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PREAMBLE

This Agreement entered into by the Chief Judge of the Sixth Judicial Circuit, hereinafter referred to as the
Employer, and the American Federation of State, County and Municipal Employees, Council 31, AFL-CIO, on
behalf of Local 900A, hereinafter referred to as the Union, has as its purpose the promotion of harmonious relations

between the Employer and the Union and the establishment of wages, hours, terms and conditions of employment.

ARTICLE1
RECOGNITION
Secction 1.01

The Employer recagnizes the Union as the sole and exclusive bargaining agent with respect to wages, hours,
and other conditions of employment, as defined and limited by the Illinois Public Labor Relations Act, for all regular
Employees in the classifications included in the unit by the Illinois State Labor Relations Board Certification of
Representative dated June 2, 1997, in Case No. 3-RC-97-56, to wit: All full-time and part-time positions of Legal
Secretary, Senior Legal Secretary, Administrative Legal Secretary, Court Clerk, Senior Records Clerk, Intermediate
Records Clerk, Jury Clerk, Law Librarian, and Law Library Clerk employed by the Chief Judge of the Sixth Judicial
Circuit; and also regular full-time and part-time Employees hired or transferred into newly-created classifications

performing the work of the classifications enumerated herein.

Section 1.02
This contract is subject to applicable Federal and State laws and regulations issued thereunder as may be
amended from time to time. In the event of a conflict between applicable Federal and/or State laws and regulations

issued thereunder and this contract, the former shall prevail.

ARTICLE II
NO STRIKES NO LOCKOUT

Section 2.01

During the term of this Agreement, there shall be no work stoppages, slow downs or stoppages in support
of another local or Union. No officer or representative of the Union shall authorize, institute, instigate, aide or
condone any such activities. Any Employee who violates the provisions of this section shall be subject to discipline

up to and including discharge by the Employer.

Section 2.02
No lockout of Employees shall be instituted by the Employer or its representatives during the term of this

Agreement,



ARTICLE 111
MANAGEMENT RIGHTS

Section 3.01

The management of the operations of the Employer, the determination of its policies, budget, and
operations, the manner of exercise of its statutory functions and the direction of its work force, including, but not
limited to, the right to hire, promote, allocate, assign, direct, non-disciplinary demote, transfer, and evaluate
Employees; to discipline, suspend and discharge for just cause; to relieve Employees from duty because of lack of
work or other legitimate reasons; to determine the size and composition of the work force; to determine the existence
of such work shortage; to make and enforce reasonable job rules and job regulations and to enforce penalties for
their violations; to determine the departments, divisions and sections and work to be performed therein; to determine
quality and productivity standards; to determine the number of hours of work and shifis per work week and starting
times of shifts; to establish and change work schedules and assignments; to determine job contents; to introduce
new or improved methods of operations; to eliminate, contract out, relocate or transfer work to maintain efficiency
in the department, is vested exclusively in the Employer. The exercise of such rights of management are limited by

the provisions of this Agreement.

ARTICLE IV
UNION RIGHTS

Section 4.01

The Employer agrees that the AFSCME Siaff Representative shall have reasonable access to the premises
of Champaign County buildings or grounds of the Employer, after receiving approval of the appropriate Employer
representative, which approval will not be unreasonably withheld, provided, however, that presence of the
AFSCME Stalf Representative shall not interfere with the operations of the Employer. Such visit shall be for the
reasons of administration of this Agreement and will reflect the Union's interest in promoting harmonious relations.
The Employer reserves the right to designate a meeting place or to provide a representative to accompany the

AFSCME Staff Representative where operational requirements do not permit unlimited access.

Section 4.02
The Employer and the Union shall mutually agree to the number and placement of bulletin boards at the
various locations of the Employer for the sole and exclusive use of the Union in communication with its members.

No political material of any sort may be placed upon the bulletin board.
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Section 4.03

Employees shall be paid for scheduled working hours lost when required or entitled as a Union steward,
witness or grievant, to attend the following: grievance meetings with the Employer, arbitration hearings and
meetings called or agreed to by the Employer. Time spent in such meetings outside an Employee's regular working

hours will be without pay. If necessary, grievances may be investigated during an Employee's working time.

Section 4.04

The Employer shall contemporaneously notify the Union in writing as to the following personnel
transactions involving unit employees within each department: new hires, promotions, demotions, reclassification,
layoffs, reemployments, transfers, terminations, retirements, resignations, discharges and any other information
mutually agreed to by the parties. In addition, the Employer shall notify Council 31 via electronic mail of all new
persons hired into bargaining unit positions on or before the new employee(s) date of employment. In addition, the
Employer shall furnish the Union, once every six (6) months, the current seniority roster.

The Employer agrees to notify the Union when information is requested pursuant to the Freedom of
Information Act (5 ILCS 140/7) which pertains to bargaining unit employees, to the Union, or to matters related to

collective bargaining, by providing to the union a copy of the request and response by email to Council 31.

Scetion 4.05

Non-bargaining Employees will not perform bargaining unit work after normal business hours which results
in the loss of opportunities for bargaining unit members in that office or department to work in excess of their
normal work schedule. If there is bargaining unit work to be performed after hours:

A, In offices or departments where there is no budget authority for overtime, this Section shall require
management to offer bargaining unit Employees (who are under their compensatory time maximum
accrual) compensatory time.

B. In offices or departments where there is budget authority for overtime, this Article shall require
management to offer bargaining unit Employees the option of compensatory time, if under the
compensatory lime maximum accrual, or pay, pursuant to Section 26.01.

C. If bargaining unit Employees decline the opportunity for compensatory time, or pay, as applicable,
management may stay after normal business hours to complete the work.

D. Management may stay after normal business hours to assist bargaining unit members in performing

bargaining unit work.



Scction 4.06
Management wili not erode the bargaining unit by continually performing, or assigning non-bargaining unit

Employees to perform, bargaining unit work, which thereby results in loss of jobs for the bargaining unit.

Section 4.07

The Employer will post the collective bargaining agreement on its website within three (3) days of the final
execution by the Employer and the Union. If paper copies are needed, the Union shall advise the Employer of the
number needed and the Union and the Employer shall split evenly the cost of those copies. At the time this collective

bargaining agreement was executed, the Employer’s website was www.co.champaign.il.us.

Section 4.08

For purposes of explaining the mechanics of the Collective Bargaining Agreement and the
benefits of Union membership, the Union, following notice to the Employer, shall conduct a thirty {(30) minute
Union orientation with all new bargaining unit employees on new employees’ first week of work. Said orientation

will be held in the courthouse during working hours, without loss of pay.

ARTICLE V
CHECKOFF
Section 5.01
The Employer agrees to deduct from the pay of those Employees who individually request it, any or ail of
the following;
(a) Union membership dues, assessments, or fees;
{b) Union-sponsored benefit programs;
(c) PEOPLE deductions.

Request for any of the above shall be made on a form agreed to by the parties.

Section 5.02

Upon receipt of an appropriate written authorization from an Employee, such authorized deductions shall
be made in accordance with the law and shall be remitted biweekly to the Union at the address designated in writing
to the Employer by the Union. The Union shall advise the Employer of any increase in dues or other approved

deductions in writing at least fifteen (15) days prior 1o its effective date.



Section 5.03
Employer shall be obligated to make such deductions until notified in writing that the Employee is revoking
or amending the authorization. The Employer shall notify the Union of such changes prior to the pay date in which

the change takes place.

Section 5.04
The Union shall indemnify, defend and hold the Employer harmless against any claim, demand, suit,
liability, damages and costs of defense, including reasonable attorneys' fees, arising from any action taken by the

Employer in complying with this Article.

Section 5.05
The Employer shall make available Union deduction cards to Employees. Such cards shall be supplied by
the Union.
ARTICLE VI
HEALTH AND SAFETY/LABQOR MANAGEMENT CONFERENCES
Section 6.01

The Employer agrees, 1o the best of his/her ability to provide Employees with a reasonably safe and healthy
working environment in his/her office. The Employer agrees to enforce and continue implementation of applicable
laws governing health and safety in the workplace. The Employer shall have the right to make reasonable rules to
ensure the safety and health of Employees during the hours of their employment. All Employees shall comply with

all safety rules and regulations established by the Employer.

Section 6.02
Where a clear and present danger exists, the Union or Employees may initiate a grievance at the Presiding

Judge or Designee Step of the applicable grievance procedure preceding arbitration.

Section 6.03

The parties will have joint Health and Safety Commitiee meetings upon request, on work time without loss
of pay to the bargaining unit members. The Union's committee will consist of two (2) representatives who are
included in this bargaining unit. The Employer will discuss the committee's concerns and present those concerns,

in writing, to the appropriate Champaign County Board Committee with a copy to committes members.



Section 6.04
The Union and Employer agree to the tenets of the Drug-Free Workplace Act.

Section 6.05

For the purpose of maintaining communication between labor and management in order to cooperatively
discuss and solve problems of mutual concern, the Union shall designate up to two representatives {(exclusive of the
Staff Representative) who, as operations permit, shall meet upon request with the Employer. These meetings shall

be without loss of pay during normal working hours.

ARTICLE VI
PROBATIONARY EMPLOYEES

Seetion 7.01

A new (either full or part-time) Employee entering the employ of the Employer for the purposes of filling
a job covered by this Agreement shall be subject (o a probationary period of six (6) months continuous service to
determine his/her ability and fitness for the work. The Employer shall have the sole right to dctermine his/her
suitability during such probationary period. The Employee will not have or accumulate seniority during the
probationary period. The right to discharge, discipling or rehire an Employee during the initial probationary period

or extension thereof, shall be vested exclusively with the Employer, and may not be the subject of grievance.

Section 7.02

Upon satisfactory completion of the probationary period, an Employee shall, if still on the Employer's
payroll in a job classification covered by this Agreement, become a regular Employee and shall be credited with
his/her seniority beginning from the date of continuous employment and shall receive all other rights and benefits

for which a regular Employee is eligible.

ARTICLE VIl
SENIORITY, JOB BIDDING, PROMOTION AND WORK ASSIGNMENTS

Section §.01

Seniority shall, for the purpose of this Agreement, be defined as an Employee’s length of continuous full-
time and part-time service since his/her last date of hire. Employees shall not be credited with their seniority until
their probationary pericd has been completed. Part-time Employees will accrue seniority on a pro-rata basis.

Seniority shall apply only where expressly required by a provision of this Agreement.
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Section 8.01A

Seniority, for the purpose of determining priority for time off requests for Court Clerks, shall be calculated
from the date of hire as a Court Clerk. This method of calculating seniority will be effective for Court Clerks hired
after November 14, 2004. Seniority for all such requests from members of the bargaining unit who are not Court

Clerks will be calculated as in Section 8.01.

Section 8.02

An Employee shall lose his/her seniority and no longer be an Employee if:

(1) he/she voluntarily terminates his/her employment;

(2) he/she is absent from work for three (3) consecutive days without notifying the Employer, although
absence without notification for any period may be cause for discipline, up to and including
discharge;

3) he/she is discharged for cause;

)] he/she has been laid off for a period equal to his/her seniority as defined above;

5 he/she does not notify the Employer of his/her intention to return to work within five (5) calendar
days after notification of recall from layoff is mailed, by certified mail, to his/her last address known
to the Employer, or he/she does not return to work within ten (10) calendar days of the date after
notification of recall was mailed; or

(6) he/she retires.

Scction 8.03 - Promotion

The Employer agrees that to encourage and reward Employees, vacancies in the bargaining unit should be
filled by promotion of bargaining unit Employees in accordance with this Article whenever possible. For the
purposes of this Article “promotion” means a permanent change to a different job classification at a higher pay

grade within the bargaining unit.

Section 8.04 - Notice of Vacancy/Job Bids

When the Employer seeks to fill a vacancy in a bargaining unit position, other than a temporary vacancy as
defined below, the Employer shall post a notice of the vacancy for ten (10) working days. During this time, a

qualified Employee may file written bids for promotion to the vacant position on forms provided by the Employer.



Section 8.05 - Promotion/Selection

A vacant position will be filled by promoting, from among the most qualified Employees who filed a job
bid, the Employee who has the greatest seniority. An outside applicant will not be hired unless no qualified

Employee has filed a job bid.

Scction 8.06 - Promotion/Qualifying Period

An Employee who is voluntarily promoted to a new job classification shall serve a qualifying period of six
(6) months. The Employer shall have the sole right to determine the Employee's qualifications and ability during
such qualifying period, and, in the Employer's sole discretion, the Employee may be retumed to his or her previous
job classification during the qualifying period. Such transfer shall not be the subject of a grievance. Furthermore,
during the six month qualifying period, the Employee shall have the right to transfer back to his or her previous
position, provided that the Employee was not voluntarily promoted to that previous position within twelve (12)
calendar months. An Employee may use accrued benefit time during the qualifying period, under the same terms

and conditions as an Employee who is not serving a qualifying period.

Section 8.07 — Wages Upon Transfer

An Employee who is promoted, demoted, or transferred to a new job classification with a different wage
scale shall be compensated as {ollows:

a. Lateral Transler — An Employee shall not have his/her pay reduced as a result of a lateral transfer to a
different position within the same grade range.

b. Promotion — An Employee who is promoted 1o a new job classification with a different wage scale shall
have his/her pay adjusted to the new wage scale minimum or by a 10% increase, whichever is greater.

¢. Demotion — An Employee who is demoted or accepts a position in a lower grade range shall not have
his/her pay adjusted unless it is higher than the lower grange range maximum, in which case it will be

adjusted down to the maximum pay for that grade range.

Section 8.08 - Temporary Vacancies

Temporary vacancies are defined as job vacancies that do not exceed thirty (30) days, provided that a
vacancy in excess of 30 days created by an Employce's leave for medical reasons may be treated by the Employer

a5 @ temporary vacancy.



Section 8.09 — Assignments
The Employer will give ten (10) working days notice prior to changes in an Employee's courtroom

assignment or assignment to work for specific judicial personnel, which changes are not temporary, and shall give
such notice to all affected Employees prior to alteration of the system of assignment of work for Employees. The
Employee(s) involved may waive the above stated ten (10) day notice requirement. Although the Employer/
Presiding Judge is always receptive to Employee input into their courtroom assignment, the decision as to an

Employee’s assignment rests solely with the Presiding Judge of Champaign County and/or Court Administrator.

ARTICLE IX
LAYOFF AND RECALL

Section 9.01

A layoffis defined as a decrease of the existing work force or an abolishment of an existing position. Layoff
shall be by position classification. Employees shall be laid off in inverse order of seniority, unless the remaining
Employees after the layoff would not be qualified and capable of performing the work normally required of the
classification. Laid off Employees, within five (5) working days, may exercise seniority rights with respect to any
other position classification, provided the Employee has the ability to perform the work of the Employee who is to

be displaced by himvher. Such displaced Employee shail then be subject to the provisions of this Article.

Section 9.02

The Employer shall give Employees 1o be laid off and the Union written notice of the layoff at least thirty
(30) calendar days prior to its effective date. A Union representative shall be present at layoff meetings with
Employees. Prior to any Employee being laid off, every reasonable effort will be made to transfer the Employee to
vacancies in another department rather than terminate the Ermployee due to a reduction in force. Employees should

complete an application if they wish to be employed in another County position outside of the bargaining unit.

Section 9.03
Ne Employees covered under this Agreement shall be laid off when there are temporary or part-time

Employees performing similar work as the bargaining unit Employee being laid off.

Section 9.04
When a vacancy occurs in the bargaining unit, Employees shall be recalled in the inverse order in which
they were laid off. An Employee's right to recall shall be for a period of twenty-four (24) months. The Employee

shall retain and accumulate seniority during such layoff.



Section 9.05
To be eligible for recall, a laid-off Employee shall notify the Employer of his/her intention to return to work
within five (5) working days after notification of recall is mailed, by certified mail return receipt requested, to
his/her last address known to the Employer, and the Employee shall return 1o work within ten (10) working days of
the date notification of recall is mailed.
ARTICLE X
SUBCONTRACTING

Section 10.01

No work customarily or consistently performed by Employees in this bargaining unit shall be given to any
contractor or subcontractor when such action would result in the layoft of working bargaining unit Employees. This
provision shall not limit the Employer from contracting or subcontracting as it has in the past, and contracting or
subcontracting special projects, emergency work, or projects requiring special equipment or manpower, which may
involve bargaining unit work.

ARTICLE XI
JOB SHARING

Section 11.01 - Time Period and Approval

Job sharing may be allowed for a specific period of time, not to exceed one (1) year, and only upon written
approval by the Employer. All requests shall be made in writing to the Court Administrator by the Employee
requesting his/her position be shared and shall include the amount of time the Employec proposes to share the
position and the time period requested. Requests will be reviewed on a case-by-case basis based upon the

operational needs of the office. The ultimate decision is in the sole discretion of the Employer.

Secction 11.02 - Compensation

The shared position will be budgeted as one position in the Champaign County Staffing Plan, and both
Employees sharing the position will be paid at their current hourly rate of pay, based on the number of hours worked
within the applicable pay period, but at no time may the combined pay be greater than the pay for a single person
holding said position at the highest longevity rate of the two (2) Employees sharing the position. Combined hours

worked and paid for job sharing positions will not exceed hours for the full-time position.
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Section 11.03 - Health Insurance

Eligibility for health insurance benefits of Employees sharing a job under this Article will be determined
by the position. If the individual filling the position prior to the job sharing was eligible for health insurance
benefits, those Employees sharing the position may be eligible for health insurance as follows. Employees sharing
a job pursuant {o this Article will be eligible for health insurance benefits pro-rata based on the number of hours
worked by the two (2) Employees sharing the position. The County will pay only that amount of health insurance
benefit it would have paid had one person been holding the position. Any additional premium or cost will be the

responsibility of the individual(s) sharing the position and requesting health insurance.

Section 11.04 - Acerual of Seniority

A full-time Employee who is approved for job sharing will accrue seniority during the period of time for

job sharing approved by the Employer.

Section 11.05 - Accrual of Leave

Both Employees in a job sharing position will accrue vacation, sick and personal leave at rates proportionate

to their hours worked.

Section 11.06 - Employment at Conclusion of Job Sharing

The position which has been shared will be returned to full-time employment at the end of the time period
granted for job sharing. The position will be filled by the Employee who originally held the position. If that
Employee does not want the full-time position, then the other Employee will be offered the position. If neither
Employee wants to hold the full-time position, then the position will be filled according to the terms of this
Agreement.

ARTICLE XII
GRIEVANCE PROCEDURE

Section 12.01 - Definition and Procedure

No grievance shall be entertained or processed unless it is submitted within the time frame provided in Step
I below or within ten (10) working days after the Employee or the Union should have become aware of the
occurrence of the event giving rise to the grievance.

For the purpose of calculating days throughout the Grievance Procedure, the first working day afier the
occurrence or meeting shall begin as day one (1). The time limit shall be reached al the close of the working day

on the last day.



No Employee or steward shall leave her work to investigate, file, or process a grievance without first
notifying and making mutual arrangements with her supervisor, and such arrangements shall not be denied
unreasonably. Time spent in such activities shall be reasonable and without loss of pay. The investigation, filing

and processing of grievances shall primarily be the responsibility of the steward.

Section 12.02 - Stewards

The Union will advise the Employer in writing of the names of the stewards.

Section 12.03 — Gricvance Procedure for Circuit Court

A grievance is defined as a difference of opinion raised by the Union, involving the meaning, interpretation,
or application of this Agreement. An Employee grievance shall be processed in the following manner:

Step 1 - The Employee and the Union Steward shall meet with the Court Administrator prior to filing a
written grievance to informally discuss and attempt to resolve the issue. The Court Administrator must give a
response within five (5) working days. Upon receipt of said response, if the issue cannot be resolved, then the
Union or Employee shall submit a written grievance within five (5) working days to the Court Administrator. The
grievance shall be signed by the Union Steward. Upon receipt of a written grievance, the Court Administrator shall
give her/his signed written answer to the Union within ten (10) working days. If the Union does not receive an
answer after the time limitations of Step 1, and a mutual agreement to extend the time limitations has not been
reached, then the Union may deem the grievance o have been forwarded to the next step of the Grievance
Procedure.

Step 2 - If the grievance is not settled in Step 1 and the Employee or the Union wishes to appeal the
gricvance to Step 2 of the Grievance Procedure, it shall be referred in writing lo the Presiding Judge, or his/her
designee.

The grievance shall be submitted within ten (10) working days after the answer in Step 1 and shall be signed
by the Union Steward. The Presiding Judge, or his/her designee, shall discuss the grievance within ten (10} working
days with the Union Steward, Union Representative and/or the grievant(s) during the first mutually available lunch
period or other agreed upon time. In the event that the Union-Employer discussions of the grievance cannot take
place within the ten (10) working day limitation, and a mutual agreement to extend the time limitations has not been
reached, the Union may deem the grievance to have been denied and may advance the grievance to the next step in
the Grievance Process. The Presiding Judge, or his/her designee, shall give his/her written answer to the Union

within ten (10) working days following their meeting.



Step 3 - If the grievance is not settled in Step 2, if both parties agree, the grievance may be submitted to the
Federal Mediation and Conciliation Service. The Union and the Chief Judge, or his/her designee, shall promptly
send a joint letter to FMCS, requesting their services.

The parties agree to use the current rules for FMCS mediation, as stated in Appendix A. Should these rules

change, the Employer and the Union shall bargain the continued use of mediation at Step 3.

Section 12.04 - Grievance Procedure for Public Defender’s Office

Step 1 - The Employee and the Union Steward shall meet with the Administrative Assistant prior to filing
a written grievance to informally discuss and attempt to resolve the issue. The Administrative Assistant must give
a response within five (5) working days. Upon receipt of said response, if the issue cannot be resolved, then the
Union or Employee shall submit a written grievance within five (5) working days to the Administrative Assistant.
The grievance shall be signed by the Union Steward. Upon receipt of a written grievance, the Administrative
Assistant shall give his/her signed written answer to the Union within ten (10) working days. I the Union does not
receive an answer after the time limitations of Step 1, and a mutual agreement to extend the time limitations has not
been reached, then the Union may deem the grievance to have been forwarded to the next step of the Grievance
Procedure.

Step 2 - If the grievance is not settled in Step 1 and the Employee or the Union wishes to appeal the
grievance to Step 2 of the Grievance Procedure, it shall be referred in writing to the Public Defender.

The grievance shall be submitted within ten (10) working days after the answer in Step 1 and shall be signed
by the Union Steward. The Public Defender shall discuss the grievance within ten (10) working days with the
Union Steward, Union Representative and/or the grievant(s) during the first mutually available lunch period or other
agreed upon time. In the event that the Union-Employer discussions of the grievance cannot take place within the
ten (10) working day limitation, and a mutual agreement to extend the time limitations has not been reached, the
Union may deem the grievance to have been denied and may advance the grievance to the next step in the Grievance
Process. The Public Defender shall give his/her written answer to the Union within ten (10) working days following
their meeting.

Step 3 - If the grievance is not settled in Step 2 and the Employee or the Union wishes to appeal the
grievance to Step 3 of the Grievance Procedure, it shall be referred in writing to the Court Administrator, or his/her
designee.

The grievance shall be submitted within ten (10) working days after the answer in Step 2 and shall be signed
by the Union Steward. The Court Administrator shall discuss the grievance within ten (10) working days with the
Union Steward, Union Representative and/or the grievani(s) during the first mutually available lunch period or other
agreed upon time. In the event that the Union-Employer discussions of the grievance cannot take place within the

ten (10) working day limitation, and a mutual agreement to extend the time limitations has not been reached, the
13



Union may deem the grievance to have been denied and may advance the grievance Lo the next step in the Grievance
Process. The Court Administrator shall give his/her written answer to the Union within ten (10) working days
following their meeting.

Step 4 - If the grievance is not settled in Step 3 and the Employee or the Union wishes to appeal the
grievance to Step 3 of the Grievance Procedure, it shall be referred in writing to the Presiding Judge, or his/her
designee.

The grievance shall be submitted within ten (10) working days after the answer in Step 3 and shall be signed
by the Union Steward. The Presiding Judge, or his/her designee, shall discuss the grievance within ten (10) working
days with the Union Steward, Union Representative and/or the grievani(s) during the first mutually available lunch
period or other agreed upon time. In the event that the Union-Employer discussions of the grievance cannot take
place within the ten {10} working day limitation, and a mutual agreement to exiend the time limitations has not been
reached, the Union may deem the grievance to have been denied and may advance the grievance to the next step in
the Grievance Process. The Presiding Judge, or his/her designee, shall give his/her written answer to the Union
within ten (10} working days following their meeting.

Step 5 = If the grievance is not settled in Step 4, if both parties agree, the grievance may be submitted to
the Federal Medialion and Conciliation Service. The Union and the Chief Judge, or his/her designee, shall promptly
send a joint letter to FMCS, requesting their services.

The parties agree to use the current rules for FMCS mediation, as stated in Appendix A. Should these rules

change, the Employer and the Union shall bargain the continued use of mediation at Step 5.

Scction 12.05 — Grievance Procedure for Probation and Court Services; Probation Division

Step 1 - The Employee and the Union Steward shall meet with the Chief Administrative Officer prior to
filing a written grievance to informally discuss and attempt to resolve the issue. The Chief Administrative Officer
must give a response within five (5) working days. Upon receipt of said response, if the issue cannot be resolved,
then the Union or Employee shall submit a written grievance within five (5) working days to the Chief
Administrative Officer. The grievance shall be signed by the Union Steward. Upon receipt of a written grievance,
the Chief Administrative Officer shall give his/her signed written answer to the Union within ten (10) working days.
If the Union does not receive an answer after the time limitations of Step 1, and a mutual agreement to extend the
time limitations has not be reached, then the Union may deem the grievance to have been forwarded to the next step
of the Grievance Procedure.

Step 2 - If the grievance is not settled in Step | and the Employee or the Union wishes to appeal the

grievance to Step 2 of the Grievance Procedure, it shall be referred in writing to the Director of Court Services.
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The grievance shall be submitted within ten (10) working days after the answer in Step 1 and shall be signed
by the Union Steward. The Director of Court Services shall discuss the grievance within ten (10) working days
with the Union Steward, Union Representative and/or the grievant(s) during the first mutually available lunch period
or other agreed upon time. In the event that the Union-Employer discussions of the grievance cannot take place
within the ten (10) working day limitation, and a mutual agreement to extend the time limitations has not been
reached, the Union may deem the grievance to have been denied and may advance the grievance to the next step in
the Grievance Process. The Director of Court Services shall give his/her written answer to the Union within ten
(10) working days following their meeting.

Step 3 - If the grievance is not settled in Step 2 and the Employee or the Union wishes to appeal the
grievance to Step 3 of the Grievance Procedure, it shall be referred in writing to the Court Administrator.

The grievance shall be submitted within ten (10) working days after the answer in Step 2 and shall be signed
by the Union Steward. The Court Administrator shall discuss the grievance within ten (10) working days with the
Union Steward, Union Representative and/or the grievant(s) during the first mutually available lunch period or other
agreed upon time. In the event that the Union-Employer discussions of the grievance cannot take place within the
ten (10) working day limitation, and a mutual agreement to extend the time limitations has not been reached, the
Union may deem the grievance to have been denied and may advance the grievance to the next step in the Grievance
Process. The Court Administrator shall give his/her written answer 1o the Union within ten (10) working days
following their meeting.

Step 4 - If the grievance is not settled in Step 3 and the Employee or the Union wishes to appeal the
grievance to Step 3 of the Grievance Procedure, it shall be referred in writing to the Presiding Judge, or his/her
designee.

The grievance shail be submitted within ten (10) working days after the answer in Step 3 and shall be signed
by the Union Steward. The Presiding Judge, or his/her designee, shall discuss the grievance within ten (10) working
days with the Union Steward, Union Representative and/or the grievant(s) during the first mutually available lunch
period or other agreed upon time. In the event that the Union-Employer discussions of the grievance cannot take
place within the ten (10) working day limitation, and a mutual agreement to extend the time limitations has not been
reached, the Union may deem the grievance to have been denied and may advance the grievance to the next step in
the Grievance Process. The Presiding Judge, or his/her designee, shall give his/her written answer to the Union
within ten (10) working days following their meeting.

Step 5 - If the grievance is not settled in Step 4, if both parties agree, the grievance may be submitted to
the Federal Mediation and Conciliation Service. The Union and the Chief Judge, or his/her designee, shall promptly
send a joint letter to FMCS, requesting their services.

The parties agree to use the current rules for FMCS mediation, as stated in Appendix A. Should these rules

change, the Employer and the Union shall bargain the continued use of mediation at Step 5.
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Section 12,06 — Grievance Procedure for Probation and Court Services: Detention Division

Step 1 - The Employee and the Union Steward shall meet with the Superintendent prior to filing a written
grievance to informally discuss and attempt to resolve the issue. The Superintendent must give a response within
five (5) working days. Upon receipt of said response, if the issue cannot be resolved, then the Union or Employee
shall submit a written grievance within five (5) working days to the Superintendent. The grievance shall be signed
by the Union Steward. Upon receipt of a written grievance, the Superintendent shall give his/her signed written
answer to the Union within ten (10) working days. If the Union does not receive an answer after the time limitations
of Step 1, and a mutual agreement to extend the time limitations has not been reached, then the Union may deem
the grievance to have been forwarded to the next step of the Grievance Procedure.

Step 2 - If the grievance is not settled in Step 1 and the Employee or the Union wishes to appeal the
grievance to Step 2 of the Grievance Procedure, it shall be referred in writing to the Director of Court Services.

The grievance shall be submitted within ten (10) working days after the answer in Step | and shall be signed
by the Union Steward. The Director of Court Services shall discuss the grievance within ten (10) working days
with the Union Steward, Union Representative and/or the grievant(s) during the first mutually available lunch period
or other agreed upon time. In the event that the Union-Employer discussions of the grievance cannot take place
within the ten (10) working day limitation, and a mutual agreement to extend the time limitations has not been
reached, the Union may deem the grievance o have been denied and may advance the grievance 1o the next step in
the Grievance Process. The Director of Court Services shall give his/her written answer to the Union within ten
(10} working days following their meeting.

Step 3 - IT the grievance is not settled in Step 2 and the Employee or the Union wishes to appeal the
grievance to Step 3 of the Grievance Procedure, it shall be referred in writing to the Court Administrator.

The grievance shall be submitted within ten (10) working days after the answer in Step 2 and shall be signed
by the Union Steward. The Court Administrator shall discuss the grievance within ten (10) working days with the
Union Steward, Union Representative and/or the grievant(s) during the first mutually available lunch period or other
agreed upon time. In the event that the Union-Employer discussions of the grievance cannot take place within the
ten {(10) working day limitation, and a mutual agreement io extend the time limitations has not been reached, the
Union may deem the grievance to have been denied and may advance the grievance to the next step in the Grievance
Process. The Court Administrator shall give his/her written answer to the Union within ten (10) working days
following their meeting.

Step 4 - If the grievance is not settled in Step 3 and the Employee or the Union wishes (o appeal the
grievance to Step 3 of the Grievance Procedure, it shall be referred in writing to the Presiding Judge, or his/her

designee.
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The grievance shall be submitted within ten (10) working days after the answer in Step 3 and shall be signed
by the Union Steward. The Presiding Judge, or his/her designee, shall discuss the grievance within ten (10) working
days with the Union Steward, Union Representative and/or the grievant(s) during the first mutually available lunch
period or other agreed upon time. In the event that the Union-Employer discussions of the grievance cannot take
place within the ten (10) working day limitation, and a mutual agreement to extend the time limitations has not been
reached, the Union may deem the grievance to have been denied and may advance the grievance to the next step in
the Grievance Process. The Presiding Judge, or his/her designee, shall give his/her written answer to the Union
within ten (10) working days following their meeting.

Step 5 - If the grievance is not settled in Step 4, if both parties agree, the grievance may be submitted to
the Federal Mediation and Conciliation Service. The Union and the Chief Judge, or his/her designee, shall promptly
send a joint letter to FMCS, requesting their services.

The parties agree to use the current rules for FMCS mediation, as stated in Appendix A. Should these rules

change, the Employer and the Union shall bargain the continued use of mediation at Step 5.

Section 12.07 - Arbitration

If the Employee's grievance is not settled in accordance with the foregoing procedure, the Union may refer

the grievance to arbitration within ten (10) working days after receipt of the Employer's answer in Step 2 for
grievances originating with the Circuit Court or Step 4 for grievances originating with the Court Services or Public
Defender’s departments. Within ten (10) working days after receipt of notice of referral to arbitration, and in the
event the parties are unable to agree upon an arbitrator, the parties shall immediately, jointly request the Federal
Mediation and Conciliation Service to submit a panel of seven (7) arbitrators. Each party has the right to reject one
entire panel. Both the Employer and the Union shall have the right to strike three (3) names from the unrejected
panel. A flip of the coin shall determine which party shall strike the first name, loser striking first. This process
will be repeated, and the last remaining person on the list shall be the arbitrator. The arbitrator shall be notified of
this selection by a joint letter from the Employer and the Union, requesting that she set a time and place for hearing,

subject to the availability of the Employer and Union Representatives.

Section 12.08 - Authority of Arbitrator

The arbitrator shall have no right to amend, modify, nullify, ignore, add to, or subtract from the provisions
of this Agreement. She shall consider and decide only the specific issue(s) submitted to her in writing by the
Employer and the Union, and shall have no authority to make a decision on any other issue not so submitted to her.
The arbitrator shall be without power to make decisions contrary to, inconsistent with, or modifying or varying in
any way, applicable state or federal laws. Questions of arbitrability shall be decided by the arbitrator. The arbitrator

shall make a preliminary determination on the question of arbitrability. Once a determination has been made that
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the matter is arbitrable, the arbitrator shall then proceed to hear the merits of the dispute; however, a final award on
the merits of the dispute shall not be rendered until a decision is made that the dispute is arbitrable. The arbitrator's
determination with respect to arbitrability shall be subject to reversal only if the reviewing authority finds it to be
without reasonable basis. The arbitrator shall submit, in writing, her decision within thirty (30) days following close
of the hearing or the submission of briefs by the parties, whichever is later, unless the parties agree to an extension
thereof. The decision shall be based solely upon her interpretation of the meaning or application of the express
terms of this Agreement to the facts of the grievance presented. The decision of the arbitrator shall be final and

binding on the Employer, the Union and the Employee(s).

Section 12.09 - Expenses of Arbitration

The fee and expense of the arbitrator and the cost of a single copy of a written transcript for the arbitrator
shall be divided equally between the Employer and the Union; provided, however, that each party shall be
responsible for compensating its own representatives and witnesses, and purchasing its own copy of the written

transcripl.

Section 12.10 - Time Limit lor Filing

The time limit in each step may be extended by mutual written agreement of the Employer and Union
representatives involved in each Step. If a grievance is not appealed to the next step within the specified time limit
or any agreed extension thereof, it shall be considered withdrawn. The term ~“working days,” as used in this Article,

shall mean the days when Employees covered by this Agreement are scheduled 1o work.

Section 12.11 - Miscellaneous

By mutual agreement of Employer and Union, grievances may be filed at the appropriate advanced Step.

IT the Union deems it necessary to advance the grievance to the next step of the Grievance Procedure due
to failure to conduct a Union-Employer discussion as outlined in Steps 2, 3,4 and 5, notification of the advancement
must be given within ten (10) working days from the last date that the Union-Employer discussion could have been
timely held. If no date for a Union-Employer discussion is agreed upon and if the grievance is not advanced as
described in the above and in the steps of the Grievance Procedure, the grievance is deemed to have been withdrawn,

Grievances may be withdrawn at any time. By such withdrawal, the facts giving rise to the grievance will
be withdrawn without prejudice; and the applicable issue of contract interpretation will be withdrawn without
prejudice.

If the Employer fails to respond the grievance automatically advances to the next level.
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ARTICLE XIll
DISCIPLINE AND DISCHARGE

Section 13.01

The Employer shall have the right to discipline or discharge any post-probationary Employee with just
cause. Discipline will be issued within ten (10) working days after: (1) the Employer is aware of the incident giving
rise to the discipline; and (2) has completed its investigation. Notwithstanding the above, the Employer is deemed
to have complied with the ten (10) working day time limit in cases where an Employee is charged with a felony,
misdemeanor or ordinance violation provided the discipline is issued within ten (10) working days after the

Employer becomes aware of the resolution of the case.

Section 13.02
The parties agree with tenets of progressive and corrective discipline. Discipline is defined as an oral
warning or reprimand, a written reprimand, suspension, or discharge. The type of disciplinary action imposed shall

be based on the seriousness of the offense. Disciplinary action may include one or more of the following:

Oral warning or reprimand;
Written reprimand,
Suspension (written notice to be given);

Discharge (written notice to be given).

Section 13.03
If the Employer has reason to discipline an Employee, it shall be done with due professionalism appropriate

for the circumstances, and not before other Employees or the public.

Section 13.04

In the event disciplinary action is taken against an Employee, the Employer shall furnish the Employee and
the Union a writien statement of the reasons therefore. The measure of discipline and the statement of reasons may
be modified, especially in cases involving suspension pending discharge, after the investigation of the total facts
and circumstances. Once the measure of discipline is determined and imposed, the Employer shall not increase it

from the particular incident of misconduct unless new facts or circumstances become known.
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Section 13.05
An Employee shall be entitled to the presence of a Union Representative at an investigatory interview if
she requests one, and the Employer will notify the Employee of the right to a Union Representative before the

interview.

Section 13.06

An Employee is entitled to the presence of a Union Representative when discipline is issued, if he/she
requests one. Once the Employee requests a Union Representative, the meeting will not begin or continue until a
Union Representative is present. 1fa Union Representalive is not available when requested at this time, the ten (10)
day deadline in Section 13.01 shall be extended until a meeting can be scheduled with a Union Representative

present. Debate shall be reserved to the grievance process.

Section 13.07

Any documented oral warning or reprimand will be removed from the Employee's file after one (1) year if
there has been no recurrence of the type or kind of conduct giving rise to the oral warning or reprimand. Any
documented written reprimand will be removed (rom the Employee's file afier three (3} years, il there has been no

recurrence of the type or kind of conduct giving rise to the warning,

ARTICLE X1V
HOLIDAYS

Section 14.01

The following are paid holidays for cligible full-time and part-time Employees:

New Year's Day January 1

Martin Luther King's Birthday Third Monday in January

Presidents’ Day Third Monday in February

Spring Holiday Friday before Easter

Memorial Day Last Monday in May

Independence Day July 4

Labor Day First Monday in September

Columbus Day Second Monday in October

Veterans’ Day November 11

Thanksgiving Fourth Thursday of November
and the Friday after

Christmas Eve Day December 24

Christmas Day December 25

When a holiday falls on a Saturday, the previous Friday shall be given as a holiday. When a holiday falls
on a Sunday, the following Monday shall be given as a holiday. When the Christmas Eve holiday and Christmas

Day holiday fall on a Friday and Saturday, the previous Thursday and Friday shall be given as holidays. When the
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Christmas Eve holiday and Christmas Day holiday fall on a Sunday and Monday, the following Monday and
Tuesday shall be given as holidays.

In order to be eligible for holiday pay, the Employee must work the scheduled working day immediately
preceding and immediately following the holiday, unless the Employee's absence is excused by the Employer.
Approved days off the day before and after the day will count as time worked for the purposes of computing holiday
pay eligibility.

A holiday falling during an Employee's regularly scheduled vacation shall be counted as a holiday and not
as a vacation day.

Eligible Employees who do not work a holiday shall receive holiday pay compuled at their regular straight-
time hourly rate of pay for the number of hours they are normally and regufarly scheduled to work immediately
prior to the holiday, not to exceed eight (8) hours. Employees who work on a holiday shall receive holiday pay
compuled at their regular straight-time hourly rate of pay for the number of hours worked; but in no event shall
holiday pay be less than the regular straight-time hourly rate of pay for the number of hours they are normally and
regularly scheduled to work immediately prior to the holiday, not to exceed eight (8) hours. In addition to holiday
pay, for each hour worked on a holiday, eligible Employees shall receive two (2) times their straight-time hourly
rate of pay.

Eligible Employees who do not work a holiday and who normally work less than five (5) days a week
shall be paid for all holidays, regardless of whether they fall on a normally scheduled work day, but shall have
their holiday pay prorated based on the ratio of the annual budgeted hours for their position at the time of the
holiday to the hours budgeted for a person who normally works five (5) or more days a week in a comparable
position. Employees may supplement holiday pay prorated under this section with benefit time to maintain their
regular pay for the pay period.

ARTICLE XV
VACATION

Scction 15.01 - Accrual

Employees with less than five (5) years seniority shall earn ten (10) working days vacation annually, at a
proportionate rate per pay period, and shall be limited to a maximum accrual of twenty (20} vacation days.

Employees with more than five (5) years of seniority shall earn fifteen (15) working days vacation annually
at a proportionate rate per pay period, and shall be limited to a maximum accrual of thirty (30) vacation days.

Employees with more than ten (10) vears of seniority shall earn twenty (20) working days vacation annually

at a proportionate rate per pay period, and shall be limited to a maximum accrual of forty (40) vacation days.
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Employees with more than fifleen (15} years of seniority shall earn twenty-one (21) working days vacation
annually at a proportionate rate per pay period, and shall be limited to a maximum accrual of forty-two (42) vacation
days.

Employees with more than twenty (20) years of seniority shall earn twenty-two (22} working days vacation
annually at a proportionate rate per pay period, and shall be limited to a maximum accrual of forty-four {44) vacation
days.

Employees with more than twenty-five (25) years of seniority shall earn twenty-five (25) working days
vacation annually at a proportionate rate per pay period, and shall be limited to a maximum accrual of fifty (50)
vacation days.

Part-time Employees will accrue vacation on a pro rata basis, according to hours worked.

Employees do not accrue vacation time during periods of layoff, approved leaves of absence, or during a
strike.

No Employee shall accumulate more than the maximum accrual as stated above. Hours gained above the

maximum will not be credited to the Employee’s vacation balance, but will be forfeited.

Section 15.02 - Use
An Employee cannot take vacation prior to the successful completion of his/her probationary period.
The rate of vacation pay shall be the Employce’s regular straight time hourly rate of pay in effect for the

Employee’s regular job at the time vacation is being taken.

Vacation time may not be taken in increments of ess than fifieen (15) minutes without the writien consent

of the Employer.

Seetion 15.03 - Vacation Sign Up

a. Once each year in December Employees will be given thirty (30) days to sign up for

vacations. No later than January 15", each Department or Office shall grant vacations, subject to

operational need, in categories, as follows:

i. First, Employees seeking five (5) or more consecutive work days ol vacation will be
granted available vacation by seniority.

il. Afier Employees seeking five (5) or more consecutive work days of vacation have been
granted vacation, remaining available vacation will be granted by seniority to those

seeking to use remaining accrued vacation time in smaller increments.



b. Outside of the annual thirty (30) day period for vacation sign-up, Employees may request
the use of vacation time. Each Employee wishing to schedule vacation shall request such

leave as far in advance as reasonably possible, but usually at least one week in advance of
the requested vacation period. Requests will be granted, subject to operational need, on a first-
come-first-served basis within five (5) days of the Employee’s request. In the event of conflicting
requests submitted the same day, seniority shall govemn. In the case of an emergency, vacations
may be canceled and rescheduled in advance of their being taken. Once an Employee’s vacation
request has been approved, he/she cannot be bumped by a more senior Employee requesting the

same days off for vacation.

ARTICLE XVI
PERSONAL DAYS

Section 16.01

Every Employee shall earn personal leave in accordance with the following schedule:

Service Length Number of Days
Less than | year t

1 through 5 years 2
6 through 14 years 3
4

15 or more years

Section 16.02

Personal leave is granted to every Employee in the amounts as specified above at the beginning of each
year of employment. No personal leave shall be taken prior to successful completion of a six-month probationary
period. Minimum charge against personal leave shall be in fifieen (15) minute increments. The Employer shall not
require an Employee to give a reason as a condition for approving the use of personal leave, provided, however,

that prior approval for the requested leave must be obtained. Approval will not be arbitrarily withheld.

Section 16.03

Unused personal days shall not be carried over from one year of employment to the next.
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ARTICLE XVII
SICK LEAVE
Scction 17.01

Employees covered hereunder shall earn paid sick leave of ten (10) days per year at a proportionate rate per
pay period during the first ten (10) years of their employment, and at rate of twelve (12) days per year thereafter.
Maximum accumulation of sick leave is one-hundred thirty-eight (138) days. Sick leave may be used for illness,
disability, injury, medical or dental appointments of the Employee or an Employee’s husband. wife, domestic
partner/ civil union partner (as defined and administered in the County Personnel Policy), mother, father, children,
and brother or sister, if the brother or sister resides in the Employee’s household, or other members of the
Employee’s household, Such days may be used in increments of fifteen (15) minutes at a time.

Employees utilizing sick leave shall notify their supervisor of the necessity for sick leave as soon as
practicable and the approximate length of absence required when possible. The Employer shall have the right to
reject the claim for sick leave. The Employer shall have the right to make such investigation of absences due to
sick leave as it may deem necessary, and may require an Employee to furnish evidence of the illness, disability or
injury. Il fumnishing such evidence involves cost to the Employee, and if such evidence verifies that the Employee
was not abusing the sick leave, then the Employer shall pay the cost of furnishing the additional evidence.

Sick leave pay shall be at the Employee’s regular straight-time hourly rate, exclusive of overtime or other
premiums. No payment shall be made for unused sick leave at the termination of an Employee’s employment, with
the exception that retiring Employeces shall receive up to a maximum of one (1) year of IMRF pension credit (if the
Employee is leaving employment {or retirement), as provided through IMRF benefits. Service credit is earned at
the rate of one month for every twenty (20} days of unused, unpaid sick leave or faction thereof.

The Employer agrees to assign “limited or light duty” work to an Employee if such work is available and
appropriate medical release is given by a physician.

Nothing in this provision shall affect the Employer’s right to impose appropriate discipline in cases of

Employee abuse of sick leave.

ARTICLE XVIII
FAMILY & MEDICAL LEAVE

Scction 18.01 - Family and Medical Leave Act Leave

The Employer and the Union recognize the Employer’s obligation to comply with the Family Medical
Leave Act (FMLA).
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Section 18.02 - Eligible Emplovees
The County Board maintains the Champaign County Personnel Policy in order to fulfill its obligation to

comply with FMLA.

Section 18.03 - Leave Requirements

Family and medical leave shall be granted in accordance with state and federal law, as referenced in the
Champaign County Personnel Policy, Chapter 8-7 FAMILY AND MEDICAL LEAVE OF ABSENCE.

Section 18.04 - Length of Leave

Paid leave will run concurrent with FMLA leave under the circumstances listed in the Champaign County
Personnel Policy, Chapter 8-7.3 SUBSTITUTION OF PAID LEAVE.

Notwithstanding these provisions, the Employee may reserve up to sixty percent {60%) of his/her accrued
paid time.

An Employee shall not be required to use sick leave as FMLA until the Employee has already used ten (10)

days of sick leave within any rolling (12) month period.

Section 18.05 - Notice and Certification

Any violation of the FMLA County Policy, or of any state laws, or their respective implementing
regulations relating to family and medical leave, shall be subject to the grievance and arbitration provisions of this
Agreement. Any remedies provided for in federal and state laws as well as remedies provided for under this

Agreement shall be applicable for any violations of these laws.

Section 18.06
The Employer acknowledges its obligation to bargain over any change to the FMLA or County Policy

pertaining to the FML A which would diminish or impair employees’ rights under the FMLA at the time of execution

of this agreement.

Section 18.07 - Compensation/Benefits During Leave
At the conclusion of leave, an employee will be restored to the position he/she held at the time the leave

began or to an equivalent position with equivalent benetits, pay and other terms and conditions subject to the Layoff
and Recall Article. Fringe benefits accrued prior to the leave will not be lost as a result of the leave. However,

employees do not accrue additional seniority or employee benefits during the period of leave.
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Section 18.08 - Return to Work

A medical certification of illness and its seriousness, both as to the employee and/or a family member, will
be required. It must also state the expected duration of the leave. Forms for such certification are available from the
employer.

If there is reason to doubt the validity of the certification, the County may, at its own expense, require the
employee or family member to obtain from a doctor of the County’s choice a second medical certification. However,
the second medical certification shall be within a reasonable distance of the family member’s residence and will not
create an undue hardship. If a conflict arises, the County may require a third opinion which will be a doctor chosen
by the first two doctors. The County shall pay the cost of the third opinion. The third opinion shall be final and

binding.

Section 18.09 - Vacancy

Individuals hired to fill a vacancy created by an FMLA leave are temporary and are not entitied (o any of

the benefits of this Agreement.

ARTICLE XIX
EXTENDED LEAVE OF ABSENCE WITHOUT PAY

Section 19.01
A Leave of Absence without pay (LOA) may be granted for short term disability, or reasons other than

those covered by Family Medical Leave of Absence.

Section 19.02
A non-probationary Employee will not be required to use all of his/her accrued benefit time before

beginning his/her LOA without pay.

Section 19.03
A LOA of less than one (1) calendar month may be arranged between an Employee and the Employer. 1f
possible an Employee requesting a LOA for a period of one (1) month or less shall notify the Employer of the

request, in writing, al least three (3) days prior to the LOA.
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Section 19.04

A Leave of Absence without pay for a fixed period not to exceed one (1) year may be granted to an
Employee at the sole discretion of the Employer. Requests will be reviewed on a case-by-case basis based on the
operational needs of the office and will not be considered to establish past practice. The Employer will respond 1o
the request for leave within five (5) working days of the date he/she receives the request for leave. The Employee
shall notify the Court Administrator in writing of this request as soon as he/she becomes aware of the need for an
extended LOA and at least three (3) days prior to the end of benefit time or leave time already granted if possible.
The written request shall contain the reason and expected length of the absence.

An Employee who is granted a LOA under Article XX will be returned to his/her prior position at the end
of such leave, unless the position has been eliminated as allowed by this Agreement.

An Employee who does not report for work at the end of an approved Leave of Absence or any extension
thereof shall be deemed to have resigned as of the date of the Employee’s next scheduled work day afier the
expiration of the LOA. If final action on a request for leave cannot be taken until accrued benefit time has been
exhausted or approved leave has expired, an Employee who has not returned to work within seven (7) days afier

notification by the Employer shall be deemed to have resigned.

Section 19.05

All LOAs under Article XIX shall be without payment of salary. Employees on an approved Leave of
Absence will not earn or accrue benefit time (vacation, sick, holiday or personal leave). The Employer will continue
to pay the Employer’s contribution for health insurance coverage and the Employee may receive creditable service
for IMRF and leave benefits, not to exceed five (5) months, however, the Employee must comply with IMRF
requirements for creditable service. Time spent on an approved Leave of Absence will count toward determination

of length of service with the Employer in computing benefits when the Employee returns to work.

Section 19.06
The Employer shall provide copies of an approved LOA which include the various terms and conditions of

the leave to the following:

. Employee
. County Board Office
. Auditor’s Office
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Section 19.07
Before an Employee may return to work from a leave of absence granted due to a short term disability, the

Employee must have a doctor’s statement approving the return to work in the Employee’s position.

Section 19.08
The Employer may fill a position that is vacant due to an Employee being on an approved LOA with a

temporary Employee if sufficient funds are budgeted in the appropriate temporary line item.

Section 19.09

Although the Leave of Absence policy is designed to be flexible enough to accommodate most specific
situations, there will be occasions that require techniques or solutions outside the established guidelines. The
approval of an extended Leave of Absence maintains length of service credits. FHowever, Employer paid health
insurance benefits will not be provided if a Leave of Absence is approved or extended to an Employee for a period
longer than five (5) months. An Employee on an approved LCA will be allowed to maintain his/her health insurance
benefits for a period of up to one year at his’her cost. The Employee’s health insurance premiums must be paid
either through payroll deduction, or by direct payment by the Employee to the County at the same time as it would

be made if by payroll deduction.

Scction 19.10
A Leave of Absence necessitated by a work-related injury will be granted as a right under Article XIX.
When the request for leave is due to a work-related injury. accrued benefit time may be used to supplement Worker's

Compensation benefits, nol to exceed his or her normal compensation, at the option of the Employee.

Section 19.11
Individuals hired to fill a vacancy crealed by an Extended Leave of Absence are temporary and are not

entitled (o any of the benefits of this Agreement.

ARTICLE XX
MILITARY LEAVE

Section 20.01

Any Employee may take a leave of absence without pay for active or reserve duty with a military unit of
the United States or the State of [llinois. The Employee shall provide copies of military orders and annual drill
schedules necessary to implement leave to the Employer as soon as possible after the Employee’s military

commander provides such documents to the Employee.
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ARTICLE XXI1
BEREAVEMENT

Section 21.01

Full-time and part-time Employees shall be granted bereavement leave with pay for missed scheduled
working hours for five (5) workdays following the death of a; spouse; domestic partner/ civil union pariner, as
defined and administered in the County Personnel Policy; son or daughter (including adopted or step-son or
daughter if the Employee has legal guardianship); parent (including step-parent if that individual acted as a parent
of the Employee when the Employee was a legal minor); or brother or sister. Bereavement days may be taken

non-consecutively, but must be taken within thirty (30) days of the death.

Section 21.02

Full-time and part-time Employees shall be granted bereavement leave with pay for missed scheduled
working hours for three (3) workdays following the death of a step-parent, step-son or step-daughter other than as
defined in Section 21.01; grandparent; grandchild; step-brother; step-sister; brother-in-law; sister-in-law; mother-
in-law; father-in-law; son-in-law; or daughter-in-law. Bereavement days may be taken non-consecutively, but

must be taken within thirty (30) days of the death.

Seetion 21.03
Employees who must travel over 400 miles as a result of the death of a relative as stated in Section 21.01
or 21.02 above, shall be granted up to two additional days of bereavement leave. Verification of the required

travel shall be provided to the Employer.

Section 21.04 - If bereavement leave is required other than as granted in Sections 21.01 through 21.03, up to five
(5) additional days may be charged to leave without pay or accrued personal leave or vacation leave. Approval of

additional leave under this Article shall not be withheld,

ARTICLE XXII
JURY AND WITNESS LEAVE

Section 22.01

Any Employee who is calied for jury duty shall be excused from work for the days served. The Employee
shall receive the normal rate of pay for each day of jury duty for which the Employee would have worked. During
this time, if the Employee is not actually performing jury duty, the Employee shall return to work for the remainder
of the work day. The payment received for jury duty shall be returned to the Employer; however, the mileage

reimbursement shall be retained by the Employee.
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Scction 22.02

If an Employee is served a subpoena to appear as a witness for a matter relating directly to the individual’s
employment, the individual will be paid the normal salary during the time the Employee is required to be away
from the place of work. If the testifying Employee is not scheduled for a work shift during the time of a termination
hearing, the Employee will still be paid the normal wage for the time the Employee has been requested to attend
the proceeding,.

ARTICLE XXIII
TRAINING

Section 23.01

The Court Administrator may approve a leave for Employee training on subject matter directly related to
the Employee’s job. The training may consist of a training seminar or conference of two (2) weeks duration or less
or a course for college credit of up to three (3) semester hours. The Employee attending the training will receive
his/her normal salary and reimbursement for expenses incurred and the County will pay the registration fee. Should
such leave be granted, the Employer shall endeavor to make funds available.

Upon the Court Administrator’s recommendation, an absence to attend any training seminar or conference
lasting more than two (2} weeks or a course [or college credit of more than three (3) semester hours credit or the
cquivalent, may be approved by the Employer. The Employer shall specify remuneration and terms of
reimbursement, if any. [ the Employer’s approval is obtained in advance, when classes are taken outside of work

hours, reimbursement will be for tuition and pre-approved expenses only.

Section 23.02
The Union may schedule up to one hour per year of training at a time arranged between the Union
and Employer.
ARTICLE XXI1V
HAZARDOUS WEATHER DAYS

Section 24.01
If a hazardous weather situation arises before the start of an Employee’s working hours the following

procedures will be used:
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Section 24.02
An Employee will not be required to forfeit a day’s pay during times of natural disaster when, by order of

the Sheriff, the County office building in which he/she works is closed.

Section 24.03

If the County Office building in which an Employee works is not declared to be closed and the Employee

is unable to arrive at work, the Employee may:

1) wtilize a Personal Leave Day;

2) utilize a vacation day;

3 have a day’s salary deducted from his/her next pay check;

4) make arrangements with his/her supervisor to work additional hours to compensate for

those hours missed.

Scction 24.04
If a hazardous weather situation arises after the start of an Employee’s working hours, the Employee’s
supervisor may allow the Employee to leave work early without forfeiting pay if consistent with office staffing
requirements.
ARTICLE XXV
HOURS OF WORK

Section 25.01

Work hours shall be from 8:00 AM. to 4:30 P.M., Monday through Friday, except as provided below.
Work hours which deviate from the above stated hours may be set by individual departments in the sole discretion
of the Employer. However, the current working hours for Employees of this bargaining unit shall not be temporarily
altered without fourteen (14) days advance notice. A temporary alteration of working hours is defined as a change
of 21-90 consecutive days. The current working hours for Employees of this bargaining unit shall not be
permanently altered without thirty (30) days advance notice. A permanent alteration of working hours is defined

as a change of more than 90 a consecutive days.
Section 25.02

Each Employee shall have a meal break during work hours, the length of which shall be consistent with

current practice.
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Scction 25.03

Employees working between thirty-seven and one-half (37 '4) and forty (40) hours per week shall be
allowed two (2) fifteen (15) minute breaks in a full day. The first break is during the first half of the day and second
break is during the second half, Part-time Employees who complete one hour of work shall be given one (1) fifteen
(15) minute break. Work breaks for full-time and part-time Employees may be scheduled by the Department Head

or Supervisor.

Scction 25,04 - Flextime

Work hours can be adjusted by mutual consent between the Employer or its designee and the affected
Employee within the Employee’s work week, whereby normal work days can be lengthened or shortened for periods
of time mutually agreed upon by the Employee or his or her Depariment Head or his/her designee, and overtime
will not be paid. It is expressly understood that either the Employee or the Department Head or his/her designee
will have the absolute right to refuse consent or approval for flex time without reprisal. Grievances shall be limited

to disparate treatment within the Department.

Section 25.05 - Mileage Reimbursement

Employees required to travel as a part of their work shall be reimbursed at the then current IRS mileage

reimbursement rate.

ARTICLE XXVI
OVERTIME
Section 26.01
Any Employee required to work more than forty (40) hours in a week shall be paid at the rate of one and
one-half times the Employee’s regular hourly rate for all hours over forty (40) worked in that week or receive

compensatory time off at the rate of one and one-half hours for each hour worked in excess of (40) in the week.

Section 26.02

Overtime will be distributed on a voluntary basis laking into account prior overtime work and seniority, in
that order, of all Employees qualified to perform the overtime work required. If there are no volunteers, the
Employer can assign overtime in reverse seniorily order of those Employees who are qualified to perform the work.
However, overtime necessary to complete a task at the end of the normal working hours (carry-over) will be

performed by the Employee who began the task.
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Section 26.03
Those Employees normally scheduled to work 37.5 hours per week shall eam compensatory time on an
hour-for-hour basis up to forty (40) hours worked per week. Compensatory time for hours worked in excess of

forty {40) per week will be accumulated at the rate of cne and one-half times per hour worked.

Section 26.04

An Employee may accumulate up to seventy-five (75) hours of compensatory time. Compensatory time
earned over seventy-five (75) hours will be paid in the paycheck it was earmned as overtime. Compensatory time off
will be allowed to be taken with the prior approval of the Department Head or his/her designee. A maximum of

one work week of compensatory time off may be taken off consecutively.

Section 26.05
Holidays, vacalion days and personal days shall be considered hours worked for the purpose of calculating
overtime.
ARTICLE XXVII

WAGES
Scction 27.01

The salary range minimums and maximums for all positions covered by this Contract are as follows:

Grade D E F G
FY2019

Minimum 514.11 14.96 | S16.04 | S517.67
Maximum 19.06 2243 | $24.06| 526.51
Grade D E F G
FY2020

Minimum $14.53 15.40 16.52 18.21
Maximum $19.63 23.11 24.78 27.31
Grade D E F G
FY2021

Minimum 14.97 15.87 17.01 18.75
Maximum 20.22 23.80 25.53 28.13
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Section 27.02
Ranges Effective January 1, 2016:

Range D: Jury Clerk, Records Clerk

Range E: Legal Secretary, Senior Records Clerk
Range F: Court Clerk, Administrative Legal Secretary
Range G: Clerk - Law Library

Section 27.03
FY2019 - All Employees shall receive the greater of either the new salary range minimum or a 3.30%
wage increase, retroactive to January 1, 2019.
Section 27.04
FY2020 — All Employees shall receive a wage increase of 3.30% on January 1, 2020
Scction 27.05

FY2021 — All Employees shall receive a 3.30% wage increase on January 1, 2021

ARTICLE XX11l
PAYCHECKS, PAYCHECK ERRORS AND DEDUCTIONS

Section 28.01 - Paychecks
Payroll periods end every other Saturday night at 12:00 midnight and pay periods begin at 12:01 A.M. on

Sunday moming. Employee pay direct deposits are issued on the first Friday following the end of a pay period.
Departments or Offices are notified by e-mail when direct deposit pay stubs are available to be distributed, either
by electronic or hard copy by the Department Head. All deductions from an Employee’s pross pay are documented
on the electronic pay stub for each pay period. A hard or electronic copy of the Employee’s accrual and utilization

ol benefit hours will be provided with the pay stub. All Employees shall enroll in direct deposit.

Scciion 28.02 - Paycheck Errors

Any paycheck error should be referred to the Employee within the department who regularly prepares the

payroll. Corrections will be made no later than the following pay period with the approval of the Department Head.

Section 28.03 - Final Pavchecks

Terminating Employees will receive payment for accrued vacation/personal leave and unused
compensatory time, in the case of non-exempt Employees, in a lump sum with the regular bi-weekly paycheck for
the final pay period worked. The rate of payment for unused compensatory time shall be based upon the average
regular rate received by the Employee during the last three years of the Employee’s employment, or the {inal regular

rate received by the Employee, whichever is higher.
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