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AGREEMENT

This Agreernent regarding the River Valley Detentiorr Center is made and entered into
this 27tt' day of February, 2023, by and between the Chief Judge - Twelfth .luclicial Circuit,
(heroinafter referred to as the "E,mployer"), and the Illinois Fraternal Order of Police Labor
Courrcil (hcreinafter referred to as the "Union"), as agent/represerrtative for the Bargaining Unit,
hereinafter referred to as "the Ernployce(s)."



AR'I'ICLE 1.
PURPOSE

WHEREAS, it is the intettt and purpose of the parties hereto to set lbrlh the Agreernent
between tliern for the term liereof concerning rates of pay, wages, hours of ernployrnent and
other working conditions to be observed by thern and the ernployees covered hereby and to
establish an equitable and peaceful procedure for the resolution of differerrces; and

WHEREAS, the parties recognize the constitutional, statutory, and inherent powers of
the .ludicial Branch of governrnent and agree
interpreted or cnforced in such a rnanner as to
inhererrt powers of the .lLrclicial Branch; and

that no provisiorr of this Agreernent rnay be
interfere with the constitLrtional, statutory, and

WHEREAS, the parties recognize the central role of the Employer in assuring
cornpliance with the laws, the Constitution of the State of Illinois, and the United States
Constitution; and

WHEREAS, tlte parties recogtrize the vital and necessary role of the employees in
carrying out the day-to-day work of the judicial systern; and

WHEREAS, the parties recognize thattlie users of the Court's services demand and have
a constitutional right to thc prornpt arrd efficient adjudication of complaints and disputes, and
insist uport the I'ullest protection of cornmon law, statutory, civil, and constitutional rights;

NOW THEREFORE, in consideration of the mutual promises and agreements herein
contained, the parties do nTutually covenant and agree as follows:

ARTICLE 2.
RECOGNITION

The Ernployer recogrrizes the Urrion as the sole and exclusive representative for the
purposes of collective bargaining, pursuant to the "lllinois Public Ernployees Labor Relations
Act", as amended, lll. Rev. Stat. 1987, ch.48, par. 1601 et seq. (hereafter referred to as the
"Labor Act") over wages, hours, and other ternrs and conditions of ernployment for the following
River Valley Detention Center ernployee classifications:

All Juvcrrile Detgrtion Officers

Excluded: All supervisory, confidential and managerial employees as defined by the
Act.

AIITICLE 3.
MANAGEMENT RIGHTS

Except as amcnded, changcd, or modified by a provision of this Agreement, subject to
the general administrative and supervisorl, authority of the Illinois Supreme Court, the Chief
.luclge and his agents rctain all the nra-nagemcnt rights and plerogatives they had prior to signing
tliis Agreernent eitlter liy law, custom, practice, usage, or precedent. to lnaltage and control the



judicial system in the Counties. Such riglits and prerogative include, but are not lirnited to, the
followirrg:

A. To plan, direct, control, ulanage, dcterrnine, and set standards for all functions,
operation, and services of the.ludiciary,

B. To establislr the qualifications for ernployrnent and to ernploy employees,

C. To make arrd enlorce reasonable laws of contract and regulations,

D. To deterrnitre and establish work schedules and assignrnents, and the number of
hours of work per week,

To hire, promote, trans{'er, demote, evaluate, reassign, supervise, direct, schedule
and assign ernployee to positions and to create, rnodify and elirninate positions,

To cliscipline, suspcnd and discliarge for just cause,

. To establish reasonable rvork and productivity starrdards and to arnend such
standards.

, To lay of,f etnployees because of lack of work or funds or other legitirnate
l'easotls, ot' to change or eliminate rnethods, equipment, and facilities for the
irnprovement of operations,

To detentiirre tlie size and composition of the work force,

To deterrnine the divisions and units, the methocls, rneal-ls, organization, and
number o1'pet'sonnel by which such operations and services shall be provided,

To takc vr,hatcver action is necessary to corirply with state and Federal law,
:

To elirrinate, contract, and relocate or transfer work and maintain efficiency,

. To take lvhatever action is rrecessary to rnaintain operations and services in
emergency situations, and

N. To set its ovcrall budgct.

Tlre narties agree that this Agreerrrent has been entered into with the intent that its
provisions sliould be in(crprcted so as to fLllly respect the constitutional authority and duties of
the Judiciary.

Atrl'tcLIi 4.
Iq O N -T} I S C RIIIT INATI ON

No persons covcl'ed by this Agrecrrrent shall be discriminated against because of race,
sex, crcecl, color, nation*rl origiir,' age, political orientation, Union affiliation, sexual orientation,
veterans status, n')ariial status or rron-disabling lrandicap except where based on a bonafide
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occupational qualification, as permitted by law. If, prior to filing a grievance for an alleged
violation of this Article, or while such a grievance proceeding is in progress, an employee seeks
resolution of a discrirnination clairn in any other tbrum, whether administrative or judicial, the
Ernployer rnay defe r action on the grievance until the clairn is resolved in the other forum.

Section 5.1. Maintenance of Membership

Eacli ernployce, who on the effective date of this Agreernent is a member of the Union,
atrd each ernployee who becotnes a rnenrber after that date, shall maintain his/her membership
during the term of this Agreement except as provided herein.

Scction 5.2. Constitutional Rights

The Uniorr agrees to insure full compliarrce with respect to constitutional and statutory
rights of all bargairritrg unit nrernbers affected by this Article. Such rights include, but are not
lirnited to, the religious and due process notice and objection procedure rights referenced in the
Illinois Public Labor Rclatiorrs Act.

Section 5.3. Indemnification

Tlre Union shall indemnify, defend, and hold the Ernployer and the County harmless
against any claitn, demand, suit or liability arising frorn any action taken by the Employer in
complyirrg with this Article; provided the Employer and the County shall reasonably cooperate
with tlie Union in the dcfense of such clairn, dernand, suit and/or liability. For purposes of this
ittdemniflcation, a failure by the County to cooperate shall be imputed to the Employer.

ARTICLE 6.
UNXON RIGHTS

Section 6.1. Union Activity During Working Hours

Ernployees shal[, after giving appropriate notice to their supervisor, be allowed
reasonable tirne off, with pay, dr,rring workirrg hours, to attend Union negotiations, grievance
hearings, labor/lnanagement meetings, and comrnittee meetings, if such comrnittees have been
established by this Contract, or meetir-rgs called or agreed to by the Employer, if such employees
are entitled or required to attend such meetirrgs, by virtue of being Union represerrtatives,
stewards, witnesses, or grievants.

Etnployees rrray not be excused from employment, for the purpose of Union negotiations,
if such absence wor"rld substantially hindcr the efficient operation of their departrnent.

4



Scction 6.2. Union Business Access

The Ernployer agrees that a local representative or officer, or ILFOP Labor Council Staff
Representative shall have reasonable access to the premises of the Employer, giving notice upon
arrival to the appropriate Ernployer representative.

Appointments and/or schedules for all necessary Union business meetings, involving
three (3) or more people ft'orn the Bargaining Unit on County premises, shall be made in
advance, with the Chief .ludge or the Judge's designated representative.

l'ime artd space are to be tnade available, at reasonable times, as needed, in a mannerthat
does not interlere with providing service to the public.

Section 6.3. Time Off lbr Union Activities

A maxirnutn of three (3) Local Union Representatives shall be allowed tirne off, without
pay, for legitirnate Union business, such as state or area-wide Union cornmittee meetirrgs, or
conventions, provided such Representatives shall give reasonable notice to tlreir supervisors of
such absence, and shall be allowed such time off, if it does not substantially interfere with the
operating needs ofthe Entployer.

Ernployees may use any acclrmlrlated tirne (holidays, personal days, vacation days), in
lieu of takirrg such tirnc without pay.

No nrore than thlrty-six (36) working days shall be granted, per contract year, for all
employees of thc Bargaining Unit.

Section 6.4. Union tr]ulletin Boards

The Employer shall provide bulletirt boards or space in cach department or geographical
location.

The nurnber, size and Iocatiorr of cach boarcl shall be rnutually agreccl to by the parties in
caclr Iocation.

Tlie boards and/or space shall be forthe sole and exclusive Lrse of the Uniorr.

The items posted shall rrot be political, partisan or defamatory in nature.

'fhe Chief Judge or the .ludge's designated representative shalI be provided with a copy of
notices upon posting.

Section 6.5. I-abor-Mamagement Comrmittee

Representatives of the Ernployer and the Urrion rnay meet from tirne to time on a
structured trasis. [Jnless waived by the parties, requests for such meetings shoLrld be in writing
and shor-rld contetin tut agenda for sucli meetings. Mcctings shall bc limited to:
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1. Safety

Work Hours

Illinois State Labor Reiations Act, nor shall it inhibit the parlics from meetirrg on a less
basis, should circunrstances allow.

When absence ii'orn work is req

2.

3. Training

Union representatives shall, belore leav
reccive approval froln thcir supervisor i

to the
f'orrnal

ired to attend labor-managemcnt committee meetings,
ng their work station, give reasonable notice to and

order to rernain in pay status. Supervisors shall not
arbitrarily witlihold approval cl'the abse ce, but will give due consideration to staffing needs of
the office. In no case need the Flm Ioyer excuse more than three (3) on-duty Union

d with these confereltces sliall be the responsibility ofrepresentatives. Travel exilenses associatr
tlre errrployee.

Scction 6.6. Bvaluation Liaison Officer

lf the

participate in
instrument. ,

'. i i,.

l 
' 

l;t

Uniotr idcntifics an Eva.luatiorr Liaison
such ibrinal ciisoussions as rnay tak-e

Officer, that inclividual will be
place relativo to reviewing tlre

irrvited to
evaluation

1 1.li:

AXI.TICITI T.i : SE,NIOR.ITY

Section 7.1. Seniority
I: )

Seniortty is defined as the length of corrtinuclus service of'an ernployee lbr rhe Ernployer
withirr l"hc River Valley Detention Center since the employee'5 last date of hire. However, this
paragraph shall not l'cduce tlte serrir:rity of any employee who prior to the ratil'ication of this
Agrecment received sonicrity creelit 1'or service pellbrmed in another office of the Chief .lLrdge.

Nervly hirecl employees shall be considered probationary during the first twelve (12)
nroltths,of their emplcyment with the Rivor Valley Detention Cr:lrter and have not riglrt to use the
grievance procedr"ire,in the eiient,of cliscipline, irrcluding discliai:gc,

llection 7.2. [,oss of Seniorify

An enrployce sirall lose his/her seniprity f,or the following reasons only:

i t r;,' ::' ' .;:t. , i
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1 . He/she quits or retires;

2. He/she is discharged and the discliarge is not reversed through the procedure as
set forth in the Agreement;

: 3. Without goocl cause he/she is abseflt for'fivb (5) consecutive workirrg days
without notifying the Ernployer. After such absence, the Employer shail send''r "r : ' writien irotification to the 

"n',iloy". 
at his/her last known address that he/she has

lost his/her seniority and his/her ernployrnent has been tenninated;

4. If he/she does not return to work when recalled from layoff as set forth irr the
recall procedure. Exceptions may be made with the consent of the Employer;

5. Leaves employment with the Chief Judge to be employed iri another office within
the County;

6. Is laid o{Tpursuant to the provisions of the applicable Agreernent for a period of
twenty-fbur' (24) months;

7. Fails to returtr to work atthe conclusion of an approved leave of absence.

Section 7.3. Seniority List

l. C)rr the eff.ective date of this Agreerrent, the Ernployer shall prepare a seniority
list which shows the dates ol hire, the names and job tittes of atl employees within
the bargaining unit entitled to seniority.

2. The Ernployer will keep the seniority list up to clate at all tirnes ancl will provide
the Chief Steward with up to date copies upon written request.

3. The CIrief Steward will notiflz the Union rnonthly of new hires ancl terminations
within the unit.

Section 7.4. Promotion to Supervisor

Ernployees prornoted to the position of supervisor who are subsequently returned to the
position of juvenile detention offlcer return with all the seniority they accrued prior to the
promotion, provided that the return occurs witliin the first one hundred eighty (lB0) days and
with seniority credit fbr tirne served in the supervisory position. An employee returning to the
position of Juvenile Detention Officer in excess of one lrundred eighty (180) days shall forfeit all
of his/her seniority rights r,r,itl"r the exception of the accrural of benefit time. I-lowever, no one
retrtrning to a juvenile detetrtion officer position rnay burnp another juvenile detention officer out
of a previously assigned shift or onto a layoff status. Such a return to the position of juvenile
detention officer shall be solely at the Ernployer's discretion.



Section 7.5. Probationary Staff Training and Shift Assignment

All probationary .lDO's shall complete the facility's initial trainirrg program (as
deterrnined by the facility Superintendent or his designee). The facility's initial training program
shall not exceed rrinety (90) days, urrless notice is provided to the union that lnanagement intends
to extend the.lDO's training program. Such notice shall be provided priorto the expiration of the
first ninety (90) days of ernployrnent. Any extension of training shall not exceed an additional
thirry (30) days.

Sub.iectto the provisions of paragraph (a), the JDO will bc declared a qualified employee
pursuant to Article I l, Section 2, "Overtirne", of this Agreernent. At this time, management will
determine to which shift the JDO shall be temporarily assigned.

The terr-rporary shift assignment and days off rotation tliat the JDO occupies will be
posted open for the entire bargaining urrit with a deadline for submission. Selection for the open
shift will be based solely on seniority.

The JDO with the most seniority requestirrg the rnove to the open shift will be able to
"butnp" the probationary JDO occupyirrg the posted shift into their current shift assignrnent and
days off rotatiorr.

There will be no further "burrlps" between either JDO until the next shift-bidding period.
However, if no .lDO signs up for the open sliift, the newly qualified .lDO will be placed on the
shift that they occupy urrtil tlie rrext shil't bid,

ARTICLE 8.
LAYOF'F'S

"Layoff' means a reduction in the work force due to reasons of lack of work, lack of
funds, reorganization, or the elirnination o1'a positiorr.

In the event it beootncs necessary fbr a layoff, the Ernployer shall rneet with the
designated Union representative fbrty-five (45) days prior to the effective date. At such meeting
tlie ISrnployer shall subrnit a list ol' the nurnber of ernployees in the Detention Division
bargaining schedule fbr tayoff, their narnes, seniorily,.iob titles and work locations.

Layoffs of regular Lrnit full-tirne ernployees shall be strictly by seniority within a
classification, provided the Detention Division can do so without violating government
regulations and pmctical considerations mandatirrg a rninirnum number of officers of each sex.

Prior to the laying oll ol'any regular empioyee, part-time, protrationary and temporary
curployees within thc unit classificatiorrs sliall be terminated.

Employees to be laiii off will receive at least thirty (30) calendar days advance notice of
tlie layoff, r.vhen porisible.

When tlre Enrplc5rer fills o!d r"rnit positions, or newly created unit jo$s, employees orr
layol'l' statr.rs will lrc rcinstatod in order o1' tlieir seniority, provided they have sal.isfactorily

8
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oompleted their probationary period of ernployrnent, for any unit position which they are
qualified to hold before new.iob applicants are considered. Recall rights shall last for the length
of the employee's Detention Division bargaining unit seniority bLrt in no case longer than two (2)
years.

This Detentiorr Division bargainirrg urrit i's considered to be ihdependent of, and not
subject to, arty County 'wide, interdepar'trnental transfer, resulting frorn a layoff in another
bargairring unit.

AR'I'ICLE 9.
ASSIGNMENT GF'SHIF'T AND DAYS OFIi

Scction 9.1. Shifts

At the beginning of each calendar year and in the middle of each year there shall be a bid
by which juvenile detention officer and CRT members will irrdicate their shift preferences.
l'hesc preferences will be awarded by seniority, sub-iect to gender considerations as may be
mandated lry state regulations.

Juvenile Detention Offlcers

First Shift:
Second Shift:
]'hird Shift:

_Ct'itical nespons rir

' First Sliift:
Second Shift:
Third Shilt:

7:00 arn-3:00prn
3:00 prn-l l:00 prl
I l:00pm- 7:00arn

6:00am-4:00pm
2:00pm-12:00am
l0:00pm-8:00am

Section 9.2. Schedules and Days Off

Once a shift deterrlirration has bccn completed, each .iuverrile detention officer will be
assigned a schedule. Eaclt schedule will contain two (2) days off in every seven (7) days, and
CRT Men-rbers will have three (3) days of}' in overy seven (7) days. TIte days off shall be
consecutive. '[he days off or-r each scl'u:dule shall be rotated e very fbur (4) weeks to allow for a
[air distributiorr of wecl<crrd days ol'f.

Schedr-rlcs will not corttain, "split sliifts," and shall consist of colrsecutive work hours but
flor contractually rrranclbted :breali periods. I Iowever, in an enrergency such as may be caused by
unanticipated illriesses of staff members, juvenile detention officer are expected to cooperate
with their supcrvisors and the Superintendent to alloW for appropriate supervision of residents.

;rl,



JDO Rotations

Tuesday/Wedrresday
Thursday/Friday
Saturday/Sunday

CRT Rotations
:i'

!:l

Tuesday/Wednesday/Thr.rrsday Off
Friday/Saturday/Sunday Off

If for any reasol-r, any of the shifts or schedules listed in section 9.1 and 9.2 need to be
modified, the ernploy/er agrees to meet and discuss the changes with the Union prior to
implernentation.

ARTICLE IO.
TEMPORARY ASSIGNMENTS

The River Valley Detention Facility Superintendent or designee shall detennine when a
vacancy exists and shor,rld be filled. Temporary assignrnerrts for the purpose of filling vacancies
of employees who are absent will be made by the River Valley Detention Center Superinter,dent
under the authoril.y of the Chief .ludge

If an ernployee is temporarily assigned to a lower paid position, they shall not be sLrb.ject
to a pay cut.

No tcmporary assignment ol'an employee shall exceed one hundred and eighty (180)
caleudar days without tlre consent of the ernployee. After one hundred and eighty (180) days, the
employee requesting to be relieved of the temporary assignment shall be returned to their former
position at the fbrrner rate of pay.

No erlployee may be forced to selve as an actirrg supervisor. It is understood that in
rejecting an opportutrity to serve as an acting supervisor at a particular time, employees are not
removing tl:emselves from futurc consideration.

A .lDO serving thc facility as an acting supervisor shall receive oolnpeltsatory time in an
atnount equal to fifty (50%) perccnt of the amour]t of time labored in the acting supervisor
Positio,' 

AR.*.LE 11.
IIOIIRS OF WORK, BR.EAKS AND OVERTIME

Section 11,1. Work Dzlvs anctr Breaks

Except as proviclcd in subsection c helow, the regular ,,nrork day for JDO's shall be eight
(8) consecutive hours artd ten (10) consecutive hours for CRT rnembers. Within each eight (8)
hour shiflt, aud ten (10) l'rour shift, each.iuvenile detcntion offrcer and CRT rnember, respectively,
shall receive a sixty (60) ririnute break at approxirnately the rniddle of the shift. Should the

,.1,
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elnployee choose, such breaks rnay be taken in "staff only" areas of the facility. Additionally,
breaks may be extended and may be taken away from the facility, sub.iect to supervisory
approval. Such approval will trot be unreasonably withheld. A Juvenile Detention Officer
whose rneal period is lost for more than 15 rninutes shall receive pay at straight time rates equal
to the amount of the rnissed rneal break.

In adclition to the'break ieferenced above, juvenile detention officer shall be allowed
rcasonable, additionaI shor.terr breaks,throughout their shifts, sub.iect to supervisory approval.
Such approval will not'be unreasonably withheld.

Voluntary Roll Call. Any employee voluntarily present fbr roll call l5 minutes prior to
the start of their first assigned or approvecl shift of the day, at a meeting place pre-deterrnined by
lnanagement, shall receive either fifteen (15) minutes of his/her hourly rate of pay, or at the
employee's optiotr, filteen (15) nrinutcs olcornpensatory tirne. The enrployee shall notify the
ernployer of Iiis/her decisiorr to elect pay or compensatory tirne at the bi-annr"ral shift pick and
will rrot bc able to rnoclify this decision until the subscquent irick, Employees shall still be
sulrject to col'ltpensatoi'y lirnifs contairred within tliis agreement. Ernployees who elect
competrsatory titne as compensation lor voluntary roll call and reach thc specified limits shall
ternporarily be comperrsated as pay until the ernployee's total hours fall below the lirnit. Roll Call
pay shall not be inclr-rded ibrtlle plrrposes of calcr,rlating overtime pay. Employees working back-
to-back shifts (doubles) shall not be eligible for roll call pay for the secorid shift.

Section 1tr.2. Overtimc

A. I}-qEIUIllHlNS Iror the purpose of this Section, the follorving terms shall have
tlrc [ollowirrg nrcarrings:

L&lUdqlgr-U,.Q_ySitjj1r-q - Uttsclreciriled work hours pr:rsonrrel are mandated to work, in
aCdition to regLrlarly 'schsdulcd worl< liours, when managcment must schedr.rle personnel to
rcspond to c;ncrgi;nc5,oonclitioriu, or to f ill stafl'ing vacancics that rnarragcllent is notified of 24
hottrs or less bcforc llir: i:r;xt scltoclltled shift, or rryhen an employee elects to wcirk soheduled
over[itne ancl ltrils to rcllort or is unablc to rerport fbr,Cuty.

Mandatoryl_h.iit - Thc siiifl that an crnployee is marrdated by lnanagcrnent to work,
pursuant tr: the terms,of this contpact, when a rnandatory overtime situation exists.

Sr'.1f:dULSd-Qygrli11S - I-lnLtrs perso,tncl ctect to wnrk, irr aclclition 1o regularly scheduled
r.nork hout's, wlten marlag(jlneirt rnust schr:dlile personnel to fill staffrng vacancies or anticipated
crnerg()r'lcy conditions thnl rnanagenrcnt is notified of more than 24 hours before the next
scheiluled shift.J' , , ', :. )

; i' '

Forced Shii'{ -'llre corni:lirnent of staff on dr"rty irnrnecliately;rrior to the shili thal requires

,1

-a!gLi-&qq!--fu,itj.ig:qo. -'A.qualific.cl,omployee who is decrnctl by rnanalrermcrrt to quality for
schedulE:d or trranrJatoly overlitt,re assigriments iu regards to: (1) requisiterexperimce, skiils and
physical abiiities t'er.luircei fbr the overtiirie,assignr-nent, (2) who does nr:t exceecl maximum
ovortirne hours permitti:ci r.rnder this Section, and (3) gender l'equirements.

,t,
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Work Week - The total of regularly scheduled hours a JDO works from Sunday through
tlie fol lowirlg Saturday

B. MANDATORY OVERTIME AND SCHEDULED OVERTIME
ELIGIBII,ITY

A llDO may be:compefled to work a lnaxi{xulx of twgpty.fovr (z4,).hours,of ,mandatory
overtitne in 4 work week. However, the awarditrg of scheduled oveftirxe hours in a given work
week shall reduce the total maximum, mandatory overtime hours that a JDO rnay lre compelled
to work in a work week (example: l. a JDO that has been awarded eight (8) scheduled overtime
lrours rnay tre cornpcllcd to work an additiorral sixteerr hours of mandatory overtiure; 2. a JDO
that has alroady been awarded sixteen (16) scheduled overtime hours rnay still be oompelled to
work up to eight (B) mandalory overtime hours in a work week).

A JDO's serriority shall be used in awarding up to sixteen (16) hours of scheduled
overtime in a work week. Thereafter, a .lDO rnay be awarded additional, scheduled overtime
hours by seniority il'no other.lDO with less than sixteen (16) hours of scheduled overtime in a
work rveek elccts to worl< a given schcduled, overtirne shift in the samc work week.

A JDO tltat is under the rnaximurn, rveekly, individual mandatory overtime total prior to
being assigned additiotraI mandatory ovc:rtime liours; that later exceeds the total by virtue
workirrg the mandatory orrertitne hours shall still be cligible to be assigned mandatory oveftime
hours. Likewise, A JDO that is under the maximum, weekly, individual scheduled overtime total
prior to being assigned additional scheduled overtime hours; that later exceeds the total by virtue
workirrg the scheduled overtirne hours shall still be eligible to be assigned scheduled overtime
hours.

C. MANDATORY OVEI{TIME AND SCHEDUI,ITID OVtrILTIME OFFERING
rRocF.puRu.

(l) Manclatqia_Oi,_-e_ltirne OlledtyJq and A$igrunprrt - Mandatory oveftime shall be
pennitted orily rvith supervisory approval. When a mandatory ovcrtime situation is to be
imposed, the order ol'offering overtimc sliall be as follows:

l. Manclatc;ry overtitne shall first be oflered to the most senior ennployee working
the forcod shift

'

2. Should this ernployee refuse the
off'ered on a descelrcling seniority
lorcetl shi[t.

rnandatory overtime, the assignment shall be
basis to the retnaining ernployees working the

3. When all eniployees on a fbrced shift liave declined the ol'fer to work rnandatory
overtilne, the:overtime shall,be assigned on an ascending seniority basis to a

qualified staff membcr with the least seniority on the forced shil't.

No juvenile detention officer sliall lre rcquireclto work manclatory overtime 2 consecutive
days irr a row, un,lcss that irrdividuai volunteers as provided in patagraphs 1 and 2 above.
Should the situation,arise where a mandatory overtime is the responsibility of the same

Ii' :.
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staff rnernber two days in a row, then the rnandatory oveftime shall be filled by the
qualified ernployee with the next least seniority working on the forced shift. If there are
rro qualified ernployees determined by management to fill the shift and a Juvenile
Detention Olficer is forced 2 consecutive days in a row the Officer shall be paid double
time lor the l'orced shift on hours worked for the second forced shift.

(2) Scheduled OvertinTe Offerinqs and Assignrnent - Sclieduled overtirne shall only
bc permitted with supervisory approval and shall be posted within a reasonable time period after
the Ernployer is aware of arr anticipated need. Interested ernployees may elect to work a
scheduled overtirne assignment by affixing his/her name to the desired overtirne assignment. An
overtirne assignrnent that has been posted for three days, may be approved by any supervisor
provided there is a qualified employee electing to work the overtirne assigrrment, unless exigent
circumstarrces prevent such approval. Examples: 1. An overtime assignment posted at any time
on the Day Shift on Wednesday may be approved at any tirne on the Day Shift the following
Saturday; 2. An overtime assignment posted on thc Afternoorr Shift at any tirne on Friday may be
approved at any time on the Afterrroorr Shift on the follou,ing Monday; 3. An oveftime
assignment posted at any time on the Midnight Shift on Sunday (or after Midnight into the shift
Monday) may be approved at any time on the Midnight Shift on Wednesday (or after Midnight
into the shift Thursday). The scheduled ovcrtime assignrnent shall be filled by the most senior
qualified ernployee electirig to work the offered scheduled overtirne unless otherwise specified in
this section. A tirne off request that was subrnitted to a supervisor and was subsequently posted
for scheduled overtirne that cannot be posted for three days by virtue of the time between the
submissiort of the time off request and the date of the actual tirne off request, may be approved at
any time after two subsequent shifts have lapsed from the posting of the tirne off request,
provided that tliere is a qualified ernployee electing to work an overtime shift and unless exigent
circurrrstances would prevent such an approval,

If no qualified ernployee elects to work a posted scheduled overtime, and the overtime
posting is the result ol'a personal tirne off request or staffing shortage, the provisions of Section
"C (l)" above shall be iniplemented to determine which ernployee shall be required to work the
mandatory situation that now exists. A scheduled overtime that was posted as the result of a
cornpensatory or single vacatiorr day tirne off request may be denied if noJDO elects to work the
overtime assignment.

D. OVERTIME RBSTRICTIONS AND LIMITATIONS

l. Subject to the exceptions above, No JDO shall work rnore than forty (40) hours of
marrdatory, schedttled, or any other type o{'overtime in a workweek without the approval of the
Superirrtcndent or his/hcr dcsignee.'l'he ernployer may nullily any future scheduled oveftime
assiguments when a .lDO accurnulates rnore than f,orty (40) hours of overtime in a work week.
Schedulcd overtime assignmcnts that have bcen nullified, may be filled by either the mandatory
or scheduled overtimc processes above.

2. After schcdurled overtitne assignments have been posted and approved by
management pursuant to Section "C (2)" above, an ernployee that has beerr awarded an overtime
assignment may subsequently elect to rclinquish the overtirne assignment to another employee. It
shall be the responsibility of tlie employee relinqr"rishing the overtime assignrnent to find a
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replacement ernployee tltat meets all gender and occupational requirernents for the overtime
assignrrrent. The relirtquishing ernployee shall first attempt to find a replacement ernployee from
the original overtime assignrnent list, by seniority. If no replacernent is available from the
original list, the relinquishing erlployee may atternpt to find a replacernent frorn any other,
eligible, ernployee on the Ernployee Roster. Once a replacernent employee has been found, the
relinquishing ernployee and the replaccment ernployee shall compiete a "Time Off Request
Fon'n", which shall include tlte rrarnes of the two ernployees and the date and time of the
overtime assignment. Cornpletiorr of this forrn may be done using any verifiable electronic
rnedium. The forrn shall then be subrnitted to a supervisor for approval. There shall be a
presurnption that all efforts have been nrade by the relinquisliing employee to find the most
appropriate replacernent employee for the overtirne assignment, and as a result, the
relinquishrnent selectiorr shall be non-grievable. Once the relinquished oveftime assigrrment has
been approved by a supervisor, the overtime assignment in question shall be the responsibility of
the replacernent employce. The relinquishing employee shall not be eligible to rnake a clairn to
any other previously approved overtime assignments during that work week, even if the
relinquished overtime assignments reduces his/her weekly overtime totals and he/she would
otherwise be e ligible for additional overtime assigrrments. This restrictiorr rnay be waived by the
cmployer should operational needs so neccssitate, and any such award in this fashion shall be
non-grievable. Lil<ewise an enrployee may be approved to work an overtime assignment that was
relinquished by anotlter sLalf merrber regardless of his/her total, weekly, oveftime hours, and
such an award slrall also be non-grievable.

3. Any.lDO that is assigned a scheduled overtirne assignmerrt, and fails to workthe
assigned overtime assigtrmcni a second tirne durirrg a bi-annual shift pick period referenced in
Sectiotr 9.1 shall be incligible for any scheduled overtime assignments for a period of sixty 60
days fi'orn the date of the secortd, un-worked, approved overtime. A failure to work a scheduled
overtirne assignrnent a third time clurirrg a bi-annual shift pick period referenced in Section 9.1,
shall result in the staff rncrnber being inetigible to be assigned any scheduled overtirne
assignrnents fbr a period of ninety 90 days from the third, un-worked, approved oveftime.
Prohibition frorn worl<ing scheduled overtime shall in no way prevent a JDO frorn being required
to work mandatory assignments.

4. Except in emergency situations, a JDO approvec{ for a scheduled overtime
assigntnent shall not be eligible to work a mandatory overtime assignment if the labor of the
rnandatory overtinre assignment shall corrllict with the JDO working the approved. scheduled
overtime assignment by virtuc of the .lDO's tctal amount of hours worked in a twenty-four (24)
hour period. Staff worl<ing consecutive shills (back to back) because of switching shifts with
another staf,l'tnember shall also be ineligible to work a mandatory overtirne shift. howeverJDO's
who are on a uon-back to: back switcli shall be eligible to work a rnandatory overtime
assignrncnl.

5. Except iit ernergency situatiorrs, a JDO working a scheduled overtime assignrnent
shall not be eligible to worl< a rnanclatory'overlirne assignment if a mandator'y oveftime
assigtrtnent should occur. How'cver, if otherwise eligible,'the staff rnember is perrnitted to
vo lunteer for matrd atory, overti rne ass i gnm ents.
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6. A .lDO that has been awarded a scheduled overtime assignment shall not be able
to switch the overtime assigtu-nent with another JDO that has been awarded a separate, scheduled
ovcrtirne assi gnmetrt.

7, A JDO tliat has been awarded a scheduled overtirne assignrnent shall not be
permitted to relinquish a portion of the sclieduled overtirne assignment to another JDO.

8. Regarding any overtime matters that adversely irnpact either the ernployer or the
union (i.e. overtitne mattcrs that negatively irnpact the employer's ability to operate the detention
center or overtitne sanctions imposed on an employee pllrsuant to this section) the parties agree
to meet and discuss any action taken. Nothing in this section shall pre.iudice tlie employer's rights
outlined in Article 3 or the unior.r's ability to file a grievance under Article 20.

(1) OVERTTME COMPENSATTON

Juvenile Detention Officers (.lDO's) shall receive either 1.5 hours of compensatory tirne
ofl'or time and a half pay for every hour worked ovcr forty (40) hours in a seven (7) day period.
For purposes of this section, a "seven day period" is dcfined as the amount of liours the employee
worked Sunday thror.rgh Saturday. The clecision to receive cornpensatory tirne or overtime pay
shall be rnacle by the JDO.

No.luvenile Dctention Officer shall be allowed to accumulate over one hundred sixty 160
hours of competrsatory time. Compensatory tirne off rnay be taken orrly at a time rnutually
agreeable to the employee and the employee's supervisor. Requests fbr tirne off subrnitted
simultaneously by separatc .lDO's shall be approved by seniority. All other requests for time off
shall be granted on a "first corre, first served" basis unless otherwise specified in this contract.

Only compensatory, personal, vacation tirne and mandated or forced overtime will count
as compensated hours for tlie purpose of overtime calculations in a work week.

Section 11.3. Call Back T'ime

Any employee required to return to v,,ork, outside of their regular shift, on a regularly
scheduled working day, sliall be paid for a minimum of two (2) hours.

Arry employee required to return to work, outside of their regular shift, on their regularly
scheduled day off or Holiday, shall be paid for a minimurn of three (3) hours.

Any ernployee required to retunr to work for any training exercise, outside of their
regular shift, on a regularly scheduled working day, sliall be paid for a minimum of two (2)
hours.

Any employee required to returrr to work for any training exercise, outside of their
regular shil't, on their regr-rlarly scheduled day off or Holiday, shall be paid for a rninirnum of
three (3) hours,

An employee sl-rall be cornpensated at straight tirne pay unless qualifying for overtirne.
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AR'I'ICLE 12.
HOLIDAYS

An ofllcial list of paid holidays is detennined annually by the Supreme Court and Chief
Judge. Flolidays shall be those designated by the Chief .ludge of the Twelfth Judicial Circuit
subject to the general adnninistrative and supervisory authority of the Illinois Supreme Court.
I-lolidays shall be observed as provided above, except that the Independence Day, Christmas
Day. arrd New Ycar's Day lrolidays shall bc obscrved on .luly 4. Deccrnber 25, and .lanuary l.

To qualify l'or holiday pay, an ernployee rlust be in paid status tlie day preceding and
following the holiday. For purposes of tliis paragraph "paid statrrs" is not lirnited to a day in
wliich work is actually performed. The term shall also include arry paid leave, compensatory time
used, or regularly sclieduled days off.

Except as provided by sub-paragraphs (1) and (2) of this paragraph, for all holidays
approved by the Chief .ludge, employees sliall be paid at his/her straight-tirne rate for all hours
actually worked and shall, at the ernployee's discretion, either receive additiorral matching hours
of pay at his/her usual hourly rate of compensation, or compensatory tirne, up to eight hours,
provided that if the employee elects cornperrsatory time, the ernployee has not exceeded the
maximum hours of cotnpensatory tirne permitted under Article 11, ol'this contract. A Juvenile
Detention Officer schedurled to work a holiday rnay request the day ofl'or partial day off irr lieu
of receiving the holiday comperlstrtory time or holiday pay granted under Article 12 of this
contract. The Ernployer retains the right to grant or deny the request.

If any etnployec is required to work on a holiday for Christmas Day (25th), New Year's
Day (1st), Thanksgiving Day, or lndepcndence Day, tlie employee will be paid at his/her straight
tirne rate for all hours a,ctually worked and will receive matching hours of pay at a rate of one
and a half titnes tlte usual rate of cotnpensation fbr all liours actually worked, up to eight hours.
In the alternative, the ernployee rnay elect to receive matclring hours of compensatory time at a
rate of one and one half tiines the usual rate of cornpensation for all hours actr"rally worked, up to
eight hours.

lf any holiday falls within an employee's scheduled day o[f, excluding scheduled
vacations, such enrployec shall be providcd, if otherwise eligible, arr additional eight hours of
cotnpensatory time, or at the employee's option, eight hours of additional pay at his/her usual
hourly rate of cornpensation.

If a holiday falls witliin an employee's scheduled vacation, such employee, if otherwise
eligible, shall be granted, at the etnployee's optiorr, an additional day of vacation, an additional
eight hours of compensatory tilne, or eight hours of pay at his/her usual hourly rate of
cotnpetrsation. Ernployees vvho schedr"rle a vacation durirrg a holiday shall notify tlre Employer at
the tirne of vacation request of which type of,cornpensation that employee sliall receive,
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Section 13.1. Vacation Leave

All full-tirne employees 'covered by this Agreement shall be entitled to vacation as
follows, sub.iect to the eligibiiity requii'ements in Section 2 of this Article.

1 year
5 years
l0 years
l5 years

2 weeks
3 weeks
4 weeks
5 weeks

Scction 13.2. Vacation Eligibility

No ernployee shall be entitled to any vacation, or pay therefore, until he/she has been on
the payroll for a continuous period of at least twelve (12) months. Vacation with pay will not be
granted bcfore vacation time has been earned.

Irrdividual anniversary dates will be used to calculate the amourrt of vacation to which
each ernployee will be entitled.

Section 13.3. Vacation Fr-ry

All vacatiorr pay rvill be paid at the ernployee's regular rate of pay and will be based upon
a forty (40) hour worli i,r,cc:k.

Section 13.4. Scheduling Vacations

Twice a year at the tirlc of shift picl<s, ernployees shall be adviscd of vactrtion schedules
frorrr which to choose their earned vacation. Vacation awards shall be rnade on the basis of
seniority and eligibility. Vacation shall t'irst be selected in "week blocks" only, by members of
the bargainirrg urrit. After that, singic vacation c'lays may be sclected from available time off on a
first come, flrst serve basis. Siirgle vacation days may only be taken a time rnutually agreeable to
the ernployee and 1he crrrployee's supervisor. In instances where two or more people request the
same hours off. it sharll be awardcd to the individual(s) with the most seniority. Individual
anniversary dates slralI be usecl to calculate the amount of vacation to which each employee will
be entitled. Any vacal-ion time the ernployce will be entitled to that is not going to be used in the
calendar year of the pici<s, shall be caui,cd to the next scheduled vacation picks. A rnaximurn of
(40) forty hours of vacatiorrlirne rnay bc carried over past thc trvo regulariy schcduled vacation
piclts of the year. Anil le1'1ou.r vacatiott timc over (40) forty fiours that has not been used since
the carry-ovei' described previously, shall be lbrf'eitecl.

All of the vacatiou requests contained in arr ernployee's bicl, that fell in the shift pick in
question, shall be au,ardccl beforc any'portior'l of the bicl of a junior ernployce is awarded. Once
awards are tnade, seu.ior employees tnay not "burnp" junior ernployees out of all or part of the
awarcled vacatit:n scirecJule. Iiowever, lbllowing vlrcation uwurir, an employee inay trade
vacation tirne with anothcr ernployee on the sarne shift, or rnay rcquest tlie employer for vacation
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time not previously awardcd to the employee. In such cases, unless there is a reasonable
possibility tliat the trade or award of additional vacation would negatively impact the operation
of the facility, the trade of vacatiorr will be approved. Should an employee vacate a selected
vacation week, the ernployer sliall post the vacation week for a period of seven (7) days. During
the seven (7) day period, the ernployees shall have the opportunity to sign up for the vacation
week. After the severr (7) day period lras been completed, the nrost senior employee shall be
awardcd the vacant vacation week.

Those employees who request arrd are grantcd a shift change outside of the routine shift
picks rnay forfeit their selected vacation tirne if another staff rnernber on the requested shift has

picked this vacation. The staff rncmber requesting shift change will be allowed to select any
otlter available week for their vacation.

Section 13.5. Vacation Cancellation

In the case of an emergency as deterrnined by the Chief Judge, the Superintendent may
cancel and reschedule atry or all approved vacation leaves in advance of their being taken. In
such cases, an ernployee who would otlierwise suffer a financial loss because of loss of deposit
money or the earlier purchase of tickets or reservations which rnay neither be rescheduled nor
refunded, shall be reimburscd by the Ernployer. Such reimbursentent is contingerrt on

submissiotr by the ernployee of satisfactory evidence of such conditions.

Section 13.6. Unpaid Leave of Absence

Ernployees on unpaid leave of absence for nrore tlian sixty (60) workdays during a twelve (12)
month fiscal year period shall have their vacation days reduced on a proportional, prorated basis
at tlre rate of 1112 of their berrefit time flor each month of unpaid leave. Prorated vacation tirne
shall be rounded up in 4.0 hour increments.

ARTICLE 14.
SICK LEAVE

Section 14.1. Non-Work Related Sick Leave

Sick leave rnay be used in cases of sickness, pregnancy, disability, or to seek rnedical
treatrnent or for any leave perrnitted or required under the Farnily and Medical Leave Act. Use of
sick leave may not sr"rbstitute for other types of leave. While absent frorn work due to illness or
iniury, employees shall be paid frorn their sick leave credit as provided herein. Sick leave rnay be

used in the case of ilhiess in the ernployee's irnmediate farnily where the presence of the
ernployee is necessary. For purposes of this section, immediate farnily is defined as parent of
employee or spouse, spouse sibling, child, grandparent, brother or sister of spouse, grandchild or
solreone with whorn the employee has a legal guardian relationship, or a related mernber in an

employee's household.

J'o receive compensation while absent on sick leave, employees shall notify their
supervisor prior to the tirne set for the beginning of the work day. Reasonable exception to this
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would be emergency situations that result in an employee's inability to provide this notificatiort
such as automobile accidents en route to work or serious sudden illness that results in imrnediate
medical care. When abserrces are for more than three (3) days, employees are required to file a
physician's certificate. No sick leave shall be grar ted without the approval of their supervisor or
other appropriate Department Adrninistrator.

The Departlnertt Adrninistrator rnay require a doctor's excllse for sick leave claimed for a
day irnrnediately preceding ot' following a holiday or days off or a weekend off, including a

Friday or Morrday holiday.

All regular firll-tirne bargaining unit ernployees are eligible to accumulate sick leave
benefits following the flrst thirty (30) calendar days on the.iob and rnay use sick leave after
completion of this thirty (30) day period, r,rp to the amount accumulated at the time of the illness.

Regular full-tirne employees are cntitled to sick leave credit of eight (8) hours for each
month of selvice, except that no sick leave credit can be earned during a leave of absence

without pay. The arnourrt of sick leavc charged against an employee absent on sick leave shall be

equal to the number of regularly scheduled hours the ernployee would otherwise have worked:

Ernployees shall start to earn sick leave from their date of hire and they shall accumulate
sick leave as long as they are irr the service of the E,mployer, to a maxirnum of two hundred and
forty (240) days.

An employoe on sick leave shall suf}.er no loss of seniority and shall continue to
accumulate seniority.

Records must be kept of accumulated sick leave and such records shall be made available
to the employee.

Ernployees shall be compensated fbr one-half (112) of any accumulated sick leave when
thcy are permanerrtly separated from employment as a result of retirernent or death:

(1) In the event of death, payrnent is to be made to the estate of employees or their
heirs

The arnount of payrnent for all unused sick leave is to be calculated at the
errrployee's rate of pay in effect on the pay day irnrnediately preceding the date of
the ernployee's perrnanent separation. In the everrt of resignation:

(a) Ernployees shall be paid two (2) days for each year of service, not to
exceed their accurnulated sick leave balance.

(b) Any payrnerrt, to erriployees, is to be calculated at their rate of pay, in
effect on the pay day, in,rnediately preceding the date of their resignation.

An ernployee who does not Lrse any sick tirne durirrg the firtl designated annual fiscal year
shall receive one additional personal day during the following annual fiscalyear.

(2)
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Section 14.2. Work Related Sick Lcave

Irr all cases, when employees are forced to be absent from work, by reason of iniury or
illness, arising out of the scope of their employment and covered by Worker's Compensation
benefits, tliey shall be paid the differerrce between the arnount of weekly Workers'Compensation
benefits to which such employees would be entitled and the employees' full weekly salary, as of
the day they last worked, for a period not to exceed sixty (60) calendar/work day weeks.

In the everrt tliat the length of absence from work of the employees do not qualify them
for Workers' Cornpensation payments, during the first three (3) days of their absence, then, in
such case, they shall receive their full salary for this three (3) day period from the County and
such tirne lost shall not be charged to sick leave time.

If the Ernpk;yer enhances the workman's compensation benefits for other county
employees, tlie Ernployer will give members of this bargainirrg unit the sarne benefits.

ARTICLE 15.
LEAVE OF AtsSBNCE

Section 15.1. Eligibility ltequirements

Ernployees shall be first eligible for leaves of absence after tliey have cotnpleted twelve
(12) rnonths of employment with the Ernployer.

Notwithstanding any other prorzision herein to the contrary, the Ernployer has the

exclusive rightto detcnr,ine whetlier and when any leave of abserrce rnay be granted.

Section 15.2. Application for I-eave Without Pay

Any request lor a leavc of abscnce shall be subrnitted, in writing, by employees to their
immediate supervisor"

The request shall state the reason the leave of absence is being requested and the
approximate lengtli of tirne off that the ernployee desires.

Employees may take an unpaid leave of absence from their employtnent if they secure
writtcrr pcrnrission lrorn ilre Ernployer

Authorization lbr a leave of abscncc rntrst bc in writing and rnust contain tlic; signature of
the Ernployer's authtrrizcd represcrrtati ve.

In no casc slrall a leave be grlnteci lor crnployurertt elscwlterc. except lor work directly
related to the operation of tlie lJnion. \ . '

Any request for a lcave o1'abseuce slrall be answered promptly: :

(1) A lequi:st lbr a short leave of absence (clefinecl as a loave nct exceeding a month)
shall be ansrvered within seven (7) days.
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(2) A request for a leave of absence exceedirrg one (1) rnonth shall be answered
within terr (10) days.

No unpaid leave shall exceed six (6) mouths.

An ernployee on unpaid leave shall not accurnulate any seniority or sick leave or
holidays.

Section 15.3. Bereavement Leave

An ernployee shall be allowed three (3) working days, with pay, as bereavernent leave
days, not to be deducted fi"orn sick leave or vacation leave, compensatory leave, or personal leave
for a death in the irnmediate family. Itnrnediate farnily is defined as a spouse or domestic partner;
parent, step-parent, sibling, step-sibling, child, grandparent, grandchild, aunt, uncle, niece,
nephew, or a related metnber in an employee's household; and all of the above listed relative of
the employee's spouse or domestic partner.

An additional two (2) bereavernent leave days with pay shall be granted in the event of
the death of a spouse, domestic partner, parent, cliild, or sibling of the ernployee or the
employee's spouse or dornestic partner.

An additional two (2) bereavernent leave days with pay shall be granted, depending on
the distance (200 Iniles or more) to travel to the event, caused by a death in the imrnediate farnily
the ernployee, spoLrse, or domestic partner.

Notwithstanding the above, no employee shall receive more than a total of five (5) days
or forly (40) hours of bereavernent leave by operation of the three previous paragraphs.

An employee selected to be a pallbearer for a deceased employee will be allowed one (1)
bereavement leave day with pay not to be deducted from sick leave, vacatiorr leave,
cornperrsatory leave, or personal leave.

An employee is entitled to bereavement leave for a day on which the ernployee was
otherwise in a tron-work status. For purposes o1'this paragraph, exarnples of such status include
vacation days, holidays, sick days, corr-rpensatory days, personal days, or any other paid or
unpaid leave days. The previously subnritted tirne will be credited back to the employee.
replaced with bereavement leave as indicated in this Section.

Ernployees have the right to Llse personal or vacation leave for the funeral of those otlier
than those rnernbers of the irnrnediate l'arnily.

Within a reasonable tirne after the return of the ernployee from any funeral leave, the
employee sliall fi[e a staternent in writing to his/her supervisor which shall include the name of
and relation to the deceased, the location of the death/services, and the total number of days used

fol'the funeral leave.
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Section 15.4. Family and Medical Lcave

The employer shall comply with the provisions of the Farnily Medical Leave Act. The
annual FMLA period sliall be a rollirrg year.

Section 15.5. Failure to Return from Leave

Failure to return from a leave of absence, witlrin five (5) days after the expiration date
thereof, may be cause for discliarge, unless it is reasonably impossible for the ernployee to so
returrr and evidence of such impossibility is presented to the Employer within five (5) days after
the expiration of the leave of absence or as sooll as physically possible.

Section 15.6. Personal Leave Days

a. Subject to paragraph c below, an employee may take (3) three days of personal
leave each year, after one years' service.

b. Personal leave tnay be used for any purpose, except to engage in ernployment not
related to work activities subject to this corrtract, nor to be used to take off for the holidays
approved by the ChiefJudge.

c. Except in cases of emergency, ernployees planning to use a personal leave day
shall subrnit their recluest at least two (2) working days in advance of intended use.

d. When requested witliin the guidelines of advance notice, the requested personal
lrusiness day shall be granted, ilnless an ernergericy of an extreme nature would cause the
carrcellation of such day ofl

e. The ernployee shall suffer no loss of pay for such leave.

f. Personal leave shall not accrue from year to year, except that personal leave
which is unused at the end of a fiscal year shall be added to sick leave, so long as such addition
does not exceed the rnaxirnum accurnulatiorr authorized.

Section 15.7. Jury Duty Lcave

Any employee, called fbr .jury duty or subpoenaed by a legislative, .judicial, or
adrninistrative tribunal, shall be allowed tirne away f,rom work with pay, except in matters of
non-work related personal litigation.

Upon receiving the suln paid fbr jury service ol witrress fees, the employee shall submit
the warrant, or its equivalent, to the Employer, unless an employee elects to fulfill such call or
subpoena with accrurecl tirne off or personal leave, in whicli case the ernployee shall retain the
full amount received for, such service.

firnployecs, called fbr reasons contained herein, shall have such days considered as days
workcd.
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Scction 15.8. Military Leave

A. Reinstatement of Seniority Employees

The Ernployer will grarrt rnilitary leave irr accordance with applicable state and federal
law. Upon return to work, subject to the provisions of Article 7 and Article 9, paragraph 3, the
ernployce will be reinstated to their origirial or ecluivalent position which such serriority, status,
pay, sick leave, vacation and futule paid holidays that the ernployee would have at the end of the
leave as though the ernployee had been at work during the tirne of the leave.

B. Probationary Employees

A probationary ernployee who enters the Anned F'orces and meets the foregoing
requiremerrts, must complete his probationary period and upon cornpleting it, will have seniority
equal to tlie time he spent in the Armed Irorces plus the probatiorrary period.

Section 15.9. Parental Leave

Eligible ernployees will be granted paid parerrtal leave after tl,e birth of their cliild or after the
placemcnt of their adopted child. Such leave must be taken at tlie time of the birth or placement
of the cliild and shall not exceed four weeks. To be eligible for parental leave, the employee must
also meet the eligibility requirernents of tlie Family and Medical Leave Act. Any parental leave
taken must run concurrent with FMLA leave.

ARTICLE 16"

INSURANCE

Section 16.1. Group Insurancc

TIie ernployer will continue to provicle a group health insurance prograrn as provided by
the County for all County employees under the Office of the Chief Judge, l2th Judicial Circuit,
includirrg bargairring unit members.

Section 16.2. Individual Insurance

The employer shail continue to provide individual itrsurance options as provided by the
County for all County employees under the Office of the Chief Judge, 12th Judicial Circuit,
including bargaining unit members.

Section 16.3. Mandated Insurance

In accordanoe with law, the fbllowing insurance coverage is also provided to Employees:

(1) Paid by the Empioyer:

(a) Ttr;^l trrninunity
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(b) Unernployment Comperrsation

(c) Worker's Comperrsation

(2) Paid jointly by the Erriployer and the Ernployee:

(a) Illinois Mtinicipal Retirement Fund (IMRF) disability coverage.

(b) ' Social Sebilrity (FICA) disability covcrage and retirernent' health and

hospital izatiorr coverage.

Section 16.4. Payroll Derluctions

The prernium arnount(s) for the E,rnployee's share of insurarrce coverage(s) provided shall
be made in cqual deductions each payday.

Section 16.5. Unpaid Leavc Status Employces

Ernployees on any unpaid leave of absence approved by the Employer, rnay elect to
continue their insurance coverage, includirrg coverage of their legal dependents, by notifying the
Ernployer and paying the total insurance premium due each month in the rnanner directed by the
Ernployer.

The benefits and protectiorrs of such insurance shall be equal to those received by
Employees who are in a paid status.

Section 16.6. Retired Employees and Legal Dependents

The Eniployer shall allow all retiring Ernployees and their legal dependents to continue to
participate irr the E,mployer's Group Medical lnsurance Prograrn, except for Short-Term
Disability Income coverege, until such timc as the Retiree is eligible for Social Security
MEDICARE benefits. lfi the Ernploycr enhances the retirernent benefits for the other county
employees in IMRF, the Ernployer willgive members of this bargainirrg unit the sarne benefits.

A Retiree is a fbrmer Ernployee who is collecting an annuity from the Illinois Municipal
Retirement Fund (IMRF).

The benefits of the insurance coverage provided to Retirees and their legal dependents

shall be the sarne as tliat provided to Employees and their legal dependents.

For Retirees, who retirc from the service of Will County and who at the time of
retirernent have B years of corrtinuous service with Will County, and are participants in the plan

atthe tirne of retirernent, the cost-sharing of rrronthly premiums shall be as follows:

(1) The Employer shall pay all related prerniurns {br the Retiree's coverage.

(2) The Reiirec shaI pay all relatecl prerniurns for Dependcnt covelage, which shall
be equalto the farnily pretriium, rninus the single premium.

,' l
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(3) Premiurn arnounts shalI be calculated annually, plrrslrant to COBRA-based
requirements.

Section 16.7. Surviving Legal Dependent

The surviving legal dependetrts of individuals, who were active or retired Ernployees at
the tirne of their death, shall be allowed to rernain within the Employer's Group Medical
Insurance Prograrn, at their own expense, arrd tlre related premiums shall be paid in the rnanner
prescribed by the Ernployer.

In the case of surviving spouses, participation shall terminate:

A. In the event of reurarriage; or,

B. At such tirne as eligibility for Social Security MEDICARE benefits occurs.

ARTICLE 17.
MII,EAGE

The Ernployer agrees to reimburse bargaining unit employees at a rate consistent with the
Internal Revenue Services regulations and as reflected in tlre County's policy and procedure
rrlanual, any changes in the rnileage reinrbursenrent rate shall be made applicable to the
ernployees of this bargaining unit.

AIITICLE 18.
T,ENSIONS

DLrring the terrn of this Agreement, covered employees sliall continue to participate in the
Illinois Murricipal Retircrncnt Fund (lMRir) in accorCance witlr, and subject to, the provisions of
the statutes of the State of'lllinois, as applicable or as rnay hereafter be arnended.

AR.'TTCLE 19.
DISCIPLINE, AND DISCHARGE

Scction 19.1" Definition

The Emptoyer agrees with the tenets of progressive and corrective discipline.

Disciplinary action or measlrres shall include only the following:

( l) Oral reprimands; 
;

(2) Written repritnattds:

(a) tnitial'Warning ' 
,

(3) Suspension (notice to be givert in writing.l; and
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(4) Discharge (notice to be given in writing).

Disciplinary action may be irnposed uporl an ernployee only for.lust cause.

Disciplinary action shall be of two (2) types, either fonnal or informal:

(1) Formal disciplinary action shall:

(a) Be in writing, with copies provided to ernployees and placed iri their
official personnel file, as a matter of record, mairrtained by the Employer.

(b) Be subject to appcal and review, via established grievance procedures, as

darnaging to the ernployee's employment history.

(c) Inclr-rde only written reprimands, suspension, and notices of discharge.

(2) Inf,orrnal disciplinary action shall:

(a) Be oral, in trature, with rro record of any such individual action being
placed in an ernployee's official personnel file, maintained by the
Employer, except for a note cor-rtairring the fbllowirrg lirnited information:
the date ofthe action, the persons present, and an explanation ofthe event.
This note shall not be used as discipline, but only to enable the Ernployer
to refi'esh recollcction.

(t ) Not be subject to appcal and review, via established grievance procedures,

sirrce the ernployees shall liave suffered no loss, for which they could be

madc whole.

(c) Include items such as oral reprirnands or warnings, and on-the-spot
corrections or corrective counseling.

If an accumulation of infractions, wlrich have been the subject of informal disciplinary
action, become tlre basis Ibr l'orrnal disciplinary action, any incident, .so cited by the Employer,
shall be subject to grievance procedures.

Section 19.2. Manner of Discipline

If the Employer has reason to discipline an employee, it shall nonnally be done in a
rrlanner that shall not embarrass the employee befbre other employees or the public, and shall be

done in a tirnely fashion.

Section 19.3. Suspension Pending Discharge

Except in cases involviug a criminal irrvestigation the Ernployer may suspend an

employee for no more than thirty (30) calendar days, without pay, pendirrg a decisiorr as to
whether or not cliarges fbr discharge shall be filed against an employee. In the event that no
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discharge action is undertaken, or tliat a discharge determination is reversed in accord with the
grievance article, the employee shall be rnade whole.

Section 19.4. Pre-disciplinary Meeting

Priorto notifying the employee of the corrtemplated measure of discipline to be imposed,
the Errrployer shall rneet with errrployees involved and their Union representative, and inform
tliern of the reasons for such contetnplated disciplinary action, including any names of witnesses
and copies of pertinent docurnents.

The ernployee and Uniorr representative shall be giverr the opportunity to rebut or clarify
the reasons for such discipline.

Pre-disciplinary meetirrgs shall orrly be required, when formal disciplinary action is
conternplated.

Section 19.5. Notification and Measure of Disciplinary Action

In the event disciplinary action is tal<en against an employee, other than the issuance of
an oral warnitrg, the Ernployer shall prornptly furnish the ernployee and the Union, in writing,
with a clear and concise statement of the reasons therefore.

'lhe measure of discipline and the statement of reasons may be modified, especially in
cases involving suspensioii pending discharge, after the investigation of the total facts and
circltrnstances.

Once tlle lneaslrre of cliscipline is detennined and imposed, the Employer shall not
increase it for the particular act of misconduct which arose frorn the sarne facts and
circumstances.

Employees shall be entitled to the presence of a grievance representative, at an
ittvestigatory interview, i1'they request one and if they have reasonable grounds to believe that
the interview may be used to support disciplinary action against them.

Nothing in this section shall preverrt the Employer from relieving employees from duty in
accordance with its practice, except that the employee shall not lose any wages, because of such
release.

Section 19.6. Removal of Discipline

Any record ol'clisciplinary action shallbe removed from an employee's file and handed to
the ernployee, if, I'rom ,1he clate cf the Iast suspcnsion, twenty (20) rnonths have passed without
the employee having becn issued any additional forrnal discipline.

Notwithstanding the a'oove, arry oral warning or written rcprirnand shall be removed from
arr employee's file and handed to the en,ployee, i1', from the date of the lastoralwarning, nine (9)
tnonths, or from the last rvrittcn reprin.rand eighteen (lB) rnonths have passed without the
ernployee having been issued any additional cliscipline.
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The Ernployer agrees to apply a unifonn, office-wide policy regarding removal of
discipline sucli that if the sherifl's collective bargaining agreement as applied to deputies at
WCADF is charrged to allow for an earlier tirne for removal of discipline (less than twenty-four
(24) rnonths) the standard of that Agreement will be applied under this section.

Section 19.7. Polygraph

Ernployees shall rrot be required to take a polygraph exarnination, as a condition of
retaining employment with the Ernployer, nor shall they be sub.iect to disciplinary action, for
relusal to takc such.

ARTICLE 20.
GRIEV.A,NCE PROCEDURE

Section 20.1. Purpose

The purpose ot'this griei,ance procecture is to establish an effective process for the fair,
expeditious and orderilz ad.iustrrent of grievances. Grievances within the meaning of this
procedure slrall corrsist of ail disputes about interpretations of particular clauses of this
Agreemerrt as applied, and about alleged violations of this Agreernent, including discipline.
Disputes concerning the score received in an ernployeets annual evaluatiorr are not proper
sr,rb.iects of the grievance procedure.

Section 20.2. lnforma I l{,e,solution

The informal resolution of diflbrences or grievances is urged and encouraged at the
lowest possible level ol'supervision. 1\ny ernployee having a grievance shall first raise the matter
with liis/her immediate supervisor.

Section 20.3. Steps of the Grievance Procetlure

STEP 1. If a ,grievance is not settled at the time it is raised with the immediate
supervisor, in order to proceed f'urther, the gricvant must reduce the claim to writing and submit
the grievarrce to the Assi,stant Supr:pinlsn6ent/Superintendent in conformity with the
requirements of the following paragraph:

1. The grievance shall be presented on tl-re form provided by the Union, and must be

signed bV 
lotn 

the grievant arrd the Iitrion steward.

2. The grievarl"" for,, must corrtain a stertement of the grievance and the facts upon
which it is based, citing alleged violations of the Agreement and tlre remedy or
corrcction t'cquestcd.

3. The grievance rnust be submitted to the Assistant Superintendent/Suprerintendent
within filteen (15) calendar days of when the employee became aware, or should
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have become aware, of the occurrence. The Assistant Superintendent or
Superintendent shall give his/her decision in writing to the Union and the
ernployee within ten ( l0) calendar days after the grievance has been presented.

STEP 2. If the grievance is not settled irr Step l, the Union may appeal to Step 2 by
presenting the written'grievance to the Asslistant Director/Director of Court Services within
seven (7) calendar days after the Union's receipt of the first step answer. The Assistant
Director/Director of Court Services witlrin fourteen (14) calendar days frorn ihe Assistarrt
Superinterrdent/ Superintendent's decision rnay either hold a rneeting to discuss the grievance or
give a writtett decision to tlie appropriate Union Steward or Alternate Steward, if available,
otherwise to the employee. In the event a meeting is to be held, the Union representative may
meet for thirty (30) minutes prior to tl.ris meeting with the grieving employee. The Chief Steward
shall be allowed reasonable work tirne to investigate the nature of the grievance he/she is to
discuss with the Assistant Director/ Director of Court Services.

If a rneeting is lield, the Assistant Director/Director of Court Services and/or a designated
representative shall have fourteen (14) calendar days in which to file an answer, in writing, to the
appropriate Union representative.

STEP 3. If the answer is unsatisfactory to the Union, the Union shall have the right to
appeal to the Court Administrator/Chief .ludge. Such appeal must be rnade within seven (7)
calendar days frorn the date of the Assistant Director/ Director of Court Services' written
response. The Court Administrator/Chief Judge and/or his/her designated representative within
fourteen (14) calendar days frorn the written decision rnay hold a meeting to discuss the
grievance. In the event a meeting is to be held, the Union representative may meet for thirty (30)
minutes prior to this rneeting with tlie grieving en,ployee. The Chief Steward shall be allowed
reasonable work time to investigate the nature of the grievance he/she is to discuss with the
Court A drn i rr istrato/Ch ief J ud ge and/or h is/her representative.

If a meeting is held, the Court Adrninistrator/Chief Judge and/or a designated
representative shall have foufteen (14) calendar days irr which to file an answer, in writing, to the
appropriate tJnion representative. In lieu of filing an answer, the Court Adrninistrator/Chief
.ludge nTay submit the grievance to a rnutually agreeable arbitrator. If the parties are unable to
agree as to an arbitrator, a request sliall be rnade of the Federal Mediation and Conciliation
Service to provide a panei from which an arbitrator shall be selected.

STEP 4. Within thirty (30) calendar days of receipt of the Court Administrator/Chief
Judge's decision, by means of written notification to the Court Administrator/Chief Judge, the
Union rnay appeal the grievance to arbitration. 'l'he grievance may be subrlitted to either a
mutually agreeable arbitrator or to an arbitraior agreed upon through the alternate strike method
frorn a list provided for that grievance by the Federal Mediation and Conciliation Service.Costs
of the arbitrator shall be shared equally by the Employer and the Union. The arbitrator's decision
shall not contradict, modify, vary, increase, or decrease, the terms of this Agreement.

Section 20.4. Tirne Limitations for Grievance Procedure
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If the grievance is not tirnely filed or if no appeal is taken within the time lirnit, the
ernployee and/or the Union shall be deemed to have accepted the action or decision. Conversely,
if an answer in writing is not rnade within the prescribed tirne lirnit, or extended by rnutual
agreement, it may be advanced to the next step by the Union by written appeal within the proper
time linrit aftcr the answer is dLre. Time limits may be extended by written agreement.
Additionally. ilany of the supervisory positions rc[ererrced in Scction 2 or Section 3 steps I or 2
are vacant, the Union shall advance the grievance to the next step.

Section 20.5. Grievance Form

The Ernploycr and tl,e Union sliall agree on a grievance form. Once such agreement is
reached, the form shall be prepared and provided by the Union to ernployees as requested. This
fonn shall be used in filing a grievance.

AITTICLE 21.
NO STITIKE - NO LOCKOUT

Section 21.1. Stritrre Pnotrribited

No ernployees shall engage in any strike, sit-in, slowdown, cessation or stoppage or
interruption of work, boycott, or other interfererrce with the operations of the Ernployer during
tlie term of this Agreement. Nothing in this Article shall require an employee to cross the picket
line of any group of ernployees other than this bargaining unit, except where the ernployee is
called upon to offer testirnony irr a crimirral proceeding.

Section 21.2. Prohibi(ion of Uuion Farticipation

The Union, its officers, agents, representatives and members, shall not in any way,
directly or indirectly, authorize, assist, encolrrftge, participate in or sarrction any strike, sit-down,
sit-in, cessation, or stoppage or interruiltion of work, boycott, syrnpathy strike, or other
interference with the operations of the Employer, or ratify, condone or lend support to any such
conduct or action.

Section 2X.3. Union Liahility ancl Duty

In addition to any other liability. rernedy or right provided by applicable law or statute,
should a strike, sit-Cown, sit-in, slowdo'u.rn, cessation or stoppage or interruption of work,
boycott, syrnpathy strike, or other irrterferenco witlr the operations of the Employer occur, the
Uniorr, within twenty-lour (24) l'rours of a req'uest by the Employer shall:

A. Advise the Ernp,loyer in rvriting that such action by the employees has not been
called or sanctioned by the [-lnion.

B. Notify e neployees of its disappro.,,al of such i:ction and instrurct such enrployees to
cease such acticrr and rerurn to work irnrnediately

C. Post notices at Union bulictin boards advisirrg that it disapproves of such action
and instructirrg ernployces to rcturir to work irnr"necliately.
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Section 21.4. Discharge for Violation

The Ernployer may discharge or discipline any employee who violates this Article and
the Union will not resort to the Grievance Procedures on such employee's behalf except to
detennirre whetlrer or llot the individual violated tlre Article.

:.'i.

Section 21.5. No Lockout

'fhe Employer agrees that it will not [ock out employees during the terrn of this
Agreement.

Section 21.6. Employer's Judicial Rerneclies

Nothing corrtained herein shall preclude the Ernployer frorn obtaining judicial restraint
and darnages in the event of a violation of this Article.

ARTICLE 22.
ENTIIIE AGR.EEMENT . SAVINGS CLAUSE

Section 22.1. Entire Agreement

This Agreentent, upoti ratificatiotr, supersedes all prior practices and Agreements,
whether written or oral, unless expressly stated to the contrary herein, and constitutes the
cornplete arrd entire Agreement between the parties, and concludes collective bargaining for its
term, except as otherwise allowerJ by statute. Irnpact bargaining shall be perfonned on behalf of
the Union by the business agent, accompanied by a rnember of the bargaining unit.

Section 22.2. Savings

li' any provision ol' this Agreetnent or any application thereof should be rendered or
declared unlawl'ul, invalid or utrenflorceable by virtue of any.iudicial action, or by any existirrg or
subsequently enacted Iredcral or State legislation, or by Executive Order or other cornpetent
authority, the remainirrg provisions of thisiAgrecment shall rernain in full force and effect. In
such evettt, upon the request of cither pady, the parties shall rrieet promptly and negotiate with
respect to substitute provisiorrs for those provisions rendered or declared unlawful, invalid or
unenforceable.

ARTICLE 23.
] DUR,A,TION OF AGRBBMENT

This Agreetnertt. u,ltcrt approvccl and signed by the appropriate autlrorities for and otr
behalf of the Employer and the Union shall be in full force and effect from Decernber l, to
Novelnber 30, , and tltet'eafter fi'orn year to year unless written uotice of the desire to terminate
or rnodify the Agreements is servcd by either party upon the other more than sixty (60) days but
less than one hundred twenty (120) days priorto the above date of termination orthe anniversary
of arty renewal period thereof-. Where wlitten notice of termination is tirnely served, this
Agreement shall ternrinate or.r tltc stated date of expiration unless the parties agree to extend this
Agreernent on lerrns which arc acceptable to both parties.
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ARTICLE 24.
MISCELLANEOUS

Section 24.1. Damagc to Personal Property

An ernployee's eyeglasses, watch, clothirrg, or any othdr personal propcrty carried by an
on-duty employee, which is required lor tlie pcrformance of the elnployee's duties, and which is
darnaged by a third party non-ernployee shall be repaired oI replaced by tlre Ernployer at a
reasonable value, not to exceed a total of $300.00 per year. In the event the employee receives
restitution or other reirnbursement, the amount expended by the Ernployer shall be reirnbursed by
the ernployee to the extent of the restitution or reimbursement received. The reimbursement
process shall not begin until the Ernployer has been provided with a detailed Incident Report
describing how the property was darnaged, arrd been furnished with documentatiorr that the
repair or rcplacement has been paid in full.

Section 24.2. lnclemn ifi cation

'l'he Ernployer agrees to apply indernnification to the employee based on the existing
Illinois State Statutes.

Scction 24.3. Random Drug Testing:

Purpose: The purpose of the institution of a randorn drug testing policy at the River
Valley Detention Center is to provide the best effort possible irrsure that environment and work
place are drug fi'ee. The l'acility is charged with providing for the safe and secure detention of
.luveniles, and the supervision of those detained at the facility rnust be alert and uncornprornised
in order to meet this responsibility. The Arnerican Correctional Association (ACA)and the
Illinois Departrnent of Corrections (IDOC) require as a standard that the facility provide a policy
that would maintain a drug-fi'ee work place.

Drugs Coverecl: Mariiuana, Cocaine, Opiates, AnTphetarnines, Phencyclidine

*SPECIMENS MAY ONLY tsE TESTED FOR TIIE COVBRED DRUGS AND
THE SPBCIMEII{ MAY NOT BE I]SED TO CONDUCT ANY OTHER ANALYSIS
OR TEST!

Procedure: Drug Testing:

All proceclures.fitr colleclion antl tesling u,ill comply u,ilh the (lnited Stales Department
o.f'lTeolth ancl Human Services (DIlIlS) guiclelines.fbr employee clrug le,sting.

1 . All ernployees submit to a drug tcst prior to an offer of employment.

2. While an employee o1'the facility, tlre ernployce urrderstands that they rnay be
drr"rg tested at any time, and that this will not cxceed more than lx per year without cause.
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3. A random draw of 3 .lDO's for testing may occur lx every three months
(quarterly). 35o/o or less of the .lDO workforce rnay be tested each year (this will not include
retests or monitorirrg of individuals who tested positive on previous tests).

4. Drawing will be conducted by a raudom number draw, and a nr.rmber will
represent each employee. A representative steward of the Collective Bargaining Unit will be
present at the rarrdorn drawing for any represented member of the bargaining unit to insure fair
and randorn draws.

5. The nutnbers assigrred to ernployees who previously tested negative in that year
will be elirninated fi'om the subsequent drawings for that year.

6. Individuals drawn may not be tested on the sarne day or tirne.

7. A represcntative steward of the Union will be present at the time of the request for
drug testing in order to be available for any questions or verification of the sample.

B. Any refusal to provide a sample Lrpon reqllest will be treated as a positive test.

9. All sarnples will be sent to the laboratory utilized by the probation department in
order to establish the results of the drug test.

Results:

If an ernployee tests positive fbr any banrred substances:

l. A copy of the laboratory results will be rnade available to any employee testing
positive.

2. A copy will be rnade available to the union steward.

3. The ernployee will be placed on suspension urrtil a substance abuse evaluatiorr can
be completed by a qualified substance abuse professional.

4. Ernployee will cornply with all recornmendations of the substance abuse
evaluation, and provide proof of cornpliance to the adrninistration.

5. Ernployee will subrnit to rarrdom drug testing for a period of 2 years frorn the date
of the first positive test.

6. EnTployees l'ailing a rarrdonl drug test during thrc2year period rnay be sub.iect to
termination frorn employrnent.
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Scction 24.4. Personnel Iriles

Employees may inspect thcir personnel files at times and in thc manner prescribed by the
Applicable Illinois Law as may be amended.

Secfion 24.5. Policy Modification

As it is necessary for policy and procedure to change periodically, collective bargaining
unit members will be advised, in writing, whenever changcs in policy or procedure are rnodified
prior to implementation of the said change,

IN WIINI1SS WI{EREOF, thtl parties hereto have affixed their signarures.

FOR THE EMPLOYER:

The Honorable
Chief Judgc

FOR THE UNION:

Illiriois Fratemal 0rder of

J4
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APPENDIX

One Dollar (1.O0)/hoirr differential fbr all mernbers assigned to the Afternoon
Shift, 3pm-1 lprn (2prn-l2am for CRT's), Midnight Shift, I lprn-7arn (1Oprn-8am
for CRT's), arrd Relief shil't. Ernployees that are assigned to tlie above shifts by
operation of the terms of this CBA, shall receive differential for all hours of work
that tliey are regularly scheduled to work whether or not they are utilizing any
forrn of bcnefit titne. However, employecs that are in an unpaid status such as

disability leave, suspension without pay, lcave of absence, or unpaid leave taken
under the Farnily Medical Leave Act shall not be eligible for shift differential pay.
Ernployces shall not receivc any form of shift differential for working oveftime
hours pursuatrt to Article I 1 of this CBA or in any other forrn not specified in the
6127 I06 rnemorandum of understanding.

FY22 (December 1,2021 - November 30, 2022) & FY23 (Decernber 1,2022 -
Novenrber 30,2023)

Ernployees slrall receive a ll.75Yo annual wage increase (on all hours paid) and
corrditioned on employec being employed on December 1,2022, currently being
on the county payroll at the tirne of ratification and receiving a satisfactory
performance rating. This increasc wilI be based on the employee's November 30,
2021 salary. Those etnployees orr probation and eligible for the anrrual wage
increase referenced above shall receive that wage increase upon the successful
completion of their probationary period.

FY24 (December I ,2023 - November 30,2024)

E,rnployees shall rcccive a 6.25o/o atrnual wage increase (on all hours paid) and
corrditioned on employee beirrg errrployed on December 1,2023 and receiving a

satisl'actory perforrnance rating. Tliose employees on probation and eligible for
the aunual wage increase referenccd above shall receive that wage increase upon
the successful cornpletion of tlieir probationary period.

FY25 (December I ,2024 -November 30,2025)

E,rrTployees sl,al[ receive a 5.5o/o annual wage increase (on all hours paid) and
conditiorred orr employee being employed on December 1,2024 and receiving a

satisfactory performance ratirrg. Those cmployees on probation and eligible for
the arrnual wage increasc refbrcncecl above shall receive that wage increase upon
the successful corrrplction of their probationary period.

Bi I ingual Trarrslatiorr

Ernployees rnay qualify fbr arr adclitional stipcrrd based on their bilingual speaking
abilities. I}nployees that can speak conversational Spanish during the course of
their duties shall receive a six-hundred-dollar ($600.00) stipend annually.
Employees receivirrg such a stipend shall agree to assist with Spanish speaking
residents or the parent/legal guardian of the resident, shall agree to avail

2.

J.

4.

5.
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6.

:'?}

thernselves to other personnel that require Spanish translation services when
called upon, along with translation of fbrms. To qualify for the stipend, an
employee shall rneet the proficiency level set by management which will include
a certification test adrniltistered by Will County Human Resources. The testing
company will be of the Will County Hurnan Resources' choosing. Should the
employee fail, the employee cannot be re-tested for 12 rnonths. Employees who
qualify for the stipend shall receive payments in pro rata form during the
designated pay year.

Senior Detention Offi cer

Employees eligible and accepted for tlre Senior Detention Officer position will
rece ive a l.5Yo pay adjustrnent or the range minimum, wl-richever is greater.
Ernployees who meet the tninitnurn requirement for the senior position job
category, pursuant to the senior position job description, rnay apply during a thirty
(30) day period to be detennined by the Superintendent of Detention, in the year
preceding tlieir year of eligibility.Any ernployee who is eligible and elects not to
apply or is not accepted for the senior position, must wait a period of two (2)
years to re-apply. Procedures and guidelines to govern the application process will
be developed. Up to two (2) years of prior juverrile detention experience in a
jurisdiction not covcred by this contract rnay be applied for the purpose of
detennining eligibility. Previous juvcnile detention service will be verified and
approved by the Superinterrde nt o{'Detention.B.

Pay Rarrges, and Starting Pay7.

FY 2422
El'fective I2lll2l
Juvenile Detention Off icer 43,1 98 - 68,037 57.5% Ranqe
Sr. Juvenile Detention Officer 48.828 - 76.905 575% Ranse

FY 2023
Effective 1211121

Juvenile Detention Officer 45,898 - 72,289 57.50 Ranse
Sr. Juvenile Detention Officer 50.293 - 79.211 575% Ranqe

FY 2024
Effectivc l?,lll23
.l uveni le Dctcntiort Of llcer, 48,767 - 75,807 57.50 Ranse
Sr. .luvenile l)etetrtion Officer sl,299 - 80,795 57 .sYo Rarrge

Effective 121,1124 - .h-rvenile Detention Officer and Sr. Juvenile Detention
Officcr's pa./ ranses will rnerure in r^Y 2025
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.luvenile Detention Offi cer 51,205 - 87,048 70% Ranee

8. Upon ratification, of this Agreement, ernployees shall receive a one-time lurnp
suln payment of One Thousand Dollars ($1000)

Longcvitv

The County's longevity pay plan shall continue to be applied under the following terms
and conditions:

l. Longevity shall be computed for the date ernployees began their initial, regular
employtnent by the Ernployer, but shall be computed orrly on the time that the
ernployee was in actual service fi'our the Employer, providing not more than five
(5) years have elapsed, since tlre last regular employment with the Ernployer.

2. Anyone returttittg after a lapse of employment, for a period of five (5) years, shall
be treated as a llew ernployee.

3. Employecs sliall be compensated, on the wage schedule, at the rate of $2.00 per
tnonth, for each year of actual service, to a maxirnum to twenty (20) years of
actual service.

4. Changes and rate of longevity pay shall be made on December lst and June lst of
each year.

Longevity B.

l. Efl'ective upon ratilication employees, lvhose pay would exceed range
rnaxirn,;m in the wage scale, shall receive a longevity payment of Two Hundred
($200) per month.

2. No cmployee shall participate in more tharr one lorrgevity plan.

3. Ernployees who,are topped out as of 1211,12021 shall receive a one-time
lump,sum paymcnt of l-wo T'housand Four Hundred ($2,400.00).

5. The Ernploycr will continuc to provide badges to all new cmployecs. The Union
acknowledges that the irnproper Llse of a badge is a serious offense which rnay
result in discharge.
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DUITS AUl] IOITIZA'TION IIOIIM

il.,t,lNots lrt{A1'tillNAt, ORDER 0F poLtcu
LABOIT COUNCIL

974 CI,OCK'I'OWI'R DRIVE
SPI{INGI.'I[,LD, ILLINOIS 62704

uudcrstand that undcr thc U.S.

Constitution I havc a right not to belong to a union.

to join thc IL FOP Labor Council.

Ily my signaturc I hereby waive this right ancl opt

hclcby authorizc ury Employcr',

to deduct fronr my wages

llrc unitbrm arnount ol'lnonthly ducs sct by thc lllinois Fratcnral Ordcr o1 Policc Labor Council, fbr

expenses o<.rnttectetl with the cost ofnegotialing antl rnaintaining the colleotive bargaining agreenlcnt

bctwccn thc partics and to rcnrit such ducs to thc lllinois Fratcrnal Oldcl ol'Policc Labor Council as it

rnay l't'onr tinte to time direct. In addition, I authorize nry Ernployer to deduct fionr nry wages any back

clues owed to the Illinois Fraternal Onler of Police Labor Council fi'om the date olmy ernployrnent, in

suclr ntanrrer as it so directs.

Statc: Zip:

l'crsonul E-nrtril:

Lmlrloytncnt Stiu't Datc:

'l itlc:

Employer, please remit all dues deductions to:

Illinois Fratemal Order ofPolice Labor Council
Attn: Accounting
974 Clock Tower Drive
Springfield, Illinois 62704

(217) 698-9433

Dues remitted to tlrc lllitrois Fraternal Order o./ Police Lahor Couttcil are not tax cleductible as charitahle
contfibutions for federal income tot purposes; hou,ever, they nwy be deductible on Schedule A oJ'Fornt
I 040 as a niscellaneous cleduction, Please check with you| tdx preparer regarding detluctibility,

Revised 06/28/201E
Post JANUS

Signcd:

Addrcss:
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Medical Benefits: At-a-Glance Summary

Contrlbutlon

Annual Deductible

Liletime Maximum

Co-lnsurance**

PCP Copay /
Coinsurance

Spe(ialist Copay /
Coinsurance

Preventive Carerr*

ln-patient
Hospital'

Out-patient
Hospital

Hospital
Em€rgency Room

U]gent Care

Erand Non-Formulary

+ Child(ren)

Not available

$20 copay

$30 copay

1 0Oo/o covered

$125 copay per day
for the first 2 days

per Plan Year,
then 100%

$50 copay,

then'100%

$20 copay

$50 copay

190 copay

$'l 50 copay,
then 100%

see your rate sheet tor details

NOTE: lf bolh spou\es wotk fdithe Cotility, tllp one with the longest.oDllnui)r/s sery(e must cover the family.
* lnchtdes anntal dcd,ialible, coinsurance. and copays.

" Sobject to dedu<tihle copays uoder the [!MO Plan.r*' lnrletuork rcutirc arcvenlivc carc (c 9., annual physicol, itiln\tlizations, lt 5/00 MsA penalty lot failure to pre autlloize hospital aclmission--
well wonen exant, ndtnfibgrnms) txl subtx.t to dedu(Lble. HDHP-HSA at)d Pf,O metJi<al pLans-

''I!i l!',, . .i *#,subiectto,annuallRsindexit\gadiushents'

Salary < 350,000 Salary > 150,000

$3so $5oo

$700 $1,000

Maximum*

Retall (3O-day supply)

Generic
Subject to

deductible,
ther ti5%

Subjectto deductible,
then 25o%

coinsurance
plus copay

$ 1 0 copay
25% coinsurance

plus copay

$10 copay'

Brand Formulary $25 copav $25 copay'

Brand Non-Formulary $45 copay $45 copay'

Mail Order (90-day supply)

39

Out-oJ-Pocket - lncludes Deductibles. Copays, and Coinsurance

lndividual $3.000 5,625 2,000 ls,62s
$6.000 J1 l.2so J4,ooo $1 1.2s0

Unlimited
850/o 60o/o 85o/o 60o/o 100%

,t;, Physitian Care Office Visits

85% 60% 85% 600k

950a 60% esv. 60o/o

100% covered Not covered 100% covered Not covered

. .Hospltal Seryices

85% 60% 8s%

$4oo per
admission

(limit 2 per year)
then 60%

8s% 60% 8s% 600h

' ,;' " ; ':ti ''i {' Emergeh.Y Servicei:' '

$150 copay,
l:herr BSYb

$1 50 copay,
then 60%

$'t 50 copay,
then 85%

$150 copay,
then 600/o

8s% 60% 85o/o 60% 100%
., ,l ."1 .s . !$r; l. :rr'i. .. 'r:, .. rryrBscilFtibh Eh.ug3 i..r,r.. . . .r1.. 

.r. .s

Generic

Brand
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