






































days exchanged for vacation days per year shall not exceed ten (10) days and at no time shall the 

number of days of accumulated sick leave be so reduced to less than thirty (30) days. No payment 

shall be made for vacation days acquired hereunder if not used. 

ARTICLE XI - UNIFORMS & EQUIPMENT 

SECTION 1: Uniforms 

A: Employer shall prescribe the type of uniform or dress code for each employee 

B: Employer shall provide required uniforms as needed upon request no more than two 

{2) times per year. 

C: Employees entitled to an annual $300 dollar clothing allowance. 

SECTION 2: Equipment 

A: Upon termination, all equipment checked out to an employee shall be returned to 

Employer. 

B: Employer may prescribe equipment that is necessary for the employee to have while 

on his duty. 

C: The Employer shall provide any equipment necessary for employees use as prescribed 

in Section 2 B. 

D: Employees shall be responsible for the upkeep and good operating condition of all 

required/and or assigned equipment. 

ARTICLE XII - DISCIPLINE 

SECTION 1: Discipline 

While the parties agree with the tenets of progressive and corrective discipline, disciplinary 

action shall include only the following, but shall be initiated in light of the seriousness of the 

offense: 

Oral reprimand, 

Written reprimand (notice to be given in writing), 

Suspension (notice given in writing), 

Discharge (notice to be given in writing). 

Disciplinary action may be imposed upon a certified employee for just cause. 

Discipline shall be imposed as soon as possible after the Employer is aware of the event or action 

giving rise to the discipline and has a reasonable period of time to investigate the matter. 
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Prior to notifying the employee of the measure of discipline to be imposed, the employer shall 

meet with the employee involved and inform him for the reason for such contemplated 

disciplinary action. Employees shall have the right to union representation upon request. The 

employee and/or the union representative shall be given the opportunity to rebut or clarify the 

reasons for such discipl ine. 

For serious offenses that result in a suspension other than for Alcohol and Drugs, written 

evidence of such suspension will remain in the employee's record indefinitely but shall not be 

used in consideration of future discipline, if for the date of the last discipline five (5) years pass 

without the employee receiving any additional discipline for such offense. 

SECTION 2: Reprimand 

If the Employer has reason to reprimand an employee, it shall be done whenever possible in a 

manner that will not embarrass the employee before the other employees or the public. 

SECTION 3: Notice 

In the event disciplinary action is taken against an employee, other than the issuance of an oral 

reprimand, the Employer shall furnish the employee and the union in writing with a statement of 

the reasons, therefore. The measure of discipline and the statement of reasons may be modified, 

especially in cases involving suspension pending discharge, after the investigation of the total 

facts and circumstances. 

For discipline other than reprimands, the Employer shall hold a pre-disciplinary meeting. Prior to 

notifying the employee of the contemplated measure of discipline to be imposed, the Employer 

shall notify a union representative of the meeting and reasonable in advance of such meeting 

provide the Union representative of the alleged infraction. The Employer shall then meet with 

the employee involved and inform him/her of the reasons for such contemplated disciplinary 

action including the names of any witnesses and copies of pertinent documents. Employees shall 

be informed of their rights to Union representations and shall be entitled to such, if so requested 

by the employee, and the employee and Union representative shall be given the opportunity to 

rebut or clarify the reasons for such discipline. 

SECTION 4: Demotion 

Demotions shall not be used as a disciplinary measure; however, the parties recognize that 

circumstances may exist where the Employee is dissatisfied with the job or is unable to meet the 

requirements of the position and in such cases demotion shall be appropriate. 

SECTION 5: Union Representation 

An employee, upon request, will have a right to Union representation before discipline is 

imposed. 
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SECTION 6: Removal of Discipline 

Any written reprimand shall be purged from an employee's record, if, from the date of the last 

reprimand, 18 months pass without the employee receiving an additional reprimand or other 

discipline for such offense. Such removal shall be at the request of the employee but in any case, 

shall not be used against the employee. 

ARTICLE XIII- DRUG AND ALCOHOL TESTING 

SECTION 1: Random Drug Testing 

All employees in the bargaining unit are subject to periodic random drug and alcohol testing and 

testing resulting from reasonable suspicion. In addition, an employee will be tested for both 

drugs and alcohol following any accident report or any accident which results in fatality, injuries 

requiring transportation to a medical facility, disabling damage to any vehicle or property or a 

citation under state or local law for a moving violation arising from an accident. 

SECTION 2: Positive Test Results 

A positive drug test result will occur at the initial or confirmatory test cut off levels if the test 

results are equal to or greater than the levels established in 49 CFR 40.87, as amended, as 
follows: 

Initial test Initial test cutoff 
Confirmatory test 

Confirmatory test 

analyte concentration cutoff concentration 
analyte 

Marijuana metabolites 50ng/ml 1'HCA
1 15ng/ml 

Cocaine metabolites 150ng/ml Benzoylecgonine 100 ng/ml 

Opiate metabolites 

Codeine/Morphine2 2000 ng/ml Codeine 2000 ng/ml 

Morphine 2000 ng/ml 

6-Acetyl morphine lOng/mL 6-Acetylmorphine 10ng/ml 

Phencyclidine 25 ng/ml Phencyclidine 25ng/ml 

Amphetamines3 

500ng/ml Amphetamine 250ng/ml 

Methamphetamine 
5 250ng/ml 

MDMA6 

500 ng/ml MOMA 250 ng/ml 

MDA
7 250 ng/ml 

MDEA
8 250 ng/ml 
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1 

2 

3 

Delta-9-tetrahydrocannabinol-9-carboxylic acid {THCA). 

Morphine is the target analyte for codeine/morphine testing. 

Either a single initial test kit or multiple initial test kits may be used provided the single 

test kit detects each target analyte independently at the specified cutoff. 

4 
Methamphetamine is the target analyte for amphetamine/methamphetamine testing. 

5 
To be reported positive for methamphetamine, a specimen must also contain amphetamine 

at a concentration equal to or greater than 100 ng/ml. 

6 
Methylenedioxymethamphetamine {MOMA). 

7 
Methylenedioxyamphetamine {MDA). 

8 Methylenedioxyethylamphetamine (MDEA). 

The parties agree to follow any changes in cut off levels as determined by the Federal 

Regulations, 40 CFR 40.87. 

Testing for cannabis based on reasonable suspicion shall be supported by the good faith 

belief that there is some impairment of the employee while at the workplace, while 

engaged in work for the employer or while on call subject to the definition of those terms 

in the Cannabis Regulation and Tax Act, 410 ILCS 705/10-50. 

SECTION 3: Discipline 

Upon the return of a positive drug or alcohol test, the following will result: 

If an alcohol test results in an alcohol concentration of .02 or more, but less than .04: 

1. First Offense - The employee will be removed from the performance of his/her duties for 

at least twenty-four {24) hours or until the start of the employee's next regular shift 

(whichever is later). The employee will also receive a mandatory referral to Employee 

Assistance Program {EAP). 

2. Second Offense - The employee will be suspended for ten {10) days without pay and must 

agree to sign a Return-To-Duty contract. 

3. Third Offense - The employee will be terminated . 

If an alcohol test results in an alcohol concentration of .04 or greater: 

1. First Offense- The employee will be subject to a minimum 15-day suspension without pay 

and must agree to sign a Return-To-Duty contract, if applicable. 

2. Second Offense- Any employee who tests positive for drugs and/or alcohol within five (5) 

years of his or her positive test will be terminated . * 
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*If an employee has previously tested positive for drugs and/or alcohol (.02 or greater), 

an alcohol concentration of .04 or greater shall be considered a Second Offense under 

this section and the employee will automatically be terminated. 

If a drug test result is positive: 

1. First Offense - The employee will be subject to a minimum 30-day suspension without pay 

and a possible discharge and must agree to sign a Return-To-Duty contract, if applicable. 

a) Any employee who does not test positive for drugs and/or alcohol within five (5) years 

of his or her previous test will be treated as if the first positive test did not occur. 

2. Second Offense - Any employee who tests positive for drugs and/or alcohol within five (5) 

years of his or her positive test will automatically be terminated . 

SECTION 4: Compliance with Testing Requirements 

Any employee subject to drug and alcohol testing who provides false information in connection 

with a test or attempts to falsify test results through tampering, contamination, adulteration, or 

substitution shall be removed from duty immediately and his or her employment terminated. 

SECTION 5: Refusal to Test 

A refusal to test shall be considered a positive test. Refusal can include, but is not limited to, an 

inability to provide a specimen or sample without a valid medical explanation, as well as a verbal 

declaration, obstructive behavior or physical absence resulting in the inability to conduct the test. 

SECTION 6: Return-To-Duty Contracts 

An employee who is allowed to return after engaging in prohibited conduct must agree to a 

Return-To-Duty Contract. The contract shall include, but is not limited to the following: 

1. A release to work statement from a Substance Abuse Professional (SAP) prior to returning 

to work. 

2. An agreement from the employee to complete any recommended treatment or 

rehabilitation programs. 

3. A negative test for drugs and/ or a less than .02 test result for alcohol prior to returning 

to work. The employee will be responsible for such testing. 

4. An agreement to unannounced frequent follow up testing. 

5. A statement of expected work-related behaviors prior to returning to work. 

Violation of the Return-To-Work contract is grounds for discharge. 

SECTION 7: Confidentiality 

Information and records relating to positive drug and/or alcohol test results, drug and/or alcohol 

dependencies and legitimate medical explanation provided by the Medical Review Officer (M RO) 

shall be confidential. Such records and explanation may be disclosed where relevant to a 
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grievance, Civil Service hearing charge, claim or other legal proceeding initiated by or on behalf 

of an employee. 

Employees shall. Upon written request, have access to their own results and to records relating 

to them which the MRO provides the City or receives them from the City laboratory. Any 

employee who violates confidentiality under this policy shall be subject to disciplinary action. 

ARTICLE XIV - MISCELLANIOUS 

SECTION 1: Bulletin Boards 

Employer shall provide Union with designated space on available bulletin boards upon which 

Union may post notices. 

SECTION 2: Printing of Agreement 

Employer shall have this agreement printed in sufficient quantities to provide a copy of the 

agreement to covered employees 

SECTION 3: Effect of Agreement 

This Agreement and its requisite provisions supersede all other documents, ordinances, or past 

practices relating to the same subject matter or as such may be adopted or written during the 

term of this Agreement. Employer is under no obligation to extend any benefit to employees 

covered herein that may be granted to persons employed by Employer not covered herein. 

SECTION 4: Probationary Period 

The employer may establish a reasonable probationary period for employees covered by this 

Agreement. Such period shall be six (6) months in duration for individuals who have previously 

held a position within the department and shall be one (1) year in duration for new employees. 

Probationary employees shall not be entitled to use any of the review procedures established in 

this Agreement. 

SECTION 5: Personally Assigned Vehicles 

In order to qualify to receive or retain a personally assigned vehicle, Engineering Technicians must 

reside within the Springfield City limits. Engineering Technicians may not take personally assigned 

vehicles outside the City limits of Springfield for the purpose of meals or breaks, with the 

exception of the following municipalities: Leland Grove, Grandview, Jerome, and Southern View. 
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SECTION 6: GPS Policy 

1. The intended purpose of such equipment is to enhance the department's operational 

efficiency, improve services to the public, improve the safety of employees, and ensure 

compliance with department work rules and not for disciplinary intent. 

2 . This technology shall not be made available to the public unless the Employer is forced to 

provide such information under state, federal, or local laws. 

3. Employees shall be given a brief overview of the system's capabilities and their intended 

use. In addition, any vehicle equipped with this technology shall have a notice affixed to 

the interior notifying employees that it is so equipped. 

4. Suppose the Employer elects to upgrade or enhance the GPS system beyond regular 

software upgrades. In that case, the union shall be given advance notice and the right to 

bargain over the impact of such changes where appropriate. 

ARTICLE XV - RATES OF PAY 

SECTION 1: Wage Increases 

Scheduled wage increases shall become effective the first day of the pay period effective July 1 

of each contract year as negotiated and set forth in Appendix A. All employees' paychecks shall 

be issued via direct deposit to an institution of their choosing. 

ARTICLE XVII - GRIEVANCE PROCEDURE 

SECTION 1: Purpose 

It is the intent of the parties to this Agreement to use their individual and collective best efforts 

to promote and encourage prompt adjustment of employee complaints arising out of this 

Agreement. Therefore, this procedure set forth in this Article for such resolution of such issues. 

SECTION 2: Definitions 

a) A grievance for purposes of this Agreement shall be defined to mean a complaint raised 

by an employee covered by this Agreement or the Union as to the meaning, 

interpretation, or application of this Agreement. 

b) A grievant shall mean any employee covered by this Agreement who files a grievance 

under this procedure. 
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SECTION 3: Process 

The following steps shall be followed in processing a grievance under this Agreement : 

a) Step One: 

Within five (5) working days of occurrence giving rise to a complaint, the grievant shall 

fi le a written statement giving sufficient facts of the matter which gave rise to the 

grievance, including the appropriate provisions of the Agreement that are involved. Such 

statement shall be filed with their direct Supervisor. The direct Supervisor shall meet with 

the grievant and/or Union representative to discuss the grievance and shall respond in 

writing within five (5) working days of receipt of the grievance. 

b) Step Two: 

If the grievance is not adjusted to the grievant's satisfaction or no response is received 

within the appropriate time, the grievant or Union representative shall file a copy of the 

grievance with the Director of Public Works within five (5) working days of the date of the 

Step One decision or within five (5) working days of the date such decision was due. The 

Director of Public Works shall meet with Union representation within five (5) working days 

of the receipt of the grievance to discuss the grievance and shall issue a written decision 

to the grievant within five (5) working days of such meeting. 

c) Step Three: 

If the grievance is not adjusted to the grievant's satisfaction or no response is received 

within the appropriate time, the grievant and/or Union representative shall file a copy of 

the grievance with the appropriate City Labor Relations representative within ten {10) 

working days of the date of the Step Two decision or within ten (10) working days of the 

date such decision was due. The Labor Relations representative and the Director of Public 

Works (or designee) shall meet with the grievant and Union representative to discuss the 

grievance within ten (10) working days of the receipt of the Step Two grievance, and shall 

issue a written decision to the grievant within thirty (30) working days of such meeting. 

d) Step Four: 

After the employer has given its response in the second step of the grievance procedure, 

if the Union remains unsatisfied with the result, it may request mediation of the 

grievance, the procedure of which is as follows. 

a) If the Union or employer desires mediation, it shall notify the other party in writing of 

such desire within thirty (30) days after the Employer gives its third step answer. 

b) After notice is given by either party and the parties mutually agree to mediation, the 

Employer shall promptly notify the Federal Mediation and Conciliation Service (FMCS) of 

Page 27 



the grievance referral. The mediation conference with respect to a particular grievance 

shall be scheduled in the order in which the grievance is appealed to mediation. 

c) The grievant shall have the right to be present at the mediation conference. 

d) There shall be one person from each party designated as spokesperson at the 

mediation conference. Written material presented to the mediator shall be returned to 

the party presenting that material at the termination of the mediation conference, except 

that the mediator may retain one copy of the written grievance to be used solely for the 

purposes of statistical analysis. 

e) The mediator may provide the parties with an immediate oral advisory decision with 

respect to any grievance involving the interpretation or application of the collective 

bargaining agreement, together with the reasons for his or her decision, unless both 

parties agree that no decision shall be provided. The authority of the mediator is limited 

to an advisory decision interpreting and applying the provisions of the collective 

bargaining agreement. If the grievance referred to the mediator does not involve the 

interpretation or application of the collective bargaining agreement or does not arise out 

of other circumstances and conditions of employment, the mediator shall so advise the 

parties and terminate the mediation proceedings. 

e) If the grievance reaches a Step 4 decision and is not resolved to the satisfaction of the 

Union, the Union may request arbitration of the grievance. 

SECTION 4: Time Limits 

a) A grievant who fails to process a grievance within the requisite time limit shall be 

determined to have accepted the last response given. 

b) Grievances may be withdrawn at any step of the grievance procedure. 

c) The time limits at any step may be extended by mutual agreement of the parties. 

ARTICLE XVIII -ARBITRATION 

SECTION 1: Arbitration 

If representatives of the Employer and of the Union are unable to reach an agreement of any 

disputed matter under Article XVII, then such disputed matter shall be referred to arbitration. 

SECTION 2: Arbitrators 

If arbitration becomes necessary, the parties shall meet in an attempt to select a mutually 

acceptable arbitrator. If unable to reach an agreement, the parties shall request the American 
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Arbitration Association (AAA) or the Federal Mediation and Conciliation Service {FMCS) to supply 

a list of seven (7) arbitrators. Nothing herein shall preclude the parties from meeting at any time 

after the list of arbitrators has been requested and prior to the convening of the hearing in a 

further attempt to resolve the grievance. In any case, work shall proceed under this Agreement. 

The arbitrator shall have no power to amend, modify, nullify, ignore, add to or subtract from the 

provisions of this Agreement. The arbitrator shall decide only the specific issue(s) submitted to 

him/her and, if a violation of the terms of this Agreement is found, shall fashion an appropriate 

remedy. 

The parties hereto agree that the decision of the arbitrator shall be final and binding on the 

parties hereto. 

SECTION 3: Expenses and Fees 

The fees and expenses of the mediator and the mediation office shall be shared equally by the 

parties. The fees and expenses of the arbitration shall be shared equally by the parties. If either 

party desires a verbatim record of the proceeding, it may cause such a record 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 pay for an equal cost of the verbatim record as noted above. 

ARTICLE XIX - PERSONNEL FILES 

SECTION 1: Personnel File 

Upon written request of an employee, the Office of Human Resources shall reasonably permit an 

employee to inspect their official personnel file subject to the following: 

a) Such inspection shall occur no later than seven (7) days following the receipt of the 

request; 

b) If circumstances prohibit compliance within this time period, the Employer may request 

a seven (7) day extension; 

c) Such inspections shall be limited to two {2) times within any twelve {12) month period 

unless a written grievance or disciplinary action is pending; 

d) Such inspection may occur during reasonable written request and supervisory approval 

subject to operational needs; 

e) The employee shall not be permitted to remove any part of the personnel file from the 

premises but may obtain copies of any information contained therein upon reasonable 

payment for the cost of copying; 

f) Upon written authorization by the requesting employee in cases where such an employee 

has a written grievance pending and is inspecting his file with respect to such grievance, 

that employee may have a representative of the Union present during such inspection 
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and/or may designate in such written authorization that said representative may inspect 

his personnel file subject to the procedures contained in this Article; 

g) If an employee disagrees with any information contained in the personnel file, the 

employee may submit a written statement of his position which shall become an ir:itegral 

part of that portion of the file over which disagreement exists until such portion is 

permanently removed from such file; 

h) Pre-employment information shall not be subject to inspection or copying. 

ARTICLE XXI - SEVERABILITY CLAUSE 

SECTION 1: Severability Clause 

If any provision in this Agreement is declared invalid, unlawful, or unenforceable by action of a 

court of competent jurisdiction, or is rendered invalid, unlawful, or unenforceable by enactment 

of state or federal legislation, the remaining provisions of this Agreement shall remain in force 

and effect. Under such circumstances, the parties agree to meet and negotiate over language to 

replace the provision. Such replacement shall be compatible with the remaining terms of this 

Agreement and be compatible with the decision or enactment rendering the old provision invalid, 

unlawful, or unenforceable. 

ARTICLE XXll - LABOR-MANAGEMENT MEETINGS 

SECTION 1: Labor-Management Meetings 

Labor Management meetings will be conducted quarterly (if requested) or as mutually agreed 

upon . Union and Management will submit agenda items to the designated representative 

fourteen (14) days prior to the scheduled Labor Management meeting. 

a) Labor Management meetings may include the review and approval of job descriptions 

by both the Employer and the Union. 

ARTICLE XXlll - RENEGOTIATION OF AGREEMENT 

SECTION 1: Procedure 

a) For purposes of renegotiation, modification, or extension of this agreement in connection 

with its ending expiration, the party desiring to do so shall give written notice to the other 

party. 

b) Such notice shall be given at least sixty (60) days but no more than one hundred twenty 

(120) days before the Agreement is due to expire or the extended terms are due to expire, 

whatever is later. 
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c) Unless this procedure is followed, this Agreement is automatically renewed for a term of 

one (1) year commencing with the date of the last scheduled expiration. It is understood 

that failure to timely request such renegotiation of this Agreement authorizes a party to 

refuse to negotiate any item. 

ARTICLE XXIV - TERM OF THE AGREEMENT 

SECTION 1: Term 

This Agreement shall be effective from Friday, 1 July 2022 to Tuesday, 30 June 2026. 

CITY OF SPRINGFIELD 

DEPARTMENT OF PUBLIC WORKS 

DATE: _0~( -~).~2-A~2~3 __ 

BY: ~~ 
Public Works Director 

/; 

BY: <}A t ....-- -
Bargaining~mittee Member 

LOCAL UNION 916 

INTERNATIONAL BROTHERHOOD 

OF TEAMSTERS 

DATE: _ (_,_;)._j_. _;>._o_~..._3~-

Bargaini 

Page 31 



APPENDIX A- WAGE RATES 

Term : 4 years 

Number of Employees: 12 

TEAMSTERS - Local 916 [Public Works Engineer Techs] 
Year3 

Lump Sum 
Year 1 Year2 

Year 4 COLA 2.5% End of Contract 
Title Market Market 

COLA2.5% 

Bonus Year 1 
Current Pay 

+0.5% +0.5% bonus Hourly 
Increase Increase 

bonus 
~ L:_ L:_ L:_ 

ENGINEERING TECHNICIAN 1 $ 1,000 $ 16.9700 $ 3.2133 $ 1.6067 $ 0.5447 $ 0.5584 $22.8931 

ENGINEERING TECHNICIAN 1 $ 1,000 $ 16.9700 $ 3.2133 $ 1.6067 $ 0.5447 $ 0.5584 $22.8931 

ENGINEERING TECHNICIAN 1 $ 1,000 $ 16.9700 $ 3.2133 $ 1.6067 $ 0.5447 $ 0.5584 $22.8931 

ENGINEERING TECHNICIAN 1 $ 1,000 $ 16.9700 $ 3.2133 $ 1.6067 $ 0.5447 $ 0.5584 $22.8931 

ENGINEERING TECHNICIAN 2 $ 1,000 $ 22.6194 $ 2.3206 $ 0.4502 $ 0.6348 $ 0.6506 $26.6756 

ENGINEERING TECHNICIAN 2 ( $ 1,000 $ 22.6194 $ 2.3206 $ 0.4502 $ 0.6348 $ 0.6506 $26.6756 

Year2 Year3 
Yearl 

End of Contract 
Title 

Lump Sum 
Market 

COLA2.25% COLA2.5% Year 4 COLA 2.5% 

Bonus Year 1 
Current Pay 

+0.75% +0.5% +0.5% bonus Hourly 
Increase 

bonus bonus 

ENGINEERING TECHNICIAN 3 $ 1,000 $ 25.9386 $ 2.4163 $ 0.6380 $ 0.7248 $ 0.7429 $30.4607 

ENGINEERING TECHNICIAN 3 $ 1,000 $ 25.4300 $ 2.9249 $ 0.6380 $ 0.7248 $ 0.7429 $30.4607 

ENGINEERING TECHNICIAN 3 $ 1,000 $ 26.8549 $ 1.5000 $ 0.6380 $ 0.7248 $ 0.7429 $30.4607 

ENGINEERING TECHNICIAN 4 $ 1,000 $ 31.6220 $ 2.0000 $ 0.7565 $ 0.8595 $ 0.8809 $36.1189 

ENGINEERING TECHNICIAN 5 $ 1,000 $ 34.7728 $ 2.5000 $ 0.8386 $ 0.9528 $ 0.9766 $40.0408 

ENGINEERING TECHNICIAN 5 $ 1,000 $ 34.3975 $ 2.8753 $ 0.8386 $ 0.9528 $ 0.9766 $40.0408 
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MEMORANDUM OF UNDERSTANDING 

BETWEEN 

THE CITY OF SPRINGFIELD, ILLINOIS 
OFFICE OF PUBLIC WORKS 

And 

THE INTERNATIONAL BROTHERHOOD OF TEAMSTERS, CHAUFFERS, 
WAREHOUSEMEN, AND HELPERS OF AMERICA LOCAL 916 

This Memorandum of Understanding ("MOU'') is entered into by the Employer, the City of 
Springfield ("Employer"), and the General Teamsters Professional Technical Employees 
Local Union No. 916, affiliated with the International Brotherhood of Teamsters, 
Chauffeurs, Warehousemen & Helpers of America ("Union''). The agreed-upon terms are as 
follows: 

l. The collective bargaining agreement between the Union and the City of Springfield shall 
include the Presidents' Day (third Monday of February) holiday as a regular holiday 
under Article IX, Section 3, effective as of the execution date of this MOU. 

2. This MOU shall remain in place until a successor contract to the Parties' current 
collective bargaining agreement is agreed upon. 

3. This agreement is entered into without prejudice, and it does not set a precedent. 

Agreed: 

~~ ~JJw~-
1 \'dst;t~ 6~ Date a {.~().& 

Date 
Mayor, City of Springfield 


