and he/she shall have no rights under this Agreement, except as required 

by law.   

ARTICLE VII 
LAYOFF AND RECALL 

SECTION 7.1: DEFINITION AND NOTICE  
A layoff is defined as a reduction in bargaining unit jobs.  The Employer decides whether 

a layoff is necessary.  The Employer will give the Union at least two (2) weeks’ notice of any 

layoffs, or more where practicable.   

SECTION 7.2: GENERAL PROCEDURES  
In the event of a layoff, employees shall be laid off within any classification in inverse 
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order of seniority as defined in Article V.  However, prior to laying off any bargaining unit 

employees, all seasonal, temporary, probationary, part-time or other non-bargaining unit 

employees who perform work in the affected classification shall be laid off or terminated, as the 

case may be.   

SECTION 7.3: RECALL OF LAID-OFF EMPLOYEES  
The names of laid-off employees shall be placed on a layoff list for eighteen (18) months.  

In the event of a recall, the appropriate number of employees on the layoff list shall be recalled to 

a vacancy in their job classification in seniority order.  An employee subject to recall must be fully 

qualified to perform the work to which they will be recalled with minimum training.  Recall notice 

shall be sent via certified mail to the last known mailing address of the employee.  Employees who 

are eligible for recall shall be given twenty-one (21) calendar days’ notice of recall commencing 

upon the date of delivery of the recall notice.  The recalled employees shall report for work at the 

end of the notice period.  After eighteen (18) months on layoff, an employee shall lose his/her 

seniority.   

ARTICLE VIII 
DISCIPLINARY PROCEDURES 

SECTION 8.1: EMPLOYEE DISCIPLINE  
The Employer agrees with the tenets of progressive and corrective discipline and that it 

shall be imposed only for just cause.  The level of discipline imposed shall match the severity of 

the offense committed and in any appropriate circumstance one or more steps in the process may 

be skipped.  Discipline commensurate with the offense shall be imposed for a more severe offense.  

Discipline shall include but not be exclusive of the following progressive steps of priority:  

(A) Oral warning with documentation of such filed in the employee’s personnel file.   

(B) Written reprimand with copy of such maintained in the employee’s personnel file.   

(C) Suspension without pay with documentation of such maintained in the employee’s 

personnel file, with copy sent to Union office. 

(D) Discharge with documentation of such maintained in the employee’s personnel file, with 

copy sent to Union office. 

Pursuant to actual imposition of written reprimands, suspension without pay, or discharges, 

the employee shall be afforded an opportunity to discuss his/her views concerning the conduct 
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causing such disciplinary action.  Such discussion should take place as soon as practicable after 

the supervisor’s action and not be unduly or unreasonably delayed, and the employee shall be 

informed clearly and concisely of the basis for such action.  Furthermore, upon request of the 

employee, a representative of the Union (Steward) shall be allowed to be present and participate 

in such discussions.   

SECTION 8.2: RIGHT TO REPRESENTATION  
The employee shall be allowed to have a Union Steward or business representative of the 

Union present during any investigatory interview(s).  The Employer agrees to comply with current 

legal requirements for Union representation.   

ARTICLE IX 
GRIEVANCE PROCEDURE 

SECTION 9.1: GRIEVANCE DEFINED  
A grievance is defined as any claim of violation of a specific provision of this Agreement.   

SECTION 9.2: PROCESSING OF GRIEVANCE  
Grievances shall be processed only by the Union on behalf of an employee or on behalf of 

a group of employees or itself setting forth name(s) or group(s) of the employee(s).  The Grievant 

or one Grievant representing a group of Grievants may be present at any step of the grievance 

procedure, and the employee is entitled to Union representation at each and every step of the 

grievance procedure.  The resolution of a grievance filed on behalf of a group of employees shall 

be made applicable to the appropriate employees within that group.   

SECTION 9.3: GRIEVANCE STEPS 
STEP ONE: SUPERVISOR 
The Union may submit a grievance in writing on a form agreed upon by the parties to the 

grievant’s Supervisor  within fourteen (14) business days of the event giving rise to the grievance 

or the day when the grievant, through normal diligence, could have obtained knowledge of the first 

occurrence of the event giving rise to the grievance.  The grievance shall be signed by the grievant 

and shall set forth a statement of relevant facts, the specific contract provision(s) allegedly violated 

and the relief requested.  The Supervisor shall then attempt to adjust the matter and shall respond 

within fourteen (14) business days.  Any resolution of a grievance on this step shall not have any 

precedent value with respect to future grievances.   
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STEP TWO: DIRECTOR OF PUBLIC WORKS  
If the grievance remains unsettled at Step One, and the grievant desires to appeal the 

grievance, the Union may submit the grievance to the Director of Public Works within seven (7) 

business days of the response in Step One or when such response was due.  The Director of Public 

Works or his/her designee shall schedule a conference within seven (7) business days of receipt of 

the grievance to attempt to adjust the matter.  The Director of Public Works or designee shall 

submit a written response within seven (7) business days of the conference.  If the conference is 

not scheduled, the Director of Public Works or designee shall respond to the grievance in writing 

within seven (7) business days of receipt of the appeal.   

STEP THREE: VILLAGE ADMINISTRATOR  
If the grievance remains unsettled at Step Two, the Union may advance the written 

grievance to the Village Administrator within seven (7) business days of the response in Step Two 

or when such response was due.  The Village Administrator or his/her designee shall schedule a 

conference within seven (7) business days of receipt of the grievance to attempt to adjust the 

matter.  The Village Administrator or designee shall submit a written response within seven (7) 

business days of the conference.  If the conference is not scheduled, the Village Administrator or 

designee shall respond to the grievance in writing within seven (7) business days of receipt of the 

appeal.   

STEP FOUR: ARBITRATION  
If the grievance remains unsettled after the response in Step Three, the Union may refer 

the grievance to arbitration within seven (7) business days of the Step Two response.  The Union 

shall request the Federal Mediation and Conciliation Service to submit a panel of seven (7) Illinois-

based Arbitrators.  The parties shall alternately strike the names of Arbitrators, taking turns as to 

the first strike.  The Union shall strike the first name from the first list.  The person whose name 

remains shall be the Arbitrator, provided that either party, before striking any names, shall have 

the right to reject one (1) panel of Arbitrators.   

Both parties shall have the right to request the Arbitrator to require the presence of 

witnesses and/or documents.  Each party shall bear the costs of its own witnesses.  Questions of 

arbitrability shall be decided by the Arbitrator.  The Arbitrator shall make a preliminary 

determination on the question of arbitrability.  If it is determined that the matter is arbitrable, the 
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Arbitrator shall then proceed to determine the merits of the dispute.   

In the conduct of any arbitration under this Article, the rules and procedure governing the 

conduct of arbitration proceedings of the American Arbitration Association shall control, except 

where specifically limited by this Article.  The Arbitrator shall have no right to amend, modify, 

nullify, ignore, add or subtract from the provisions of this Agreement.   

The Arbitrator shall only consider and make a decision with respect to the specific issue or 

issues of contract interpretation or application appealed to arbitration and shall have no authority 

to make a decision on any other issue not so submitted.   

The expenses and fees of the Arbitrator and the cost of the hearing room shall be shared 

equally by the parties.  Nothing in this Article shall preclude the parties from agreeing to the 

appointment of a permanent Arbitrator(s) during the term of this Agreement or to use the expedited 

arbitration procedures of the American Arbitration Association.   

If either party desires a verbatim record of the proceedings, it may cause such to be made, 

providing it pays for the record and makes a copy available without charge to the Arbitrator.  If 

the other party desires a copy, it shall equally pay for the expense of such.   

The Arbitrator shall render his/her decision in writing to the parties within thirty (30) 

calendar days following the close of the arbitration hearing or the submission date of briefs, 

whichever is later.  The Arbitrator shall support his/her findings with a written opinion.  The 

decision and opinion shall address solely the issue(s) raised in the written statement of the 

grievance as to whether there has been a violation of this Agreement.  The award shall be consistent 

with applicable laws and rules and regulations of administrative bodies that have the force or effect 

of law.  The award shall clearly direct the parties as to what action(s) must be taken in order to 

comply with the award.   

The decision and award of the arbitration shall be final and binding to the Union, 

employee(s) and Employer.  Such decision shall be within the scope and terms of this Agreement 

but shall not change any of its terms or conditions.   

SECTION 9.4: GRIEVANCE FORMS  
The written grievance required under this Article shall be on a form which shall be provided 

by the Union.  It shall contain a statement of the Grievant’s complaint, the section(s) of this 
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Agreement that have been allegedly violated, the date of the alleged violations and the relief being 

sought.  The form shall be signed and dated by the Grievant and/or his/her representative.  An 

improper grievance form, date, section citation or other procedural error shall not be grounds for 

denial of the grievance.   

SECTION 9.5: SETTLEMENTS AND TIME LIMITS  
If a grievance is not filed or appealed within the time limits specified in this Article, the 

grievance shall be deemed to have been waived.  If the Employer or any of its representatives fails 

to respond within the required time limits, the grievance shall automatically be moved to the next 

step.  Any grievance not appealed to the next succeeding step in writing and within the appropriate 

number of work days of the Employer’s last answer will be considered settled on the basis of the 

Employer’s last answer and shall not be eligible for further appeal, except that the parties may, in 

any individual case (except discharge cases), extend this limit by unilateral written notice.   

SECTION 9.6: UNION STEWARDS  
Two (2) duly authorized bargaining unit representatives shall be designated by the Union 

as the Stewards.  The Union will provide written notice to the Director of Public Works to identify 

the Stewards.   

ARTICLE X 
HOLIDAYS/PERSONAL TIME 

SECTION 10.1: GENERAL INFORMATION  
Holidays are:  

New Year’s Day Day after Thanksgiving 
Memorial Day Christmas Eve Day 
Independence Day Christmas Day 
Labor Day Thanksgiving Day  

SECTION 10.2: SPECIFIC APPLICATIONS  
When a holiday falls on a Saturday or Sunday, the Employer will designate a date for 

observance contiguous to the holiday weekend.   
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SECTION 10.3: HOLIDAY PAY  
All employees shall receive eight (8) hours pay for each holiday.  Pursuant to Section 

5.4(B) of this Agreement, employees who work on a holiday shall additionally be compensated at 

two (2) times their regular rate of pay for all time actually worked on a holiday, with a guaranteed 

minimum of two (2) hours should an employee be called out on a holiday.   

The holiday pay premium and minimum guarantee shall apply only on the actual date of 

the holiday, not the date designated by the Employer for observance pursuant to Section 10.2.  The 

holidays which may be affected are: New Year’s Day, Fourth of July, Christmas Eve, and 

Christmas Day. 

SECTION 10.4: PERSONAL TIME 
At the start of each fiscal year (May 1st) all full-time employees shall  receive thirty two 

(32) hours of personal time off with pay to be used in each fiscal year.   Personal time for new 

hires shall be pro-rated as follows:  hire date May 1 to July 31: 32 hours; hire date August 1 to 

October 31: 24 hours; hire date November 1 to January 31: 16 hours; hire date February 1 to March 

31: 8 hours; hire date April 1 to April 30: no personal time for current fiscal year.  Where 

practicable, employees shall notify the Employer of his/her intent to use  personal time  within 

forty-eight (48) hours in advance of the personal time.  Any personal time  not used within the 

fiscal year will be lost.  There is no “pay in lieu” available for unused personal time.  Unused 

personal time is forfeited upon separation from employment for any reason with the Employer.   

SECTION 10.5  PAID LEAVE ACT 
Pursuant to the Paid Leave for All Workers Act, 820 ILCS 192/, as amended, the parties 

hereby clearly and unambiguously waive the requirements under the Act for full time employees 

covered by this collective bargaining agreement.  The Village, pursuant to its home rule authority, 

passed Ordinance 2023-84, opting out of the Act’s provisions.  The parties agree that reasonable 

paid leave benefits are currently provided to all full time employees under existing policy and 

Ordinance. 

Part time Public Works personnel covered by this collective bargaining agreement are 

eligible to accrue paid leave at a rate of one hour of leave for every 40 hours of actual time worked.  

Use of paid time off or unpaid leave does not count as time worked.  Total time accrued is limited 
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to a maximum of 40 hours in a 12 month period.  The 12 month period is defined as the fiscal year 

May 1 – April 30.   

Up to 40 hours of paid leave may be used during the 12 month period.  Unused leave will 

be carried over into the next fiscal year; however, in no instance may more than 40 hours of paid 

leave be used in the 12 month period.  Paid leave must be used in a minimum of two (2) hour 

increments. 

If leave is foreseeable, a minimum seven (7) calendar days’ notice is required prior to using 

paid leave. 

Unforeseeable leave is subject to current department policy, including notification 

provisions.  

In all cases, the Department reserves the right to deny use of paid leave due to operational 

necessity, consistent with current department policy. 

Upon separation / retirement from employment, remaining unused paid leave shall be 
forfeited. 

ARTICLE XI 
VACATIONS 

SECTION 11.1: VACATION ACCRUAL  
Employees are eligible for vacation after one (1) year of continuous employment.  Vacation 

hours shall accrued and be credited annually; increases in annual vacation hours shall be based on 

the completed years of service as indicated below.  “Completed years of service” shall mean the 

completion of a twelve (12) month period ending in the subsequent year.    Requests for vacation 

time use are handled in accordance with the provisions of the applicable collective bargaining 

agreement and department guidelines concerning scheduling of time off.   

Completed Years of Service Months of Service Annual Vacation Hours 
Less than 1 year of completed service 0-11 0 hours 
After 1 completed year of service through 5 
years of completed service 

12-71 80 hours 

After 6 completed years of service through 10 
years of completed service 

72-131 120 hours 

After 11 completed years of service 132-143 128 hours 
After 12 completed years of service 144-155 136 hours 
After 13 completed years of service 156-167 144 hours 
After 14 completed years of service through 19 
years of completed service 

168-239 160 hours 

After 20 or more completed years of service 240+ 200 hours 
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SECTION 11.2: VACATION USAGE  
 (A) Employees may carry over up to forty (40) hours of unused vacation time from year to 

year.   

(B) New employees shall be eligible for vacation usage after successfully completing their 

probation period.   

(C) Subject to operating needs, vacation may be used in a minimum of thirty (30) minute 

increments.   

SECTION 11.3: ACCUMULATED VACATION AT SEPARATION  
(A) Upon separation, an employee who has successfully completed probation shall be paid for 

all unused, accrued vacation time based on the employee’s current rate of pay.   

(B) In the event of the employee’s death, compensation for all unused vacation allowances 

shall be paid to his/her beneficiary.   

 SECTION 11.4:  TIME OFF REQUESTS 

No later than April 1st of each year, a time off request calendar will be created for 

employees for the period of May 1st through the following April 30th.  The Village shall maintain 

an open calendar that provides for individual time slots that shall be selected by seniority and 

updated between employee selections.  During this time off election period, employees shall select 

both winter and standard preferred time, which shall be selected by seniority, and non-preferred 

time off at the time of the employee’s selection.  All time off requests submitted during the election 

period for time off dates between November 15th and March 15th are considered winter preferred 

time and cannot be canceled once selected, which shall be by seniority.  An employee who requests 

time off as winter preferred time for a Saturday must take eight (8) hours of vacation time off on 

the preceding work day.  An employee who requests time off as winter preferred time for a Sunday 

must take eight (8) hours of vacation time off on the subsequent work day.  An employee who 

requests a Saturday and Sunday off as winter preferred time must also request eight (8) hours of 

vacation time off either on the prior work day preceding the Saturday or the subsequent work day 

following the Sunday, at the employee’s discretion.  Winter preferred time off requests must be 

made in twenty-hour (24) hour blocks starting at 12:00 a.m..  When an employee elects time off 

as winter preferred time, the employee is off of work and shall not report to work.   

Standard preferred time is also selected by seniority for the year during the time off election 



 

 18 

period.  An employee may cancel standard preferred time without penalty throughout the year and 

the employee does not need to utilize eight (8) hours of vacation time prior to a Saturday, Sunday 

or entire week off.   

After conclusion of preferred time off elections, the remainder of time off is on a first come, 

first serve basis, which may be cancelled without penalty.  Requests for time off must be made in 

accordance with current procedures.  

When a Village designated holiday falls during scheduled time off, the employee will 

receive holiday pay for the day and will not be charged time off.  No more than two (2) employees 

may be absent at one time on vacation, personal time, pay-in-lieu personal time, or compensatory 

time during the winter snow season from November 15 through March 15.  Time off usage outside 

of the winter snow season may be taken subject to operating needs. 

ARTICLE XII 
SICK LEAVE 

SECTION 12.1: SICK LEAVE ACCRUAL  
Employees shall accrue eight (8) hours sick leave per month.  There is no limit on the 

amount of sick leave an employee may accrue.  Sick leave pay is to be used for the specific purpose 

of covering time lost for any of the following reasons:  

1. Any bona-fide personal illness which results in time away from work.  Employees must 

present proof of illness provided by a physician, physician’s assistant, or nurse practitioner 

and release to return to full duty when an absence from work extends to more than three 

(3) consecutive working days.   

2. An illness, injury or medical appointment of the employee’s spouse; domestic partner; 

child; step-child; parent; sibling; mother-in-law; father-in-law; grandchild; grandparent; or 

step-parent where it can be shown that the employee’s absence from work is required.  If 

requested by a supervisor, written verification is required from a health care professional 

(defined as a physician, physician’s assistant, or nurse practitioner).  A maximum leave of 

six (6) sick days may be authorized in this situation.  Additional leave may be granted for 

this purpose by the Village Administrator.     

3. Medical, dental or optical appointments and examinations.   

4. Leave under the Family Bereavement Leave Act as specified in Section 13.3 
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Sick leave pay shall not be considered a right that an employee may use at his/her 

discretion, but shall be allowed as a privilege in such cases as outlined above.  Utilizing sick leave 

for vacations or out of area travel not consistent with the need to receive medical treatment or to 

attend to ordinary or necessary activities related to personal or family needs is not permitted.  If 

an employee is suspected of utilizing sick leave for activities not covered by sick leave, an 

investigation will be conducted.  Any employee who  fraudulently uses  sick leave will be subject 

to disciplinary action, up to and including, discharge.   

In the case of a prolonged personal illness, the employee may be subject to Family and 

Medical Leave provisions as found in Section 13.4.    Should sick leave benefits be exhausted, an 

employee will be required to utilize accrued vacation leave.  If sick leave and vacation benefits are 

exhausted and the employee is still unable to return to work, application may be made to the 

respective pension plan for disability benefits.  It is recommended that application for disability 

benefits be completed before accrued sick leave and vacation benefits are exhausted.   

Employees are not eligible for compensation for any unused accumulated sick leave when 

separating employment for any reason with the Employer.   

SECTION 12.2: ANNUAL SICK LEAVE BUYBACK INCENTIVE  
Employees are provided with a plan for utilizing unused sick leave.  Sick time used during 

the year is deducted from the maximum time an employee is eligible to accrue from a twelve (12) 

month period running from the starting date of the first pay period in December through the ending 

date of the second pay period in November of the following year, not from the employee’s 

previously banked sick time.  The maximum amount of sick time an employee can accrue during 

this 12 month period is ninety-six (96) hours.  Each November, an employee must bank at least 

forty (40) hours of sick time if available.  Unused sick time, in excess of the time banked, may be 

utilized in any combination of the following ways:  

1. May be banked for future sick leave;  

2. May be taken as "pay in lieu", subject to a maximum of seven (7) days.  Sick days taken 

as "pay in lieu" will be paid in December of the respective year;  

3. A maximum of  thirty two (32) hours of unused sick leave may be converted to personal 

time off.  Unused sick leave converted to personal time must be used by the ending date of 
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the second pay period in November of the following year.  This time is not eligible for 

carryover, for pay in lieu or for other compensation if the employee separates employment 

for any reason.     

SECTION 12.3: PENSION BENEFIT AT RETIREMENT  
At retirement, an employee’s sick leave days may be credited as days worked for purposes 

of pension benefits pursuant to rules of the Illinois Municipal Retirement Fund.
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ARTICLE XIII 
LEAVES OF ABSENCE 

SECTION 13.1: DISABILITY LEAVE  
Medical and Disability Leave (non-work related) shall be provided in accordance with 

the policy set forth in the Village of Gurnee Personnel Policy Manual, as amended.   

SECTION 13.2: DISCRETIONARY LEAVE OF ABSENCE  
Employees with more than one (1) year of continuous, full-time employment are eligible 

to request a unpaid personal leave of absence in accordance with the policy set forth in the Village 

of Gurnee Personnel Policy Manual, as amended.  

SECTION 13.3: BEREAVEMENT/FUNERAL LEAVE  
When death occurs in the immediate family of any bargaining unit employee, said 

Employee shall be granted up to a maximum of three (3) work days off without loss of pay.  

“Immediate family member” in this context is defined to be:  spouse, father, mother, son, daughter, 

step-child, brother, sister, grandparent, grandchild, mother-in-law, or father-in-law.  Bereavement 

/ funeral leave for certain extended family members not covered in the above definition such as an 

uncle, aunt, step-parent, or grandparent of a spouse may be granted with the approval of the 

Department Head.  

Family Bereavement Leave Act:  an eligible employee who experiences the loss of a covered family 

member (defined as spouse/domestic partner; sibling; parent / step-parent; mother-in-law; father-in-

law; grandchild; grandparent; biological child; adopted child; foster child; or step-child) or who 

experiences an unexpected lack of parenthood (including miscarriage, stillbirth; diagnosis that 

negatively impacts pregnancy or fertility; an unsuccessful round of intrauterine insemination or of an 

assisted reproductive technology procedure; a failed adoption match or an adoption that is not finalized 

because it is contested by another party; and failed surrogacy agreement) may be eligible for up to ten 

(10) work days  of unpaid bereavement leave under the Family Bereavement Leave Act, as amended.  

An eligible employee may elect to substitute paid time off, including sick time, for unpaid leave.   

Leave may be taken to attend the funeral or alternative to a funeral; make arrangements necessitated 

by the death of the covered family member; and to grieve the death of the covered family member. 

To be eligible, an employee must have at least twelve (12) months of service and worked at least 1,250 

hours during that time.  In the event of more than one covered family member in a 12-month period, 
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an employee is entitled to a total of 6 weeks (30 work days) of bereavement leave during the 12-month 

period.  Reasonable documentation concerning the need for leave may be requested.  Leave must be 

taken within sixty (60) days after the date on which the employee receives notice of a covered family 

member’s death or date on which another qualifying event occurs. 

Child Extended Bereavement Leave Act:  an eligible full time employee with a least two (2) weeks of 

service is entitled to use a maximum of six (6) weeks of unpaid leave if the employee experiences the 

loss of a child [defined as the employee’s biological, adopted, or foster child; a step child, a legal ward, 

or a child of a person standing in loco parentis] by suicide or homicide.  Leave may be taken in a single 

continuous period or intermittently in increments of no less than 4 hours.  Reasonable advance notice 

of the intent to take leave may be required, unless such notice is not reasonable and practicable.  Leave 

must be completed within one (1) year after notification to the employer by the employee of the loss 

of a child.  Reasonable documentation concerning the need for leave may be requested.  An eligible 

employee may elect to substitute paid time off, including sick time, for unpaid leave.  This Act does 

not extend the maximum period of leave to which an employee is entitled under the federal Family 

and Medical Leave Act or under any other paid or unpaid leave provided under applicable law, 

collective bargaining agreement, or other employment policy. 

SECTION 13.4: FAMILY AND MEDICAL LEAVE  
Eligible employees may take family and/or medical leave for qualifying reasons as defined 

by the Family and Medical Leave Act (FMLA), as amended.  Any such leave taken shall be in 

accordance with the FMLA and Village practice.     

SECTION 13.5: JURY DUTY LEAVE  
An employee whose service on a jury occurs during hours that the employee would have 

been regularly scheduled to work shall receive full pay for days or portions thereof on which the 

employee must be present for such service and for up to twenty (20) work days.  The employee 

shall present a certificate evidencing his/her service as a juror.  Employees are expected to return 

to work directly after release from jury duty when possible (i.e., when jury duty does not last the 

entire day).   

SECTION 13.6: MILITARY LEAVE  
A military leave of absence shall be provided in accordance with the policy set forth in the 

Village of Gurnee Personnel Policy Manual, as amended.    
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ARTICLE XIV 
HEALTH AND WELFARE 

 Full time bargaining unit members shall be eligible for benefits provided through the 

Midwest Operating Engineers Local 150 Health and Welfare Fund, hereinafter called the 

“Union’s insurance plan”.    Bargaining unit members shall have no right to re-entry into the 

Employer’s group health or dental plans; shall not be eligible to elect COBRA through the 

Employer’s group health or dental plans; and shall not be eligible to elect retiree coverage 

through the Employer’s group health or dental plans.   

Bargaining unit members must notify the Human Resources Director in writing of any 

changes in life status that may impact whether the employee has dependent insurance coverage, 

such as marriage, birth, death, divorce, legal separation, dependent reaching limiting age, and 

any other qualifying reasons.  Such notice must be received by the Director of Human 

Resources within thirty one (31) days of the event occurring; failure by the employee to provide 

notification of a life status change shall result in the employee being responsible for the 

payment of the premiums or claims paid for an ineligible participant and/or in denial of 

coverage by the insurance carrier or plan sponsor.   

The Union is solely responsible for the administration of COBRA, HIPAA, and other 

applicable federal and state mandates for the Union’s insurance plans.    In order for the Union 

to offer coverage under COBRA, HIPAA, or other applicable federal and state mandates, the 

employee must notify the Union’s insurance plan of the applicable change in life status in 

accordance with the Union’s insurance plan requirements.  Failure by the employee to provide 

notification on a timely basis of life status changes shall result in the employee being 

responsible for the payment of the premiums or claims paid for an ineligible participant and/or 

in denial of coverage by the insurance carrier or plan sponsor.  Bargaining unit members 

electing COBRA coverage for themselves or their dependents shall be responsible for 100% of 

the premium costs plus applicable administrative fees.  

The Union further recognizes that all Union insurance plan claim inquiries, complaints, 

and grievances are not the responsibility of the Employer.  The extent and scope of coverage 

under the Union’s insurance plan shall be resolved according to the terms and conditions of 

said plan and shall not be subject to the grievance and arbitration procedure of the parties’ 

collective bargaining agreement.  As long as the Employer makes timely payments for the 
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coverage of  bargaining unit employees under the Union’s insurance plan as provided above, 

the Union shall indemnify and hold harmless the Employer, its members, officers, 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 or by reason of the Employer’s 

agreement to pay for insurance coverage for bargaining unit employees under the Union’s 

insurance plan. 

Throughout the term of the parties’ collective bargaining agreement and for so long as 

required by law, the Union and the authorized Trustees of the Union’s insurance plan represent 

and agree that they will comply with all applicable laws to ensure that the Union’s insurance 

plan offered to bargaining unit employees includes retiree health insurance to covered 

bargaining unit employees sufficient to satisfy the obligations of both the Employer and the 

Union and required by applicable Federal or State law.  Bargaining unit members electing 

retiree coverage through the Union’s insurance plan for themselves and their dependents shall 

be responsible for 100% of the premium cost of retiree coverage. 

 The monthly premium contributions paid for by the Village  are set forth as follows: 

Effective May 1, 2025: 
Single Coverage   $1,001.00 
Employee Plus One Coverage $2,002.00 
Family Coverage   $3,053.00 

 
 Each May 1 thereafter, the cost of the Plan shall increase no more than ten percent (10%) 

or the rate set by the actuaries for the Fund Plan, whichever is less.  If the cost of the Plan 

increases by more than seven percent (7%) in a fiscal year, the parties agree to reopen the 

contract for the purpose of negotiating wages for that respective fiscal year.    

ARTICLE XV 
EMPLOYEE TRAINING AND EDUCATION 

SECTION 15.1: COMPENSATION  
The Employer agrees to compensate all bargaining unit employees at the appropriate 

straight time or overtime rate for time spent (including transportation time) at all training, schools, 

and courses which the Employer requires an employee to attend during off-duty hours.  When an 

employee is required to use his/her own automobile, mileage reimbursement for sites farther than 
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ten (10) miles one way shall be paid at the rate set by the Internal Revenue Service.  Employees 

shall be reimbursed for travel costs pursuant to the Village of Gurnee Personnel Policy Manual. 

SECTION 15.2: LICENSES  
Employees shall maintain all required licenses and certification as required by the position 

and/or deemed appropriate by the Employer to perform the duties of the position.  The Employer 

shall reimburse all bargaining unit employees required to have any of the following licenses or 

certifications:  CDL-A with air breaks and tanker endorsement,  ISA, Pesticide, ASE, IMSA and 

Water Operator license, and all other licenses or certifications as may be required for the employee 

to perform the duties of the position.  The cost of said license including renewals and any 

professional affiliation fees or endorsements the employee is required to obtain and maintain shall 

be reimbursed by the Employer.   

CDL license reimbursements:  no reimbursement shall be provided for failed attempts to 

obtain CDL licensing with the exception of CDL-A licensing.  IL CDL-A reimbursement – costs 

will be reimbursed one time [currently $65].  If not obtained within three attempts, additional 

testing attempts will not be reimbursed.  WI CDL-A reimbursement – up to a total of $300 in costs 

will be reimbursed: for each section [currently $50 per section] plus one fail / retest per section 

[currently $50 each].  Any additional retesting for failed sections will not be reimbursed.  

SECTION 15.3: TUITION ASSISTANCE PROGRAM  
With Department Head prior approval, bargaining unit employees may voluntarily 

participate in the Tuition Assistance Program in accordance with the Village of Gurnee Personnel 

Policy Manual. 

ARTICLE XVI 
SAFETY 

SECTION 16.1: COMPLIANCE WITH LAWS  
In order to maintain safe working conditions, the Employer and employees shall conduct 

themselves and perform work in a manner consistent with safe practices and shall comply with all 

safety laws applicable to Department operations.   

SECTION 16.2: UNSAFE CONDITIONS  
Employees who reasonably and justifiably believe that their safety and health are in danger 

due to an alleged unsafe working condition, equipment or vehicle, shall immediately inform their 
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supervisor who shall have the responsibility to determine what action, if any, should be taken, 

including whether or not the job assignment should be discontinued or working conditions 

modified.   

ARTICLE XVII 
LABOR-MANAGEMENT MEETINGS 

SECTION 17.1: LABOR-MANAGEMENT CONFERENCES  
The Union and the Employer mutually agree that in the interest of efficient management 

and harmonious employee relations, meetings shall be held between Union and Employer 

representatives when appropriate.  Such meetings shall be scheduled within one (1) week of either 

party submitting an agenda to the other, or at a time mutually agreed upon by the parties, and shall 

be limited to:  

(A) Discussion of the implementation and general administration of this Agreement;  

(B) A sharing of general information of interest to the parties;  

(C) The identification of possible health and safety concerns.   

A Union representative and/or Union Stewards may attend these meetings.  The Employer may 

assign appropriate management personnel to attend.   

SECTION 17.2: PURPOSE  
It is expressly understood and agreed that such meetings shall be exclusive of the grievance 

procedure.  Such meeting shall be chaired by the Employer representative and there shall be no 

loss of wages for attendance by Union Stewards and/or affected bargaining unit employees.  

Grievances and arbitrations shall not be discussed at such meetings.   

ARTICLE XVIII 
SUBCONTRACTING 

The rights of contracting or subcontracting remain vested in the Employer.  Upon deciding 

to subcontract beyond current practices and except in case of an emergency, the Employer agrees 

to provide to the Union notice of the subcontracting and shall, upon timely request, meet and 

discuss with the Union the anticipated impact of the subcontracting.  Failure to timely request such 

meeting shall act as a waiver of the Union’s right to meet and discuss the anticipated impact of the 

subcontracting.   
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ARTICLE XIX 
UNIFORMS AND EQUIPMENT 

SECTION 19.1: UNIFORMS/BOOTS  
The current Gurnee Public Works Uniform Policy, attached to this Agreement as Appendix 

B, as amended, sets forth the guidelines for uniforms to be worn by employees while performing 

any job-related function for the Employer.  An employee shall wear only items outlined in the 

uniform policy and will not be permitted to work out of uniform.   

A clothing allowance shall be paid in a lump sum in a separate check, subject to 

applicable tax withholding, with the first pay period in May.  New employees that have not yet 

completed the probationary period at the time the clothing allowance is paid shall receive a pro-

rated clothing allowance amount, based on the months of employment completed prior to May 

1st.  Effective May 1, 2021, the clothing allowance amount shall be five hundred dollars 

($500.00) per year. Effective May 1, 2023, the clothing allowance shall increase to five hundred 

and fifty dollars ($550) per year. 

SECTION 19.2: PROTECTIVE CLOTHING  
The Employer shall provide all necessary items of protective clothing and safety gear.   

SECTION 19.3: TOOL ALLOWANCE  
The Employer shall continue its current practice regarding the purchase of mechanic’s tools 

for use by the employees.  All tools remain as Employer property at all times.   

ARTICLE XX 
PERSONNEL RECORDS 

SECTION 20.1: PERSONNEL RECORDS  
The personnel record is available during regular business hours for an employee and/or 

his/her designee to review.   

SECTION 20.2: RIGHT OF INSPECTION AND COPIES  
An employee will be granted the right to inspect his/her personnel and/or medical records 

during working time no more than two (2) times per year.  An employee may obtain a copy of 

his/her record upon request to the Department Head.  Copies shall be provided, at no charge to the 

employee, within two (2) business days.   
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SECTION 20.3: REMOVAL OF DISCIPLINARY RECORDS  
All disciplinary records, except for drug and alcohol violations, which shall remain for five 

(5) years from occurrence, shall automatically be removed from an employee’s file after three (3) 

years from occurrence, provided the conduct which led to the discipline has not recurred during 

that time period.   

ARTICLE XXI 
NON-DISCRIMINATION 

Both the Employer and the Union agree not to discriminate against any employee in 

violation of any applicable federal, state or local law.  Neither the Employer nor the Union shall 

discriminate in any way against any employee on account of his/her union activity or refraining 

from such activity.  Rights of employees pursuant to this Article are not exclusive and shall be 

inclusive of any and all other remedies available to them by law.   

ARTICLE XXII 
NO STRIKE / NO LOCKOUT 

SECTION 22.1: NO STRIKE  
Neither the Union nor its agents or employees, nor any employees covered by this 

Agreement, will call, initiate, authorize, participate in, sanction, encourage or ratify any strike, 

sympathy strike, slowdown, work stoppage, picketing or concerted interference with any matters 

involving the Employer or its agents, regardless of the reason for so doing, where such work 

interruption will result in deprivation of public services.   

SECTION 22.2: CONSEQUENCES OF A STRIKE  
(A) Resumption of Operations and Union Liability.  In the event of action prohibited by Section 

21.1 above, the Union and any stewards appointed under this Agreement immediately shall 

disavow such action and request the employees to return to work, and shall use their best 

efforts to achieve a prompt resumption of normal operations.  The Union, including its 

officials and agents, shall not be liable for any damages, direct or indirect, upon complying 

with the requirements of this Section.   

(B) Discipline of Strikers.  Any employee who violates the provisions of Section 21.1 above 

shall be subject to discipline, including immediate discharge.  The Employer retains all 

rights set forth in Section 17(b) of the Illinois Public Labor Relations Act.  An employee 

disciplined for violating this Article shall have no recourse to the grievance procedure 
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except for the limited purpose of disputing the occurrence of a violation of this Article but 

not to challenge the amount or level of discipline imposed.   

(C) Judicial Restraint.  Nothing contained herein shall preclude the Employer or the Union 

from obtaining judicial restraint and damages in the event the other party violates this 

Article.  There shall be no obligation to exhaust any other remedies before instituting court 

action seeking judicial restraint and/or damages.   

SECTION 22.3: NO LOCKOUT  
The Employer agrees not to lockout employees during the term of this Agreement.   

ARTICLE XXIII 
AGREEMENT 

This Agreement constitutes the complete and entire agreement between the parties, and 

concludes collective bargaining between the parties for its term.  This Agreement supersedes and 

cancels all prior practices and agreements, whether written or oral, which conflict with the express 

terms of this Agreement.  If a past practice is not addressed in this Agreement, it may be changed 

by the Employer as provided in the Management Rights Article.  The parties acknowledge that, 

during the negotiations which resulted in this Agreement, each had the unlimited right and 

opportunity to make demands and proposals with respect to any subject or matter not removed by 

law from the area of collective bargaining, and that the understandings and agreements arrived at 

by the parties after the exercise of that right and opportunity are set forth in this Agreement.  Except 

as may be stated in this Agreement, each party voluntarily and unqualifiedly waives the right, and 

each agrees that the other shall not be obligated to bargain collectively with respect to any subject 

or matter referred to, or covered in this Agreement or with respect to any subject or matter not 

specifically referred to or covered in this Agreement, provided that such subject or matter was 

reasonably within the knowledge or contemplation of the parties at the time this Agreement was 

executed. 

ARTICLE XXIV 
WAGES 

SECTION 24.1: WAGE RATES  
The annual base salary wage rate (excluding longevity pay) for May 1, 2025; May 1, 

2026; and May 1, 2027 for bargaining unit personnel shall be as set forth in Appendix A, 

attached hereto and made a part of this Agreement.  On May 1, 2028, the annual base salary 
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wage rate will be increased by 3.5%.   

SECTION 24.2: LONGEVITY PAY  
The Employer provides a longevity pay plan to recognize an employee’s time of service to 

the Employer.   

An employee will become eligible for longevity pay on December 31st following the  

employee’s eight year anniversary of full-time employment with the Employer.  An employee will 

receive $100 following his/her 8th and 9th anniversary; $200 in longevity pay on the December 

31st following his/her 10th and 11th anniversary; $400 in longevity pay on the December 31st 

following his/her 12th and 13th anniversary; $600 in longevity pay on the December 31st 

following his/her 14th and 15th anniversary date; $800 on the December 31st following his/her 

16th and 17th anniversary date; $1,000 in longevity pay on December 31st following his/her 18th 

and 19th anniversary date; and $1,200 in longevity pay on the December 31st following his/her 

20th anniversary.   

Longevity pay will be calculated through December 31st of each calendar year and paid in 

December. Employees must be working in his/her regular full-time schedule and be actively 

employed during the payroll in which longevity is paid to receive longevity pay for the year.  

Employees receiving compensation through Village payroll due to a workers compensation injury 

or on FMLA at the time longevity pay is issued are eligible for longevity pay for the year.    

Employees on inactive status who are not accruing time off or receiving benefits through the 

Employer at the time longevity is paid will receive pro-rated longevity pay for the portion of the 

year the employee was actively employed.  The maximum amount of longevity pay an employee 

will receive in any calendar year is $1,200.  There shall be no pro-rata longevity pay for employees 

separating or retiring prior to the date the longevity pay is made.   

SECTION 24.3: STEP UP PAY 
Maintenance Worker I or Maintenance Worker II employees assigned mechanic duties 

shall be paid an additional 5% over their classified rate for all hours worked as a mechanic. 

SECTION 24.4:  ACT UP PAY 
In the event a Lead Maintenance Worker is unable to fulfill the job duties of the position 

due to an absence of twenty (20) or more consecutive workdays and the absence, in the best 
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estimate of the Village, will continue for more than 30 work days, the Director of Public 

Works/designee will select an Acting Lead Maintenance Worker.  The decision for selecting an 

Acting Lead Maintenance Worker shall be made following Section 26.2 of the collective 

bargaining agreement.   

 The employee selected for the Acting Lead Maintenance Worker position shall be paid an 

additional 5% act up pay over his/her classified rate prospectively beginning with the first day of 

actual work performed in the position.  Act up pay will not apply during absences (sick, 

vacation, etc.) from work.  Upon the return of employment of the Lead Maintenance Worker, the 

5% act up pay for the Acting Lead Maintenance Worker shall immediately cease. 

 If the Lead Maintenance Worker is unable to return to the position within 180 work days 

from the date the absence began, the Village and Union will meet to evaluate the employee’s 

position at that time.  The Employer shall post for the position of Lead Maintenance in 

accordance with the provisions of Article XXVI.  During the posting and selection period, the 

Acting Lead Maintenance Worker shall remain in that capacity.  If not selected to fill the 

vacancy, the Acting Lead Maintenance Worker shall be returned to his prior position and pay 

and benefits shall be adjusted accordingly.   

 
ARTICLE XXV 

DRUG AND ALCOHOL POLICY 
The drug and alcohol policy in effect for all bargaining unit employees required to have a 

Commercial Driver’s License is made a part of this Agreement and is incorporated by reference.  

Application of the policy by the Employer is subject to Article IX, Grievance Procedure.  It is 

further agreed that beginning on the effective date of this Agreement, the parties agree that there 

will be “zero tolerance” for a positive test result for illegal drugs.  That is, should an employee test 

positive for illegal drugs as determined by the CDL Rules and Regulations, the Village may 

terminate said employee for a first positive test.  The parties also agree to continue to discuss issues 

related to alcohol use throughout the life of this Agreement. 



 

 32 

ARTICLE XXVI 
FILLING OF VACANCIES 

SECTION 26.1: POSTING  
Whenever the Employer determines there is a vacancy in an existing job classification or 

that a new bargaining unit job has been created, a notice of such vacancy shall be posted on all 

bulletin boards for ten (10) working days.  During this period, employees who wish to apply for 

such vacancy, including employees on layoff, may do so.   

SECTION 26.2: FILLING OF VACANCIES — GENERAL  
When a vacancy occurs in the bargaining unit other than for an entry level position, and 

the Employer determines that it will fill the vacancy, the Employer's decision on who shall fill the 

vacancy shall be based upon an applicant's satisfying the basic criteria for consideration such as, 

required license(s) and certifications as established by the Employer, and also upon the applicant’s 

demonstration of the necessary skill and ability in performing the duties of the position as 

determined by the Employer.  The Employer shall select the most qualified applicant for the 

vacancy.  For purposes of this paragraph, the “most qualified applicant” shall be defined as the 

one who has the greater skills and experience among those filing timely applications to fill the 

vacancy.  When two applicants are qualified, the Employer agrees that, in filling the vacancy, an 

applicant from within the bargaining unit shall have precedence over an applicant from outside the 

bargaining unit, and an employee-applicant with greater seniority shall have precedence over an 

employee-applicant with lesser seniority. 

SECTION 26.3: ADVANCEMENT TO MAINTENANCE WORKER II POSITION  
Upon completion of three (3) years of service as a Maintenance Worker I and three (3) 

performance evaluations that meet or exceed standards in all categories rates, the incumbent 

employee shall be promoted to the Maintenance Worker II position.  Maintenance Worker I 

employees shall, during their first three (3) years of service, be given opportunities to train to 

become a Maintenance Worker II.  Maintenance Worker I employees shall obtain and maintain a 

CDL- A as  requirement of promotion and shall be given opportunities to obtain said license during 

the first three (3) years of service.    

SECTION 26.4:  DIRECT HIRE of MAINTENANCE WORKER II POSITION 
The Director of Public Works may hire directly into the position of Maintenance Worker 

II when the number of on call eligible staff in a respective division is below 70% and a vacancy 
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exists due to no eligible or qualified internal candidates.  The Department has sole discretion in 

determining the specific skill sets and work experience required to fill a direct hire Maintenance 

Worker II vacancy.  A direct hire Maintenance Worker II will not have seniority over current 

employees.  The Department reserves the right to adjust compensation up to Step 3 of the 

Maintenance Worker II pay scale and benefits as appropriate based on the experience and training 

of a direct hire Maintenance Worker II. 

SECTION 26.5  LEAD MAINTENANCE WORKER POSITION 
The position of Lead Maintenance Worker (LMW) was established to address the need for 

additional administrative oversight and front line field supervision of various work crews, in 

addition to the performance of job duties required of a Maintenance Worker II / Mechanic.  Three 

(3) LMW positions will be in the Street Division; two (2) LMW positions in the Utility Division; 

and one (1) LMW Mechanic in the Fleet Division.   

The position of LMW requires skill and abilities above and beyond the Maintenance 

Worker II / Mechanic position and shall be filled by the same criteria as is set forth in Section 26.2 

of this agreement, with the understanding that the positions shall be filled by current bargaining 

unit employees and shall not create a backfill situation as a result of current employees being 

selected to fill this position.  Employees selected to fill this position shall be provided a reasonable 

amount of training in the position. 

An employee selected to fill this position shall receive no less than a 5% pay increase in 

recognition of the increased job responsibilities.  If the 5% increase places an employee’s pay 

between steps as identified in the wage scale, the employee shall be placed in the next step above 

the increased salary amount. 

ARTICLE XXVII 
SAVINGS CLAUSE 

If any provision of this Agreement or the application of any such provision should be 

rendered or declared invalid by any court action, or by reason of any existing or subsequently 

enacted legislation, the remaining parts or portions of this Agreement shall remain in full force 

and effect and the subject matter of such invalid provision shall be open to immediate re-

negotiation.   
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ARTICLE XXVIII 
TERMINATION 

This Agreement shall be effective as of the 1st day of May, 2025  and shall remain in full 

force and effect until the 30th day April of  2029.  It shall be automatically renewed from year to 

year thereafter unless either party notifies the other in writing at least ninety (90) days prior to the 

anniversary date that it desires to modify this Agreement.  In the event that such notice is given, 

negotiations shall begin no later than sixty (60) days prior to the anniversary date.  This Agreement 

shall remain in full force and be effective during the period of negotiations and until notice of 

termination of this Agreement is provided to the other party in the manner set forth in the following 

paragraph. 

In the event that either party desires to terminate this Agreement during the period of 

negotiations, written notice must be given to the other party not less than ten (10) days prior to the 

desired termination date which shall not be before the anniversary date set forth in the preceding 

paragraph.   
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SIGNATURES 

IN WITNESS WHEREOF, the parties have executed this Agreement this ___ day of 

____________________, 2025, in the Village of Gurnee.   

INTERNATIONAL UNION OF 
OPERATING ENGINEERS, 

LOCAL 150, 

 VILLAGE OF GURNEE 

   

James M. Sweeney 

President-Business Manager 

 Thomas B. Hood, Mayor 

  ATTEST:  

   

Deanna Distasio  

IUOE Local 150 Attorney 

 Andy Harris  

Village Clerk 

Dated:  Dated:  
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APPENDIX A WAGE SCALES 
As of May 1, 2025 

  
Step Hourly Rate Biweekly Annual Base Salary 

504 1 28.9157 2313.26 $60,144.76 
Maintenance Worker I 2 30.1827 2414.62 $62,780.12  

3 31.5060 2520.48 $65,532.48  
4 32.5837 2606.70 $67,774.20      

     
 

Step Hourly Rate Biweekly Annual Base Salary 
507A 1 36.3763 2910.1 $75,662.60 

Maintenance Worker II 2 37.9623 3036.98 $78,961.48  
3 39.6183 3169.46 $82,405.96  
4 41.3476 3307.81 $86,003.06  
5 43.1532 3452.26 $89,758.76  
6 45.0386 3603.09 $93,680.34      

     
 

Step Hourly Rate Biweekly Annual Base Salary 
507B 1 45.3122 3624.98 $94,249.48 

Lead Maintenance Worker 2 47.3002 3784.02 $98,384.52  
3 49.3766 3950.13 $102,703.38  
4 51.5454 4123.63 $107,214.38      

     
 

Step Hourly Rate Biweekly Annual Base Salary 
509A 1 35.398 2831.84 $73,627.84 

Mechanic 2 36.9398 2955.18 $76,834.68  
3 38.5496 3083.97 $80,183.22  
4 40.2304 3218.43 $83,679.18  
5 41.9854 3358.83 $87,329.58  
6 43.8179 3505.43 $91,141.18  
7 45.7312 3658.50 $95,121.00  
8 47.7292 3818.34 $99,276.84  
9 49.8156 3985.25 $103,616.50 
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Step Hourly Rate 

  

504A 1 28.9157 
  

Part Time Utility Locator 2 30.1827 
  

 
3 31.5060 

  
 

4 32.5837 
  

 
 
*note – all wages subject to final verification when updated in payroll system 
  



 

 38 

APPENDIX B 
Gurnee Public Works Uniform Policy 

 
GURNEE PUBLIC WORKS DEPARTMENT 

UNIFORM POLICY 
1.0 Purpose 
 

1.1 To establish policies governing the distribution, use and disposal of uniforms 
and/or clothing purchased by the Village of Gurnee for Public Works Department 
employees. 

 
2.0 Scope 
 

2.1 The Village of Gurnee furnishes uniforms and/or items of clothing to employees 
because of the type of work they perform.  Policies governing the distribution, use 
and disposal of these items have been established. 

 
3.0 Policy 
 

3.1 EMPLOYEES COVERED: Employees required to participate in this 
uniform/clothing program include the following: 

 
 Maintenance Worker I 
 Maintenance Worker II 
 Lead Maintenance Worker        
 Mechanic 
 Waterworks Operator 
 Part-Time Maintenance Employees (Summer) 

Supervisors 
 
 When appropriate, compliance with Safety Toe Footwear Policy is required of: 
 
 Director 
 Supervisors 
 
3.2 GENERAL POLICIES: Employees are required to wear the designated uniform 

clothing during working hours and for after hour call backs and/or emergencies.  
Employees are prohibited from using Village-issued clothing for personal use. 

 
3.3 UNIFORM/CLOTHING PROGRAM: All purchases for clothing, equipment, 

shoes, and/or boots made by the Village or by an employee through the opt-out 
program must meet the Village’s safety requirements and ANSI safety standards. 

 
3.3.1. Full-Time Employees 
 

Full-time employees may choose one of three (3) uniform programs: 
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a.) Lease Program:  Uniforms are leased by the Village for employee 

use.  Laundering is the responsibility of the employee with 
maintenance included in the program.  The following items are 
available under this program: 

 
1.) Uniform pants or jeans (maximum of 5) 
2.) Shirts – button down long/short sleeve (maximum of 5) 
3.) Polo Shirts (maximum of 1) 
4.) Coveralls (maximum of 2) 
 

b.) Rental Program:  Uniforms are rented by the Village for employee 
use.  Maintenance and laundering is included in the rental program.  
The following items are available under this program: 

 
1.) Uniform pants or jeans (maximum of 11) 
2.) Shirts – button down long/short sleeve (maximum of 11) 
3.) Polo Shirts (maximum of 1) 
4.) Coveralls (maximum of 2) 

 
c.) Opt-out Program:  Uniforms are purchased by the employee.  

Quantities are determined by the employee with maintenance and 
laundering the responsibility of the employee.  Employees electing 
the opt out program are provided a clothing reimbursement 
account.  The value of this account will be the equivalent cost to 
the Village for an employee electing the lease program option. An 
employee purchasing clothing under the opt out program must 
submit a receipt for the item purchased in order to receive 
reimbursement from the account.  Reimbursements will occur on 
the employee’s regular biweekly check and are subject to all 
required tax withholdings.   Unused funds are not eligible for 
carryover or cash out by the employee.  
 
The following is a non-exhaustive list of items which may be 
purchased under the opt-out program: 

 
1.) Uniform pants or jeans 
2.) Shirts – button down long/short sleeve  

• black 
• orange  
• grey  
• navy  
• fluorescent yellow-green reflective only (see 

Appendix C) 
3.) Sweatshirts – crewneck, pull over and/or full zipper (either 

heavy weight or light weight 
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• black  
• orange 
• grey 
• navy   
• fluorescent yellow-green reflective only (see 

Appendix C) 
4.) Polo Shirts  

• black  
• orange  
• grey 
• navy  
• fluorescent yellow-green reflective only (see 

Appendix C) 
5.) T-Shirts – short/long sleeve  

• black  
• orange 
• grey  
• navy  
• fluorescent yellow-green reflective only (see 

Appendix C) 
6.) Insulated clothing – jackets, bib overalls or coveralls  

• brown  
• black 

7.) Work/winter jackets   
8.) ANSI-OSHA approved work boots (see Appendix A) 
9.) Wool/heavy duty socks 
10.) Gloves 
11.) ANSI-OSHA approved prescription safety glasses (see 

Appendix B) 
12.) Hats or caps with Village logo only 

 
3.3.2. Temporary (summer) Employees 
 
 The uniform policy for temporary (summer) employees is: 
 

a.) T-Shirts (yellow/orange, maximum of 5) – provided by the Village 
b.) Work boots – employee is responsible for purchasing the required 

boots and may receive up to $60.00 reimbursement for the 
purchase cost; boots must meet the required ANSI 75 standard  

c.) One pair of rubber boots per season if deemed necessary by the 
supervisor – provided by the Village. 

 
3.3.3. Maintenance, Laundering and Replacement 
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 All employees are required to present themselves in clean and well-
maintained attire.  Prior to the beginning of the work day, employees are 
to ensure uniforms are neat in appearance and worn in an acceptable 
manner.   

 
Each employee is responsible for the maintenance and laundering of 
uniforms for the opt-out program.  Uniforms damaged due to negligence 
on the part of the employee must be replaced by the employee.   

 
 For the rental and lease programs, items damaged due to no negligence 

on the part of the employee, as well as worn out uniforms will be repaired 
or replaced by the vendor.  Since maintenance and replacement of 
rented/leased uniforms is the responsibility of the vendor, the employee 
must follow the procedures established by the vendor for maintenance and 
replacement.  To qualify for replacement or repair, the employee will be 
required to present the worn out or damaged clothing item for inspection 
and certification to his/her supervisor and the Administrative Secretary 
who oversee the uniform contract.  Worn out and/or damaged clothing will 
be defined as any article of work clothing that has rips, tears, holes, color 
faded beyond recognition, loose, ripped or faded reflective striping, etc.   

  
   

3.4 SAFETY TOE FOOTWEAR  
 
 All Public Works personnel, including the Director and Supervisors when 

appropriate, are required to participate in the Safety Toe Footwear Program. 
 
 Safety toe footwear meeting the ANSI 75 Standard is required.  Footwear may be 

purchased or acquired through one of the approved vendors or from a vendor of 
the employee’s choice, subject to Director’s or Supervisor’s approval and 
verification that the footwear meets ANSI 75 standards.  Currently approved 
vendors are:   

a.) Red Wing Shoes  
b.) Rogan’s 
c.) Cutler True Value 
d.) Farm and Fleet 

 
 The footwear must fall in the “service” or “work boot” category.  Athletic or 

casual shoes are not considered proper safety footwear for the purpose of this 
policy. 

 
 3.4.1. Full-Time Employees 
 

 Full-time employees are required to purchase “work boots” which meet 
the required ANSI 75 standard.   Eligible employees are provided an 
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annual clothing allowance to help offset the cost of such purchase or 
replacement/repair of work boots. 

 
3.5 Safety Equipment (PPE) 

 
Personal protective equipment (PPE) will be issued to each employee engaged in 
maintenance activities.  The Village will provide replacement PPE for damaged or 
worn equipment if the damage or wear is not due to negligence on the employee’s 
part. 
 
The following PPE items are provided by the Village: 

a.) Safety vests (ANSI 107-2010) 
b.) Hard hats 
c.) Safety glasses/goggles (ANSI Z87.1-2003) 
d.) Ear protection 
e.) Gloves 
f.) Rubber boots 
g.) Rain gear 
h.) Respirators 
i.) Chainsaw chaps 
j.) PPE bags 

  
3.6 DISPOSAL UPON SEPARATION FROM SERVICE 
 
 Whenever an employee leaves the Village’s service, all leased or rented uniforms 

and other  clothing and equipment issued by the Village must be returned prior to 
the final paycheck being released.  The Director of Public Works has the 
discretion to allow a separating employee to retain items and will review requests 
on a case-by-case basis. 

 
3.7 RESPONSIBILITY 
 
 Each supervisor is responsible for seeing that this directive is uniformly 

administered.  The purchase, issuance and storage of excess or returned uniforms 
will be coordinated by the Administrative Secretary and Supervisor. 

 
4.0 DISTRIBUTION 
 
 4.1 All Public Works Department employees. 
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Appendix A of the Gurnee Public Works Uniform Policy 
 

Work Boot Requirements for all Public Works Employees 
 
Work boots must meet the following ASTM standard as required by OSHA. The ASTM standard 
incorporates a coding system that manufacturers use to identify the portions of the standard with 
which the footwear complies. The identification code must be legible (printed, stamped, stitched, 
etc.) on one shoe of each pair of protective footwear. 
 
ASTM F2413-05 
M I/75 C/75 
EH 
 
Line #1: ASTM F2413-05 
This line identifies the ASTM standard – it indicates that the protective footwear meets the 
performance requirements of ASTM F2413 issued in 2005.  
 
Line #2: M I/75 C/75  
This line identifies the gender [M (Male) or F (Female)] of the user. It also identifies the 
existence of impact resistance (I), the impact resistance rating (75 or 50 foot-pounds), 
compression resistance (C) and the compression resistance rating (75 or 50 which correlates to 
2500 pounds and 1750 pounds of compression respectively).  
 
Line #3: EH 
Electrical hazard (EH) footwear is manufactured with non-conductive electrical shock resistant 
soles and heals. It is intended to provide a secondary source of protection against accidental 
contact with live electrical circuits, electrically energized conductors, parts or apparatus. It must 
be capable of withstanding the application of 14,000 volts at 60 hertz for one minute with no 
current flow or leakage current in excess of 3.0 milliamperes, under dry conditions. 

 
Define ANSI 75 Steel Toe 
Steel and composite safety toe footwear is regulated by a strict standards and compliance system. 
The components of the shoe must meet testing specifications to be designated as safety footwear. 
Steel toe footwear is classified with an ANSI or ASTM rating that confirms the footwear meets 
these safety standards. Whether the shoe is steel toe or composite toe, it will be required to meet 
the same safety standards. 
 
Significance 
ANSI is an abbreviation for the American National Standards Institute. This organization 
coordinates voluntary national standards in the private and public sector. These standards relate 
to products, services, processes, systems and personnel. The classification of ANSI 75 in relation 
to steel toe footwear refers to the impact and compression forces the safety toe is rated to protect 
against. Steel and safety toe footwear are rated between the level of ANS l4l and ANSI 75. 
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Features 
The ANSI rating of 75 is separated into two distinct safety measurements. The rating of 1175 
means the steel toe is tested to withstand an impact rating of 75 lb. If the steel toe withstands the 
force of a 75-pound weight dropped from 3 feet in height, it will achieve this classification. The 
rating of C175 means the steel toe is tested to withstand a compression rating of 75, which is 
equal to 2,500 lb. of pressure. 
 
History 
The ANSI rating system in the safety toe industry has been replaced with the ASTM standards 
classification. ASTM, previously known as the American Society for Testing and Materials, is 
now the premiere standards organization internationally. As of 2005, manufacturers have been 
phasing out the ANSI rating in their inventory in deference to the new standard system of the 
ASTM. As the actual testing methods for these standards have not changed, the ANSI rated steel 
toe should not be considered inferior in safety qualifications to the newer ASTM rating system. 
 
Identification 
The ASTM has allowed for manufacturers to continue to produce footwear using existing 
inventory tags with the ANSI rating system. The ANSI rating of 75 falls under the ANSI Z75, 
Standard for Personal Protection Protective Footwear, which has been replaced by the new 
ASTM International standards, entitled F2412-05 Standard Test Methods for Foot Protection and 
F2413-05 Standard Requirements for Protective Footwear. Any of these ratings can be found 
inside the tongue or interior sides of standards compliant safety footwear. Common phrasing you 
will find on compliant footwear is "engineered to meet or exceed ASTM standards for safety toe 
footwear." Many manufacturers still include the ANSI standard specifications in addition to the 
ASTM ratings. 
 
Misconceptions 
Testing has proven that a compliant steel toe is much safer than the alternative. The 
misconception that extreme weights will cause the steel toe to crush and amputate the wearers 
toes is categorically false. The weight required to crush a steel toe would also easily crush an 
unprotected foot, effectively amputating the toes. In most cases, the engineering of the steel toe 
causes the impact force to be redirected. 
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Appendix B of the Gurnee Public Works Uniform Policy 
 

ANSI Z87.1-2003 Industrial Eyewear Impact Standard 
The current edition of the standard is Z87.1-2003. Lenses in all protectors must at a minimum 
meet a basic impact requirement: the 1 inch drop ball test. Models can achieve “high” impact 
levels indicating elevated performance. The following “high” impact tests apply to lenses, as 
well as to the frames or product housing: 
 
A lens retention test is conducted via a “high mass” impact. A pointed 500 gm (1.1 lb) 
projectile is dropped 50 inches onto the complete protector mounted on a headform. No 
pieces can break free from the inside of the protector, the lens cannot fracture, and the lens must 
remain in the frame or product housing. This test is a good measure of the product’s strength, 
simulating a blow such as from a tool that slips from the work surface or when the lens collides 
with stationary objects. 
 
A high velocity test is conducted, at 20 specified impact points, where the projectile is a ¼ inch 
steel ball traveling at specific speeds depending upon the type of protector. For spectacles, the 
velocity is 150 ft/sec or 102 mph. The pass/fail criteria are the same as for the high mass test, 
plus no contact with the eye of the headform is permitted through deflection of the lens. This is 
meant to simulate particles that would be encountered in grinding, chipping, machining or other 
such operations. In the United States, compliance with the standard is self-certified, based on test 
results generated by the manufacturer as part of its initial design and ongoing Quality Control 
procedures. No independent certification is required. Products meeting the basic impact standard 
shall be marked “Z87” on all major components. Those products which pass the “high” 
impact tests listed above can carry a “Z87+” marking on the lens(es). 
 
*Above reference provided by Philip M. Johnson, Director of Technology, Sperian Eye & Face 
Protection, Inc. Original Article 

 
ANSI Z87.1-2003 Summary 

 
1. Two Levels of Protection: 
 
Basic and High LENSES: The new standard designates that lenses will be divided into two 
protection levels, Basic Impact and High Impact as dictated by test criteria. Basic Impact lenses 
must pass the “drop ball” test, a 1" diameter steel ball is dropped on the lens from 50 inches. 
High Impact lenses must pass “high velocity” testing where 1/4" steel balls are “shot” at different 
velocities. 
 
Spectacles: 150 ft./sec. 
Goggles: 250 ft./sec. 
Faceshields: 300 ft./sec. 
 

http://www.uvex.us/inspiringsafety/educate/articles/impact-resistance-protective-eyewear
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FRAMES: Now, all eyewear/goggle frames, faceshields or crowns must comply with the High 
Impact requirement. (This revision helps eliminate the use of “test lenses”, and assures all 
protectors are tested as complete - lenses in frame - devices). After making an eye hazard 
assessment, employers (safety personnel) should decide on appropriate eyewear to be worn, 
although High Impact would always be recommended. All of our spectacles are High Impact 
protectors. 
 
 
2. Now, Products Must Indicate Impact Protection Level. 
 
To identify a device’s level of impact protection, the following marking requirements apply to all 
new production spectacles, goggles and faceshields. Basic Impact spectacle lenses will have the 
manufacturer’s mark, i.e. an AOSafety product will have “AOS” and a Pyramex product will 
have a "P" etc. Goggles and faceshields will have AOS and Z87 (AOS Z87). High Impact 
spectacle lenses will also have a plus + sign, (AOS+) or "P+" etc. All goggle lenses and 
faceshield windows are to be marked with the manufacturer's mark, Z87, and a + sign 
(AOSZ87+). 
 
Note: Lenses/windows may have additional markings. Shaded lens may have markings denoting 
a shade number such as 3.0, 5.0 etc. Special purpose lenses may be marked with “S”. A variable 
tint lens may have a “V” marking.  
 
3. Sideshield Coverage Area Increased 
 
Sideshield coverage, as part of the lens, part of the spectacle, or as an individual component, has 
been increased rearward by 10-millimeters via a revised impact test procedure. While side 
protection in the form of wraparound lens, integral or attached component sideshield devices is 
not mandated in this standard, it is highly recommended. Further, OSHA does require lateral 
protection on eye protection devices wherever a flying particle hazard may exist, and flying 
particle hazards are virtually always present in any occupational environment. All of our non-
prescription safety spectacles meet the requirements of OSHA and the new Z87.1 for side 
protection. 
 
4. No Minimum Lens Thickness Requirement For High Impact Lenses. 
 
The new standard does not have a “minimum lens thickness” requirement for High Impact 
spectacle lenses. The previous standard required a 2-millimeter "minimum”. However, the 
protective advantages of wrap-around lenses and the many other advancements in eyewear 
design have eliminated this need. 
 
Note: Glass lenses still fall into the Basic Impact lens category. The “minimum lens thickness” 
of 3 millimeters remains in effect for this category. 



 

 47 

Appendix C of the Gurnee Public Works Uniform Policy
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