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Supreme Court of [llinois
ADMINISTRATIVE OFFICE OF THE ILLINOIS COURTS
'\""'T;‘I,L\_'L'_;,:_"“ 222 North LaSalle Street. 13th Floor
N Chicago. 1. 6060 |
Phone (312) 793-3250
Fax £312) 793-1333

3101 Old Jacksonville Road
Springfield. 1. 62704
Phone (2173 338-4490
i Fax (217 785-3403
March 23, 2020

Mr. Michael Williams. Director
Champaign Counts Probation
and Court Services Department
Champaign County Courthouse
101 L. Main Street

Urbana. Hlinois 61801

Dear Mr. Williams:

The Administrative Office of the lllinois Courts (AOIC) has approved Champaign County
Probation Department’s County Fiscal Year 2020 Annual Probation Plan. The final County Fiscal
Year 2020 budget has been received. The updated policies and procedures for Interstate Compact
for Juveniles have been reviewed and are consistent with the Interstate Compact standards. The
policies and procedures surrounding the Probation Casevwork Standards (January 2019) and [TSC
Risk Assessment Website have been reviewed and are also approved.

Itis noted that a 3.1% salary increase as well as a 3.0% salary range increase for non-bargaining
employees was approved per County Board Resolution. The department’s collective bargaining
agreement with the Fraternal Order of Police expired December 31. 2019, and neguatiations are still
ongoing. As negotiations proceed. feel free to contact the Administrative Office if there are any
questions regarding the application of required probation. detention. or operational standards.
Please submit a copy of the final contract to the Administrative Office once it has been ratified.
The Administrative Office recognizes the change to the salary range pursuant to the updated
Probation Compensation Standards effective January 1. 2020. 1t understood that the revised Salary
Range worksheet reflects increased maximums for bargaining unit positions for CFY 2020. At this
time. there is no request for salary increases beyond those already approved by AOIC.



The Administrative Office congratulates vour department on meeting your 2019 goal of receiving
certification for your Problem-Solving Court. The Administrative Office will follow-up with the
department regarding the Annual Probation Plan and the CFY 2020 Strategic Plan. One aspect of
the Strategic Plan that will be discussed is the goal established to create a quality assurance svstem
to measure progress and success regarding risk assessments and case planning. Additionally. the
Administrative Office plans to follow-up with the Champaign Detention Center regarding the goal
of policy and program revisions and updates. There will also be follow-up regarding training hours
since according to the training logs received. several of the detention staff did not met the required
training hours.

As ahways. the Annual Probation Plan approval is based upon a department’s continued compliance
with the provisions of the Probation and Probation Officers Act (730 ILCS 110). and with
applicable administrative. operational. and program standards and guidelines established by the
Administrative Office of the lllinois Courts. We look forward to working with your department in
the upcoming year especially in the continued application of evidence-based practices 1o probation
and court services.

Sincerely.

Christine Boyd
Field Services Coordinator

Daniel S. Hunt
Assistant Directlor
Probation Services Division

c: Honorable Karle E. Koritz. Chief Circuit Judge. Sixth Judicial Circuit
Marcia Meis. Director
Honorable Geraldo Rosales. Champaign County Board Chairpersen



Supreme Court of [llinois
ADMINISTRATIVE OFFICE OF THE ILLINOIS COURTS

CFY2020 Annual Plan
Champaign

Submission Date: 9/27/2019 12:12:56

This is to confirm your submission of Section 4 (Signature Pages) of the Annual Plan for your county fiscal year 2020. Below are the
responses you provided.

Please retain a copy for your records and to submit to your Chief Judge and County Board for final review once your plan is complete.

1. Attach Annual Plan signature page*
Please refer to the document you attached at submission.
2. Attach Interstate Compact signature page*

Please refer to the document you attached at submission.

Thank you,
Christine Boyd

Administrative Office of the Illinois Courts



COUNTY FISCAL YEAR 2020 ANNUAL PROBATION PLAN
SIGNATORIES

DIRECTOR OF COURT SERVICES

As Director of Court Services of the Judicial Circuit Probation Department serving Champaign
County, 1 hereby submit this County Fiscal Year 2020 Annual Probation Plan. 1 certify that the
information in this plan is true and correct to the best of my knowledge. I further certify that my
department will comply with all standards, policies and regulations established by the Supreme
Court under provisions of the Probation and Probation Officers Act (730 ILCS 110), and
acknowledge that compliance is subject to monitoring, auditing, and qualitative review by staff of
the Administrative Office of the itlinois Courts,

%WM B Dated: 071&;3@0’ 2

Director of Court Services

CHIEF CIRCUIT JUDGE

As Chief Judge of the Sixth Judicial Circuit, I hereby certify that I have reviewed and approve the
Champatgn County Fiscal Year 2020 Annuat Probation Plan submitted by the Sixth Judicial
Circuit Probation/Court Services Department serving Champaign County.

Dated: 728~ 9

CHAIR OF THE COUNTY BOARD

As Chair of the County Board of Champaign County, | hereby acknowledge the County Fiscal
Year 2020 Annual Probation Plan submitted by the Sixth Judicial Circuit Probation Department
serving Champaign County. [ understand that submission of the Annual Probation Plan and
compliance with the provisions of the Probation and Probation Officers Act (730 ILCS 110) are
conditions of state reimbursement.

é’ il /.WA et ZE6 g

air, Champaign‘County Board

Géraldo Rosales
Print Name




INTERSTATE COMPACT ACKNOWLEDGEMENTS

Illinois is a member of interstate compact for both adult and juvenile offenders. Each is managed by
commissions which create rules for all members involved. These rules have the authority of federal law and
supersede local practice and state law to the contrary. All courts and administrative bodies must give due
effect to a compacl. Each probation department and juvenile detention center is required to have
departmental policies for the interstate compacts. Please acknowledge the requircments of the compact by
signing the statements below.

Adult Probation Departments This depariment, as a participant in the Interstate Compact for Adult
Offender Supervision (45 ILCS 170), recognizes that each department is responsible for the supervision
of adult offenders in the community who are authorized pursuant to the Bylaws and Rules of the Interstate
Compact for Adult Offender Supervision (ICAOS) to travel across state lines both to and from each
compacting state in such a manner as to: Track the location of offenders, transfer supervision authority in
an orderly and efficient manner, and when necessary retum offenders to the originating jurisdiction. [
hereby acknowledge that I am familiar with and have reviewed the ICAOS rules and understand that
compliance with the rules is mandatory including the issuance of nationwide, no bond warrants and the
return of offenders to my jurisdiction when required by ICAOS rules.

Juvenile Probation Departments This department, as a participant in the Interstate Compact for
Juveniles (45 ILCS 170), recognizes that each department is responsible for controlling the interstate
movement of juvenites on probation or parole as well as the retum of juveniles who have teft their state of
residence. I hereby acknowledge that [ am familiar with and have reviewed the Interstate Compact for
Juveniles (ICJ) rules and recognize that compliance with the ICJ rules is mandatory, including the
responsibility of the safe return of probation juveniles who have been found in other states.

Juvenile Detention Centers As superintendent of detention, I hereby acknowledge that pursuant to the
Interstate Compact for Juveniles (ICJ), we are permitted to use secure detention for out-of-state runaway
youth. Furthermore, the Office of Juvenile Justice and Delinquency Prevention (OJJDP) provide an
exemption for secure detention for out-of-state runaway youth. Particular emphasis should be placed
upon Lhe need to balance the possible risk to the juvenile’s safety by secure detention in an appropriate
facility against the even greater safety risk of allowing such a juvenile to remain ‘on the streets’ as a

runaway or in the company or custody of adults or others who present an imminent threat to the child’s
physical and emotional wellbeing.

£ F-2¢-19
Chief Circ Date

uj ge'
e 12419

Date

'?;-"—”/7‘4‘”4‘“"/7"& 5/, 77/ 20/,9

Dkiefition Superintendent Dafe

(/4
(/" Director




Supreme Court of Illinois
ADMINISTRATIVE OFFICE OF THE ILLINOIS COURTS

CFY2020 Annual Plan
Champaign
Submission Date: 8/14/2019 12:15:48

This is to confirm your submission of Section 1.A (Mission Statements) of the Annual Plan for your county fiscal year 2020. Below are the
responses you provided.

Please retain a copy for your records and to submit to your Chief Judge and County Board for final review once your plan is complete.

1. Probation Mission Statement
a. The probation department's mission statement has been changed or updated.*

No

b. If marked "Yes", provide below the changed or updated probation mission statement.

2, Detention Mission Statement
a. The department's detention center's mission statement has been changed or updated.*

No

b. [If marked "Yes", provide below the changed or updated detention mission statement.

Thank you,
Christine Boyd

Administrative Office of the Iilinois Courts



STATE OF ILLINCIS
o AULZLIANN
iz TKE

Supreme Court of Illinois
ADMINISTRATIVE QFFICE OF THE ILLINOIS COURTS

CFY2020 Annual Plan
Champaign

Submission Date: 9/16/2019 14:10:25

This is to confirm your submission of Section 1.B (Fiscal Resource Management) of the Annual Plan for your county fiscal year 2020. Below
are the responses you provided.

Please retain a copy for your records and to submit to your Chief Judge and County Board for firal review once your plan is complete.
1. County Fiscal Year 2020 Budget
a. Current status of County Fiscal Year 2020 budget:*
Proposed
b. If proposed budget was marked, indicate the date that the Administrative Office will receive the final approved budget.
Dec 30, 2019
¢.  Attach proposed or current approved budget.*
Please refer to the document you attached at submission.

2. Financial Matrices (Complete via county link on designated FY webpage)
a. Is your probation matrix complete?*

Yes
b. Is your detention matrix complete?*
Yes

3. Grant Funding
a. The department has been awarded a grant{s).*

No
b. If marked "Yes", attach each grant awarded.
If applicable. please refer to the document you attached at submission,

4. Salary Shortfall {730 ILCS 110/15.1¢h)|
a. Monies will be used from the Probation and Court Services Fund for salary shortfall.*

No



b. If marked "Yes", attach a completed Salary Shortfall Worksheet.
If applicable, please refer to the document you attached at submission.

5. Circuit Clerk Coliection of Probation Fee
a. An administrative order or local rule has been put into place in order for the clerk of the court to collect probation fees.*

Yes
b. If marked "Yes", attach administrative order or rule.

If applicable, please refer to the document you attached at submission.

Thank you,

Christine Boyd

Administrative Office of the Illinois Courts
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FY 2044 ACTUAL ‘FY 2018 ACTUAL ‘FY 2016 ACTUAL FY 2017 ACTUAL FY 2018 ACTUAL | BUDGET |OF 0831 ASOF 050 |BUDGET BUDRGET WORK AREA
&18 5t HANVENILE DETENTION CENTER '

34110 ‘COURT FEES AND CHARGES $48.486 Yy $40.792 30776 $30.788 342,000 $42.000. $15.297 342,000 $42.000

37V 67, FROMJUY WNIRVNIN SAV 677 ") so! o ) 7] © 50 0 0 7

RT|REVENUE TOTALS 345,466 $46.27%. 340,792, 520,776, £30.756 $47.000 $42,000 18 $42.000 $42,000

S22 15 GASOUNE £ 0L %0 $60, ®0 0 ] 0 s 0 0 0
ICONMODIES TOTALS 50, $001 w0 " ') 0 0 0

531 7| PROFESSIONAL SERVICES so! sai %0, [ 30 $50.000 $50,000 0 50 $50,000

513 42 | EQUIPMENT MANTENANCE sl 0. S8 iy @ 0 0 0 30 sa

533 05 [CONFERENCES & TRAINING 52832 35944 309 $381 " w0 0 %0 0 50
SERVICES TOTALS $28321 Frevy 0N 3551 » $50.000 330,000 0

544 13 OFFICE EQUIPMENT & FURNIS 0 0 [7Y] %3 0 2 ") 30 7 0
- CAPTTAL OUTLAY TOTALS 0 %0 ] " T ® w s

|51 14 TOCAPTTAL IMPRV FUND 104 i 30 w 10930 S0.83% w0 $0 %0 50 5 £125.000
TRANSFERS TO OTHER FUNDS TOTALS 0 w %A% $30,65¢ s 0 %0 %

58t 1. | CAPITALLEASE PRING PMTS $0 0 [T 0 0 0 ® 50 0 30!
| DEBT PRINCIPAL REPAYMENTS TOTALS 50 so! fre 80 [ 10 7y 7]

502 3 MTEREST ON CAPITAL LEASE S0 5 s0. ™) r_ 0 0 F) ) 30
DEBT INTEREST PAYMENTS  TOTALS %0 0 . 10 " 0 0 $0

€7 EXPENDITURE TOTALS a0 $6.024: $24.541 $at202 1) $50.000. $50.800 " i $r7s000!
INONPERSONNEL EXPENDITURE TOTALS 2240 so s 324,541 sz %0 350,000 50,000 %

'™ . Hew Lins Homa




™= a9

EEEEECEEEEEEERERERE EEEEEEEEEEEEE&EE YegEBEeLERGY
YR ZEAAREYYNESRue BE882832C22usuna L., ¥e2zszssuse
aﬁﬁlam"‘"‘- s E x m EQ ﬂ ; I i ."ﬂ.
RN (g | e
HEHHHHHR TR TR R
gggséaggééﬁgﬁgéggé §§ %z; i i P gggsgefgég ;
mgﬁg g gt g 872 ¢ 11 i i A g8y
| 12
$
- 228.m g'-’ ° ™ ﬁ H § 5
§EsssE§§§Ess§sssEg§ Eﬁsssgﬁass sssgsi H ss?és@sgsss %
8
i i, I Se Bp 2 . g . E g 5
£§sss§§i§ssséssssgﬁ §§s§s§§§ss§8$s§sé 5 ss?ssﬁgasss _g
8
v v, 22 i B, B= - CIRAE - e nl |
E?sssﬁ&}EsssEsssugg CyeSerEBiesortlel B ssgisgpﬁsss .g
8
» 4 g, B u B i § ef & 3 ;
%Epssgég Bge sferagdl Egsﬁsis!ssEsFﬂgﬁﬁ 8 ssBebieds gs g
g
- - liitia g E! 2 § - g
gEsss;§§§§§§38358§s Eﬁssﬁgséssﬁssﬁésﬁ g ss§g§§&&sss §H
¢ 8 gupge  wg Be 2 « £, 2 Py z H E E
hisngSgﬁﬁgﬁﬁsssgﬁﬁ ¥ebesBiecleeisbE 3 seeseBuBens e
| 55
er gupe | ¢ Sp = £.e  E £ £ H E )
§§sss§§§§§§§gsss§}ﬁ BEebesEbonktecB8EE & seeesBelees ag
8
i . g 8 RN R - z I8 || 32
R T T L R I TEIITIITI - ,_s;gsg!sﬁsss g
us gre=  w JHEe  n owLg £ g 1 | «t § ggg
EEsgggﬁﬁﬁésggsssﬁﬁi itmiing csfeB8uBsrs E"
1
X pane  wep g g o= 2 £ % g e § 3
§§sss§§§§§§§ assgﬁ , §s§§?§§ssﬁss§§§§ § esbeBBuBuss ;
g

e z £




LT B Y

STY104 THALIONILND TZNNOSHINON

005 oris L d 12Leees rcvsort ITRZE ugics

005'0rLS

SIS

Iy Lcs

rsis ws'oeis oos'eris [ T3 2'eets reors ozt

009908

o0 1Tre

9249999449489

-----------

qqqqqqqqqqq

S90 ORNY S O

080 ONNY JH0D TWYINID 0.
VL0 QNN A LNV LHOL ©.
9% DR JOI BOMID AN O
BSI0NS AUYSSIO0D WV O
€19 ONNA HUMOLNY LEN0D 0!
103 ONNNLSAS 3N ANF O,
QN XL STTYS ALSS 9Nd O
19 NN DO IO 0A O,
10N AUHNDIS TVIDOS O.
S0 ONN AU TYLidVI O

STVI0L SONMS UTHLO OF SHIISNVHL

gsssssgssssﬁ

L ]
=
gersseess

8

-
E]
t8rssssssed

F0SECCY SIS

BEBEEELEEEEESE

g

sBssssssssg

0000LS

LEEBEEEEBEE

sEEEY

858K E

8888

5334 WNVE'SINUVHD TINVYNLY £E IS

28 -3¢

LEE

318

£ES

L9 -

888

SAWANIS

ONINIVELL ¥ STONTHINGD S8 O
SISNIM ANV SEND° €5 05

£Ivi04

g
WS
SPO'CS

H'ens 11y
g 1 1 ]
xzes

L LA
SSU'ZE

1028

osL'bott (11,7} e
000%TS COE'CTS
0TS 000'CS 050'Ts

Lot
00U'ses
005°CS

”Y'rsE

wres
059'7S

005
005CS

B

{m



iscal Start _u-_:_ 11142020
Fiseal End Date: 123172020

Fiscal Year AP Proposal 2020  Probation Financial Matrix

6th Offender Fees Other Fees (Please
Tin - Probation Fees (SelyPay Testing, o Interstate Compact Fees Total
noe at’ R R e e o AR Srs 2 o 7
srosmm FY, D) ATy , SO0, 00 DT T TR G 000000 | 000 VAR uuhn@“ﬂ:. 00
- County Funded i du&oh 784.00°
1 F ol ion [Grant-in-, ﬂmnawﬁba o ¥
—_ Allocation Subsi 52 .....Im..._.la} T
- Allocadon rtr SALOM) i
=i c»_un.. ent Receivahles] - o 2 TR ) [ R [ T B e T R Y R e R e B $0.00
e St
— Salary Shortfall 30.00 : EEr $0.00
Total Fringe Benefits $694,784.00 $694,784.00
Funded Salaries $1.672.920.00 $1,672,920.00
Overtime 30.00 I $0.00
|Other Salary (Contingency, Bonuses, etc.) $0.00 % = i g $0.00
— Out of County Detention 30.00 | T d AT e e e T $0.00
Other Out of County Detention Cost $0.00 | b s ATty =i, ey . s $0.00
Cognitive Programming & Supplies $0.00 $40.000.00 $40,000.00
Drug/Alcokol Testin 0.00 $45,000.00 $45,000.00
Drug/Alcohol Tr 0.00 $0.00 $0.00
Educational Programs & Supplies 0.00 $5.000.00 $5.000.00
Electronic Monitoting /GPS $0.00 $30,000.00 $30.000.00
ME.-QZE.&:.Q $0.00 32.500.00 $2,500.00
n loyment Services $0.00 $0.00 $0.00
e I ives [Bus ._..ernau. Food, etc.) $0.00 30.00 30.00
ot Individual & Group Counseling Services $0.00 $20,000.00 $20,000.00
m Language Access Services $0.00 $7,600.00 $7.600.00
3 Psychological Testing/Evatuati $0.00 $20.000.0¢ $20.000.00
d ne__:.seas Service Supervision Contract $0.00 $0.00 $0.00
n dential Plocement/Faster Care $0.00 $0.00 $0.00
er Professional /Client Services/Contracts $200.00 $7,100.00 $7.300.00
3] |OP! 1 2
=1 Buflding Rent 30,00 30.00 30.00
o Computer Hardware/Software 0.00 30.00 $0.00
E Comp Video Equip 0.00 $0.00 $125,000.00 $125.000.00
Employee Drug Testl) 0.00 $0.00 40.00
QBRHEE-&& $6,600.00 $7,250.00 $13.850.00
Officer Safety Equipment $700.00 $2,000.00 $2,700.00
Officer Uniforms 0.00 $0.00 $0.00
Operation Service Contracts $0.00 $1,000.00 $1,000.00
Public/Communily Service Suppties $0.00 $5,650,00 35,650.00
Travel/Auto Exp 17,200.00 $37,250.00 $44,450.00
Utilitles (Gas, Water, Electric, etc.j $0.00 $0.00 $0.00
Other Equipment/Operations/Contracts $9.675.00 $27,750.00 350,000.00 $87.425.00
TRAINING & MEMBERSHIPS: o
Training $2,000.00 | | $32.500.00 | | | $34.500.00
Memberships, Dues, Subscriptions $100,00 | [ $3,500,00 [ N [ $3.600.00
ALL OTHER EXPENDITURES:
Other Deparyment Expenditures $0.00 $0.00 | $0.00
Other Expenditures $700.00 _ $8,650.00 _ _ | $9,350.00
AL EXPENDITURES: $2.394.879.00 $0.00 $302,750.00 5175,000.00 $0.00 ] 50.00 32,872629.00 |
End|ng Balance (Must be Zeros or Postives) .00 $0.00 $1,224,252.00 $119,806.00 $2,000,00 | $0.00 51,346,058.00

Tota) Balance Forward:

Change status to “Submitted” only when fnlshed:[ Submitted ]




Budget &
Expenditure
Comments

(*Please indicate the column and row
you are referencing in your note}

Column G; Offender Fees are Court Services Operations Fees collected prior to July 1, 2019 plus 1ents authorized by the Criminal and Traffic Assessment Act after July 1, 201%,

Column G, Row 41: These funds have been approved by the Chiel Judge for the replacement of the video surveillance and security systems at the Champaign County Juvenile Detention Center.




Fiscsl Stant _u-:.._
Fiscal End Date: |

1172020
1203172020

Expenditures

County General Fund

Fiscal Year b.—..v-.nunmmm

2020

.Umnnnn_e-_ W_E.:.p.n_u._ Matrix

Detention Spending Account Total
P e A g e [T ...,..g.
T $330,545.00

1,429,72000

T TSIRA0000

Total Fringe Benefits $684,880.00 $684,880.00
Funded Salaries $1,556,625.00 $1.556,625.00
Overtime $0.00 $0.00
$0.00 $0.00
Lognitive Programming & Suppli: nlc.cc u.m.cc
DPrug/Alcohol Testing $0.00 $0.00
Brug/Alcohol T $0.00 $0.00
Educational Pregrams & Supplies 350000 $500.00
Electronic Monitoring/GPS 30.00 $0.00
Employment Services $0.00 30.00
Incentives (G y, Coupons, etc.} $3.000.00 $3.000.00
Individual & Group Ci ling Services 30.00 $0.00
Language Access Services 30.00 $0.00
Psychological Testing/Evaluatd 50.00 $0.00
Other Residentiot Services $0.00 $0.00
[RESTDENT OPERATIONS: ___
Bedding and Linens $1,000.00 $1,000.00
Food Supplies & Dietary Utensils $45,100.00 $45.100.01
Yedical Supplies, Vaccines, Prescrip $3,000.00 $3.000.0
Personal Clothing $3,500.00 $3.500.0
Personal Hygiene Supplies $3.000.00 $3,000.0
Phone and Visftation Services $0.00 50.00
Resident Transportation $0.00 $0.00
Transfer Fees [Extradition, DCFS$, etc.) $0.00 $0.00
Other Resident Operations/Contracts $132,680.00 $132.680.00
BUILDING /STAFF OPERATIONS: G
Iding Reat $0.00 $0.00
[% MHardware/Software 3.00 $0.00
Computer Video & Security Equipment 0.00 $0.00
Empl Drug Testing 3.00 $0.00
Laundry/Cleaning Suppli $2,500.00 $2.500.00
Office Supplies 3$1.950.09 $1,950.00
Safety Equipment $200.00 $200.00
Staff Uniforms $0.00 $0.00
Operation Service Contracts $0.00 $0.00
Travel/Auto Expenses {Officer) $6,250.00 $6,250.00
Utilities {Gas, Water, Electric, etc.) $160.00 $160.00
Eguipment/Operations $6,050.00 $6.050.00
Tralning $3.000.00 T T $3,000.00
Subscriptions $0.00 | | 50,00
Gut of County Detention $20,000.00 1 I $20.000.00
County Betention Cost 30.00 ] [ $0.00
Other Department Expenditures $0.00 $0.00
Other Expenditures 3550.00 — $550.00
TOTAL EXPENDITURES: $2473,945.00 $0.00 $0.00 £1,473945.00
Ending Balance {Must be Zeros or Postives) $0.00 $0.00 30.00 $0.00

Total Balance Forward: [T 3000 "]
Change status to "Submitted” only when finished:|  Submitted |



IN THE CIRCUIT COURT OF ILLINOIS

SIXTH JUDICIAL CIRCUIT

ADMINISTRATIVE ORDER NO. 2019-5

SUBJECT: Appointing the Circuit Clerk of the Court as the receiver and remitter of certain
service provider costs.

Effective July 1, 2019, the Clerk of the County Circuit Court is hereby appointed as the
receiver and remitter of certain service provider costs, which may include, but are not limited
to, probation fees, traffic school fees, and drug or alcohol testing fees, as provided by 705
ILCS 135/5-15.

This Order shall become effective July 1, 2019.

Dated this 215day of June, 2019.

ENTER: W
’gé/rie E. Koritz
hief Circuit Judge




STATE OF ILLING1S
. AUL28 3018
L)

Supreme Court of [llinois
ADMINISTRATIVE OFFICE OF THE ILLINOIS COURTS

CFY2020 Annual Plan
Champaign

Submission Date: 8/28/2019 10:43:05

This is to confirm your submission of Section 1.C (Organizational Structure) of the Annual Plan for your county fiscal year 2020. Below are
the responses you provided.

Please retain a copy for your records and to submit to your Chief Judge and County Board for final review once your plan is complete.
1. Interstate Compact Application Fees
a. The department collects the $125 application fee for Interstate Compact transfer case.*
Yes
b. If marked "Yes” and the administrative order to collect the fee was signed in CFY2019, attach the administrative order.
If applicable. please refer to the document you attached at submission.

2, Pretrial Service Fees
. The department collects Pretrial Service Fees (725 ILCS 110-10) *

No
b. Ifmarked "Yes" and the administrative order to collect the fee was signed in CFY2019, attach the administrative order.
If applicable. please refer to the document you attached at submission.

3. Probation Department Coltection of Monies
a. The department collects monetary payments directly from probationers. *

Yes
b. If marked "Yes", attach official verification that staff are bonded

[f applicable, please refer to the document you attached at submission.

Thank you,
Christine Boyd

Administrative Office of the Illinois Courts



IN THE CIRCUIT COURT OF ILLINOIS
SIXTH JUDICIAL CIRCUIT
ADMINISTRATIVE ORDER NO, 2018-1

WHEREAS lllinois is @ member state of the Interstate Compact for Adult Offender
Supervision; and

WHEREAS, 730 ILCS 5/5-9-1.13 requires persons who seek to transfer probation
to another state subject to the Interstate Compact for Adult Offender Supervision must
pay a fee of $125.00 to the proper administrative or judicial authority before being
granted the transfer, which such fee is to be deposited into the generai fund of the

county to be used to defray the cost of retrieving offenders who violate the terms of their
transfer to other states; and

WHEREAS, the clerk of the court of the county in which the case exists is best
suited to receive such fee from the offender seeking transfer; and

WHEREAS, to provide uniformity to address these requests to transfer probation to
another state, the petition and order attached as "Exhibit A" shall be used in
substantially similar form.

IT IS THEREFORE ORDERED THAT:

1) A person who seeks to transfer probation to another state subject to the
Interstate Compact for Adult Supervision shall pay a fee of $125.00 before being
granted the transfer or otherwise amrange for payment. All payments should be made to
the clerk of the court of the county in which the case exists;

2)  The clerk of the court of the county shall transfer such fee payment to the
treasurer of the respective county to be deposited into the general fund of the county
with the proceeds of this fee to be used to defray the casts which may be required to
refrieve offenders that violate the terms of their transfers to other states pursuant to
730 {LCS 5/5:9-1.12;

3) Persons who seek to transfer probation to another state subject to the
Interstate Compact for Adult Offender Supervision shall petition the courtin a
substantially similar form as is attached as "Exhibit A",

Dated: January 16, 2018

e . OnIN
Honorable Richard L. Broch
Chief Circuit Judge
Sixth Judiciat Circuit




STATE OF ILLINO1S
IN THE CIRCUHT COURT OF THE FOURTH JUDICIAL CIRCUIT
COUNTY

THE PEOPLE OF THE STATE OF ILLINOIS

Vs, No,

Delendant.
Tl OR_TRANSFER TO OTHER STATE

1, hereby request that 1 be given permission to

ransfor to

(insert complete address)

Tor the purpose of’

and | have paid or made arrangement for the requived §125.00 teansier foe.

Datcd:

Defendunt
Objection

Mo Objection

Probation Officer
Objection

No Objection

State’s Attomey
ORDER
. ltis ordered thar this petition 15 allowed 113 funther ardesed thet petitioner
shall further comply with all terms of the Intorstate Compact for Adult Offunder
Supervision and such fusther requivenents ny petitioner’s probntion officer may divect

_ Petition is denied, ‘The $125.00 transfer Joe to be refunded to petitioner,

Dmed

Judge

Exhibit A




Michael Williams

From: Debbie Heiser

Sent: Wednesday, August 28, 2019 9:59 AM
To: Michael Williams

Subject: Employee Bonds/Crime Coverage
Attachments: img-828095723-0001.pdf

Hi Mike,

The county does purchase employee bond/crime liability coverage. The policy covers all Champaign County employees.
Our current policy period is December 1, 2018 to November 30, 2019.

The coverage is $500,000 with a $5,000 deductible.

| have attached a copy of the declaration page from the policy for your information.

If you require any additional information, please let me know.

Debbie Heiser

Insurance Specialist

Administrative Services Department
County of Champaign

217-384-3776 ext 2117
dheiser@co.champaign.il.us

-----Original Message-----

From: D110 Copler-Printer <AdminServicesXerox@co.champaign.il.us>
Sent: Wednesday, August 28, 2019 8:57 AM

To: Debbie Heiser <dheiser@co.champaign.il.us>

Subject: Scan from a Xerox D95/D110/0125

Please open the attached document. It was scanned and sent to you using a Xerox D95/D110/D125.

Number of Images: 1
Attachment File Type: PDF

Device Name: D110 Copier-Printer
Device Location:

For more information on Xerox products and solutions, please visit http://www.xerox.com/



COVERAGE SUMMARY: CRIME

COVERAGE tiMIT
Blanket Employee Dishonesty $500,000
Loss Inside the Premises - Money & Securities $500,000
Loss Outside the Premises $500,000
Money Orders and Counterfeit Currency $500,000
Depasitors Forgery or Alteratlons $500,000
Computer Fraud $500,000
Funds Transfer Fraud $500,000

Deductible: 55,000

The ICRMT Crime Form Includes coverage for any of your officials who are required by law to give bonds for
the faithful performance of their service against Loss through the failure of any Employee under the
supervision of that official to faithfully perform his or her duties as prescribed by law and will meet the
requirements for Public Officlals bonds up to the statutory limit or policy limit, whichever is less.

ILLINO!IS COUNTIES RISK MANAGEMENT TRUST
225 Smith Road, St. Charles, IL 60174
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Supreme Court of Illinois
ADMINISTRATIVE OQFFICE OF THE ILLINOIS COURTS

CFY2020 Annual Plan
Champaign

Submission Date: 9/23,/2019 9:47:12

This is to confirm your submission of Section 1.D (Compensation Management) of the Annual Plan for your county fiscal year 2020. Below
are the responses you provided.

Please retain a copy for your records and to submit to your Chief Judge and County Board for final review once your plan is complete.

1. Compensation Plan [730 ILCS 110/15(4); 730 ILCS 110/15(70)]

a.

f.

Attach the approved, current compensation plan(s). *

Please refer to the document you attached at submission.

A new, revised compensation plan needs approval. *

No

If marked "Yes", attach the new, revised compensation plan.

If applicable. please refer to the document you attached at submission.

A variance is being requested from the AOIC Compensation Standards around the department's compensation plan. *
No

If marked "Yes", designate below what aspect of the compensation plan is requested to be waived.

If marked "Yes', provide a rationale for the variance.

2. Salary Increases

a.

€.

Salary increases for staff, *

Yes

If marked "Yes", provide below: Percentage (%) and/or amount (3).
31%

If marked "Yes", provide what the increase was based on (COLA, performance, longevity, etc.),



Non-managerial, non-exempt officers are covered by a Collective Bargaining Agreement with the Fraternal Order of Police. The
current agreement expires on 12/31/2019 and negotiations for a successor agreement have not yet begun. Information on FY 2020
annual salary increases will not be availabie until a successor agreement is ratified. For budgetary purposes, we are projecting a
3.1% FY2020 annual salary increase for non-managerial, non-exempt officers. This is consistent with the FY2020 wage increase
approved by the County Board for non-bargaining unit staff (see 2.1, below).

d. Salary increases for managers/exempt staff. *
Yes

e. Ifmarked "Yes", provide below: Percentage (%) and/or amount (8).
3.1%

f. If marked “Yes", provide below what the increase was based on {COLA, performance, longevity, etc.).

On August 22, 2019, the Champaign County Board adopted Resolution No. 2019-230, which provides for a 3.1% across the board
wage increase for non-bargaining unit staff, effective January 1, 2020.

Salary Ranges
a. Salary ranges will be adjusted. *

Yes
b. If marked "Yes", provide below: Percentage (%) and/or amount ($).
3.0%

¢. [fmarked "Yes", provide below the rationale to support the needed adjustment and why the ranges were adjusted by the
indicated amount.

Adjustments, if any, to the salary ranges for bargaining unit officers will be determined during contract negotiations. On August 22,
2019, the Champaign County Board adopted Resolution No. 2019-230 which provides for a 3.0% increase to the salary ranges for
non-bargaining unit employees effective January 1, 2020. This was based on a recommendation of the County Executive in accordance
with salary administration guidelines requiring the County Executive to provide the County Board with recommended mid-point changes
pursuant to the market to be implemented on January Ist of the ensuing year.

d. Attach completed Salary Range Worksheet.

Please refer to the document you attached at submission.
Collective Bargaining Agreement [730 ILCS 110/15{(4)]
a. Staff are covered under collective bargaining agreement. *

Yes
b. 1f marked "Yes", attach the current collective bargaining agreement.

if applicable, please refer to the decument you attached at submission.
¢. The collective bargaining agreement is under negotiation. *

Yes

d. [If marked “Yes", what is the expected completion date for the collective bargaining agreement.



Dec 30, 2019
Thank you,
Christine Boyd

Administrative Office of the INinois Courts



Current Compensation Plan

Officers in the following job classifications are covered under a Collective Bargaining Agreement
with the Fraternal Order of Police: Court Services Officer (Supervision), Court Services Officer
(Juvenile Detention Center), Drug Specialist, and Senior Court Services Officer (note: pursuant
to a Letter of Agreement with the Fratemal Order of Police, the separate pay scale for Drug
Specialist was eliminated from the Collective Bargaining Agreement when the employee
occupying the position when the Agreement was ratified vacated that position).

Annual salary increases for employees covered by the Collective Bargaining Agreement are
subject to the provisions of Article XIX, Sections 19.1 and 19.2 of the Agreement. The current
Collective Bargaining Agreement expires on December 31, 2019. Negotiations for renewal of the
Agreement have not yet been scheduled. FY2020 salary increases for bargaining unit staff will
not be determined until an agreement is reached with the Fraternal Order of Police.

For all non-bargaining unit employees, the Department adheres to the Salary Administration
Guidelines set forth in Chapter 9 of the County’s Personnel Policy (see attached). Non-bargaining
unit personnel include the Director, Superintendent-Juvenile Detention Center, Supervisor-
Administrative Services, Supervisor-Adult Services, Supervisor-Juvenile Services, Supervisor-
Specialized Services, and Assistant Superintendents-Juvenile Detention Center.

Pursuant to County Board Resolution No. 2019-230 (see attached), a 3.1% across the board wage

increase for County FY2020 has been allocated to non-bargaining employees, effective January |,
2020.

In accordance with Chapter 9 of the Champaign County Personnel Policy, the Champaign
County Board annually determines the salary administration adjustments for non-bargaining
employees to be included in the ensuing fiscal year budget. Each year, Salary Administration
conducts a salary survey to review the mid-point valuation of jobs in Champaign County. In
addition, Salary Administration provides a recommendation to the Finance Committee of any
recommended mid-point changes pursuant to market to be implemented on the following January
1* for the ensuing fiscal year. On August 22, 2019, the County Board adopted Resolution No.
2019-230 (see attached), which provides for a 3.0% increase to the salary ranges for non-
bargaining employees, effective January 1, 2020. For additional details, please see the attached
Memorandum by County Executive Darlene Kloeppel dated August 13, 2019,



CHAPTER 9 - SALARY ADMINISTRATION GUIDELINES

S

9-1,1 Position Description - A written set of criteria regarding the essential duties and
responsibilities performed tn a position and the minimum knowledge, skills, abilities,
education, training and experience required to perform the job. Position descriptions
will be written and maintained by the Salary Administrator, in consultation with the
appropriate Department Heads.

9-1.2 Authorized Pgsition ~ A single job slot allocated to a County department autharized
by the Board as full time or part time. Part-time positions are stated as a percentage
of fuli-time, or average hours worked. All authorized positions shall be identified by a
specified County position description.

9-1.3 New Position Description - Creation of a new job and, therefore, a new position
description,

9-1.4 New Position - Creation of a new authorized position in a County department or
increase in an existing positlon based upon an existing or a new position description,
which has been documented by a position questionnaire and has been evaluated by
the Job Evaluation Committee,

9-1.5 Trangfer - The process of hiring or moving a current County employee from one
authorized position and position description to a new authorized position and/or
position description within the County personnel system.

9-1.6 Reglassjfication/Position Re-Evaluation - The process of deleting an existing
authorized position in a County department and creatlng a new authorizad position
based upaon an existing or new position description.

9-1.7 Midneint - The midpoint as a contral point, represents the dollar value that the
County is willing to pay an experienced employee for performing consistently
competent woark that fully meets all position requirements in a job of a given level of
difficulty and responsibility. It also reflects favorable competitive rates paid in the
employment market for experienced employees in simiiar jobs.

9-1.8 Maximum - The maximum salary Is the highest salary paid for a particular position,
The maxlmum is expressed as 120% of the midpoint,

9-1.9 Minimuim - The minimum salary Is beginning salary for a particular position. The
minimum is expressed as 80% of the midpoint.

9-1.10 Salary Administrator - A Department Head or employee who has been appolnted
by the Champaign County Board and whose responsibilities Include the
implementation of and compliance with the Salary Administration Guidelines.

9-1.11 Salarv Range - A salary range is established based on the midpoint, which
represents the doilar value the County is willlng to pay an experienced employee for
performing consistently competent work that fully meets all position requirements,
The salary range represents the normally expected variation in individual
performance. The salary minimum Is 80% of the midpoint, and the maximum is
120% of the midpoint. The range, from minimum to maximum is 150%, The
established salary range for the Attorney grade varies in that the range from
minimum to maximum is 172%, with the minimum established at 77.3% of the mid-
point; and the maximum established at 133% of the mid-point for this grade.
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9-1.12 Experienced - A candidate whose Knowledge, Skills, Abilities; and Education and
Experience substantially exceed the minimurm requirements as stated in the
appropriate position description.

9-1.13 Inexperianced - A candidate whose Knowledge, Skills, Abllities; and Education and

Experience meet the minimum requirements as stated in the appropriate position
description.

9-1.14 Non- Pay Practi us = Determination made by the State's
Attorney's Office, according to Fair Labor Standards Act (FLSA) Guidelines, of the
salary grid applicable to a position.

9-1.15 Job Content Evaluation Committee - A selected group of County employees who
have been trained In the Champaign County Salary Administration System. The
Committee, as convened by the Salary Administrator, meets to review existing or
proposed County position documentation and establish a job point evaluation to the
position. The Job Content Evaluation Committee will be comprised of the following
poasitions with Champaign County government:

a. County Administrator
b. Deputy County Administrator
c. Director of Probation/Court Services

d. Chief Deputy Sheriff
e. Chief Deputy Treasurer

{ Assistant County Engineer
g. Supervisor of Grounds Maintenance
h. Senlor Assistant State’s Attorney Labor & Personnel
9-1.16 Job Content Evaluation Points - The expression of a position's relative importance

to the County as it compares to the contribution made by all other positions. Jab
polnts are established by utilizing the Employers' Assoclatian of lllingis Plan. The four
areas of basic criteria used to determine the "total point value" are: Working
CondIttons, Effort, Knowledge/Skill and Responsibility.

9-2 SCHEDULE OF AUTHORIZED POSETIONS & SALARY GRID

9-2.1 The Schedule of Autharized Positions reflects the quantity and position title of all
permanant positions in every County Department as approved by the Champaign
County Board. Temporary positions are controlled solely by a Department’s line item
in their appropriated budget. The County Board's appropriations for salaries to
Department's budgets will anly be made to pasitions approved for the Schedule of
Authorized Positions. Ne full-time, part-time, or per diem employee may be pald
except through service in a position which is authorized to the Schedule of
Authorized Positions. Recommendation for additiens or deletions to the Schedule of
Authorized Positions will be made by committee approval initiated by the Finance
Committee for recommendation to the County Board. The Salary Administrator will
be responsible for maintaining the Schedule of Authorized Positions,

9-2.2 The Salary Grids reflect every position title in the County personnel system, with the
exception of positions represented by bargaining units, with a minimum, midpoint,
and maximum salary for each position. Per Diem emplaoyees are reflected in the
satary grids with a single daily per diem figure,

An employee's salary may be between the minimum and maximum, but may not
exceed the maximum,
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9-~3 HIRING
9-3.1

9-3.2

9-3.3

9-3.4

9-3.5

Beginning Salary ~ Unless otherwise authorized under these guidelines or
recommended by the Policy, Personnel, & Appointments Committee, a new or
promoted employee's beginning salary shall be paid at the minimum salary for an
approved authorized position,

Salary Administration - In order to assure consistent and uniform salary
administration program application and maintenance, the hiring Department Head
shall advise the Salary Administrator of all planned salary actions for new hires,
promotions, transfers, etc. Af the time of hire, an employee should be Informed of
the salary range of the posttion.

Prior to Offer of Emplovment at Salary Above Minimum - Prior to offering a
salary above the minimum to a candidate the Department Head shall verify that the
proposed starting salary meets the Salary Administration Guidelines and that
adequate appropriations exist in the Department's appropriate current or proposed
budget line Item, The hiring Department Head may confer with the Salary
Administrator regarding these issuas.

Beginning Salarv Above Minimum For Inexperienced Candidate - Normally, an
inexperienced candidate (a candidate whao meets the minimum Knowledge, Skills,
Abllities; and Education and Experience requirements as statad In the position
description) should be hired at the minimum salary far the position.

Howevaer, in order to meet market conditions or to offer a competitive salary

appropriately exceeding the current salary of a qualified candidate, the hiring
Department Head may offer a salary up to 90% of the position's salary range
midpoint, after following the provisions of 9-3.3.

Beginning Salary Above Minimum For Experienced Candidates - A candidate
with previous directly applicable work experience should be carefully evaluated.
Candidates with previous experlence acquired elsewhere should not normally be
considered of any greater value than comparable experience at Champaign County.
Starting salaries should reflect experience as It relates to the specific job and staffing
requirements for which the candldate is being considered,

a. In the case of an experienced candidate (a candidate who substantially
exceeds the minimum Knowledge, Skills, Abllities; and Education and
Experlence requirements as stated In the pasition description) a hiring
Department Head may offer a starting salary up to the position's salary range
midpoint, after following the provisions of 9-3.3,

b, Any request by a Department Head to hire an experienced candidate at a
salary exceeding the position's mldpoint will be referred by the Salary
Administrator to the Finance Committee for approval.

d. The Attorney grade positions are not subject to the requirements of 9-3,5 {a)
and {b), but shall be managed as follows: a candidate who has been licensed
to practice law for less than ten years may be hired at a salary batween the
minimum and mid-point based on the affected department head's
determination and current fiscal year budget limitations; and a candidate who
has been licensed to practice law for more than ten years may be hired at a
salary above the mid-point basad on the affected department head's
determination and current fiscal year budget limitations,
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9-3.6 Promation - A promotion exists when an employee Is proposed to be hired to an

open paosition or a re-evaluation of a current position has been accepted by the
Finance Committee where the job content has increased, resulting In placement at a
higher grade range in the salary grade scale,

a. The hiring Department Head shall confirm compliance with the Salary
Administration Guidelines, and budget requirements before premoting an

employee to a new position, Promotions include movement between positions
In ali County departments.

b. An employee receiving a promotton shall receive up to a 10% increase in
salary at the Department Head discretion or increase to the new salary range
minimum, whichever Is greater and which normally shall not exceed the new
position's salary range midpoint. If such adjustment places the employee's
salary above the midpeint, the $Salary Administrator will refer the request to
the Finance Committee for approval.

9-3.7 Transfer To a Lower Salary Range - Transfer to a lower salary range is defined as

a permanent change from a pasition in one salary range to a positlon where the job
is placed in a lower salary range, as expressed by job content evaluation polnts. An
employee will also be considered to have been reassigned when, as a result of
reevaluation, total job size results in placement in a lower salary range.

a, In such instances, the Department Head must follow the provisions of 9-3.3
and 9-3.4 or 9-3.5, as applicable; however, the current salary may not be
exceeded,

9-3.8 Lateral Transfer - A lateral transfer occurs when an employee moves to a new

position, which Is assigned to the same grade range as the amployee's previous
position.

a. An employee who makes a lateral transfer to a position in the same grade
range will not racelve a salary increase or decrease, and shall be credited with
years of experience in that grade/range.

9-3.9 Exceptional Situations - Although the Salary Administration Program Is deslgned

9-3.10

to be fexibie enough to accommodate most specific situations, there will be
occaslons that require techniques or solutions outside the established guidellnes. In
order to ensura internal consistency, however, sorme control must be maintained
over exceptional situations. Therefore, proposed salary administration actlons
deviating from established guidelines will be referred by the Salary Administrator to
the Policy, Personnel, and Appointments Committee for recommendation to the
finance Committee and County Beoard for final approval,

= For purposes of training and subject to
budgetary restraints, an authorized position may be filled by two County employees
for a period of no longer than two weeks prior to the last day worked by the

employee who is terminating employment or taking a Leave of Absence Without Pay
(LOA),

9-4 PROCEDURE

The effective planning and control of salary costs requires a systematic procedure which
Includes:

a.

Review and adjustment of the midpoint salary policy consistent with competitive and
economic conditions;
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b.
c
d.

Determination of funds requlred for policy implementation;
Distribution of allocated funds among departments;
Efficient control of fund utilization throughout the budget period,

No change or addition to the Schedule of Authorized Positions of a departmeant or Salary
Grid will be made except in accordance with the following procedures aor the Reduction in
Force procedure (Section 5-2).

9-4.1 Market Adjustments - Each year in March-April, Salary Administration will conduct

9-4.2

9-4.3

& salary survey to review the mid-point valuation of jobs in Champaign County. In
May, Salary Administration will provide a recommendation to the Finance Committee
of any recommended mid-point changes pursuant to market to be implemented on
the foliowing January 1st for the ensuing fiscal year.

= In June of each year, Salary Administration
will present to the Finance Committee the anticipated cost of Implementation of the
following compa-ratio schedule for non-bargaining employees (with the exception of
the Attorney Grade) to be implemented the following January 1st,

Y mpl f ~Ratio

80%
83%
86%
89%
92%
95%
98%
100%

SN U s RO

The compa-ratio schedule insures that each employee moves toward compensation
at the full market value of their position upon completion of seven years worked In
that positior or grade.

The Cempa-ratio schadule for the Attorney Grade Is established as follows:

Years Completed as of January 1% Compa-Ratio
77.31%
79.56%
81.86%
84.24%
86.68%
89.19%
91.78%
94.,44%
97.18%

0 100%

OO bW =

Merit Adjustments - In June of each year, Salary Administration will present to the
Finance Committee a recommendation for a percentage allowance for merit increases
to be awarded non-bargaining employees the following January 1st. Determination of
individual merit increases will be made by Department Heads based on employee
performance.

9-4.4 New Positions, Position Descriptions and Salary Ranges will be proposed by a

Department Head in most instances.
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9-4.5

a.

C.

The Department Head, after presenting the new proposed concept to the
Policy, Personnel, and Appointments Committee and receiving a
recommendation to proceed, should consult the Salary Administrator and
complete a Position Description Questionnaire for the proposed new position.

After receipt of the compieted gquestionnaire, the Salary Administrator will
convene the Job Content Evaluation Committee and a job point evaluation will
be made to determine the job size.

The Salary Administrator will consult the State's Attorney's Office in order ta

receive a determination of the exempt/non-exempt status of the proposed
position.

If necessary, the Salary Administrator wifl prepare a new position description.

The Salary Administrator will forward the Job Content Evaluation Commitiee
Report documenting the job point evaluation, proposed salsry range and
position descriptlon to the Policy, Personnel & Appointments Committee and
to the Department Head.

The Salary Administrator is responsible for presenting the report of the Job
Content Evaluation Committee to the Policy, Personnel, and Appointments
Committee, which shall determine whether the new pasition, position
classification and recommended salary range should be approved and make a
recommendation to the Finance Committee.

The Finance Committee shall review the new position, position classification,
and recommended salary range and recommend to the County Boeard final

approval of any New Position to be added to the Schedule of Authorized
Positlons.

Unless otherwise specified, the new position, will take effect iImmediately
upon appraval by the Board.

- ~ Reclassifications/Job Re-Evaiuations may

be requested of the Policy, Personnel, & Appointments Committee by a Department

Head.

a,

C.

The Department Head, after presenting the justification for position re-
evaluation review to the Policy, Personnel, & Appointments Committee and
receiving a recommendation to proceed, should contact the Salary
Administrator and receive a Position Description Questionnaire.

The questionnaire shouid be completed by the employee warking in the
position to be reclassified/re-evaluated.

After the receipt of completed questionnaires for all positions to be re-
evaluated for reclassification purpases, the Salary Administrator will convene
the Job Content Evaluation Committee, The Job Evaluation Committee wil)
evaluate all positions for which documentation has been recelved,

The results will be presented to the Policy, Personnel, & Appointments
Committee for approval.

After approval, the re-evaluations will be forwarded to the Finance Committee
for approval of the resulting change to the Schedule of Authorized Positions,
and then to the County Board for final approval.
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f. Unless otherwise specified, 2 Reclassification or Job Re-Evaluation shall take
effect on the first day of the fiscal year Immediately following approvat by the

Board.
9-4.6 Department Head Salary Adjustments - Except as provided by statute or

contract, are made as per the guidelines and rules of impiementation in compliance
with the annual salary administration recommendation for non-bargaining employees
adopted pursuant to Sections 9-4,1, 9-4,2 and 9-4.3 of this policy,

CHAPTER 10 - DRUG- AND ALCOHOL-FREE WORKPLACE
-1 DRUG- AND ALCOHOL-

Champatgn County is committed to programs that promote safety in the workplace,
employee heaith and weli-being and citizens’ confidence. Employee involvement with drugs
and alcohol can adversely affect job performance and employee morale, jeopardize
empioyee safety, and undermine cltizens’ confidence. The County’s goal, therefore, and the
purpose of this policy, is to establish and maintain a healthy and efficient workfarce free
from the effects of drug and alcohol abuse, Consistent with this goal and commitment, and
in response to the requirements of the Drug-Free Workplace Act (30 ILCS 580/1-11), the
Champaign County Board has developed this policy statement regarding the use, sale,
possession, and distributlon of controlled substances, including cannabis and alcohol, by its
employees, or on Its premises.

10-1.1 Use, Possession, Transportation, Sale, Distribution - The use, possession, sale,
transportation, or distribution of controlled substances, including cannabis or alcohol
by anyone while on Caunty property or on County business may be cause for
discharge. Controlled substances or alcohol shall be taken into custody, and the
appropriate law enfarcement agencies will be notified.

10-1.2 Over-The-Counter or Prescribed Medications -~ Employees who take over-the-
counter or prescribed medications are respansible for being aware of any effect the
medication may have on the performance of their duties and must promptly report to
their supervisors the use of medication likely to impair their ability to do their jobs.
An employee who fails to do so shall be subject to disciplinary action, up to and
including discharge. Moreover, employees who take over-the-counter or prescribed
medication contrary to doctor’s instructions may be subject to disciplinary action, up
to and including discharge.

10-1.3 Gounty Property Defined - For purpose of this palicy, the term "County property”
shall include all land, buildings, structures, parking lots, and means of transportation
owned by or leased to the County.

10-1.4 Employee Assistance Proaram - The County encourages any employee who feels
they may have a drug or alcohol problem to contact his or her immediate supervisor
or the Insurance Speciallst for assistance. The County will, at the employee’s
request, refer him or her fo the employee’s designated healthcare provider for
information or professional assistance, which will be at the employee’s expense over
and above any covered benefit amount. All communications will be strictly
confidential. Employees will not be subject to discipline for seeking such assistance
prior to detection. However, this will not thereafter excuse violatlons of this drug
and alcohol policy for which the employee is subject to discipline.
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RESOLUTION NO. 2019-230

RESOLUTION APPROVING FY2020 SALARY ADMINISTRATION and BENEFITS
CONTRIBUTION PLAN FOR NON-BARGAINING EMPLOYEES

WHEREAS, pursuant to Chapter 9 of the Champaign County Personnel Policy, the
Champaign County Board annually determines the salary administration adjustments for non-
bargaining employees to be included in the ensuing fiscal year budget; and

WHEREAS, the County Board determines on an annual basis the contribution to the
County's health insurance plan that will be made by the non-bargaining employees; and

WHEREAS, the County Executive has made the following recommendation for the
Salary Administration and Benefits Contribution Plan for the Non- Bargaining Employees,
excluding employees of the Regional Planning Commission, to be adopred for FY2020:

* A 3.25% across the board wage increase effective January 1, 2020; and

* A3%increase to the salary ranges for non-bargaining employees effecrive January I,
2020;

* Non-Bargaining Employees shall contribute 16% of the cost of the single plan premium
for health insurance in FY2020, and the County will contribute $75 per month to the
cost of dependent caverage, in addition to the contribution the County makes to the
single plan premium for those employees who erroll in dependent coverage for 2020;

WHEREAS, the Finance Commirtee of the Whole has forwarded, without
recommendation, the following Salary Administracion and Benefits Contribution Plan for Non-

Bargaining Employees, excluding employees of the Regional Planning Commission, to be
adopred for FY2020:

e A3.1% across the board wage increase effective January 1, 2020; and

A 3% Increase to the salary ranges for non-bargaining employees effective January 1,
2020;

* Non-Bargaining Employees shall contribure 15% of the cost of the single plan premium
for health insurance in FY2020, and the County will contribute $75 per month to the
cost of dependent coverage, in addirion to the contribution the County makes to the
single plan premium for those employees who enroll in dependent coverage for 2020;

NOW, THEREFORE, BE IT RESOLVED by the County Board of Champaign County
that the following Salary Administration and Benefits Contribution Plan for the Non-Bargaining

Employees, excluding employees of the Regional Planning Commission shall be adapted for
FY2020:

*  A3.1% across the board wage increase effective January 1, 2020; and

* A3%increase to the salary ranges for non-bargaining employees effective January |,
2020;

* Non-Bargaining Employees shall contribute 15% of the cost of the single plan premium
for health insurance in FY2020, and the County will contribute $75 per month to che
cost of dependent coverage, in addition to the contribution the County makes to the
single plan premium for those employees who enroll in dependent coverage for 2020;
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Resolution No. 2018-180 Page20of2

PRESENTED, ADOPTED, APPROVED, by the County Board this ___day of August A.D.

2019.
Giraldo Rosales, Chair
Champaign County Board
Recorded ;
& Artest: Approved:
Aaron Ammons, County Clerk Darlene A. Kioeppel, County Executive
and ex-officio Clerk of the Date:
Champaign County Board
Date:
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4 ’“"‘"“\ OFFICE OF THE CHAMPAIGN COUNTY EXECUTIVE
- h 1! )! 1776 East Washington Street, Urbana, [llinois 61802-4581

Darlene A. Kloeppel, County Executive

i RANDU

TO: County Board Members

FROM: Darlene Kloeppel, County Executive

DATE: August13,2019

RE; County Executive Recommendation for Non-bargaining Unit Employee 2020 Salary
Increases and Health Insurance Contributions .

Attached is the proposed recommendation from the County Executive for non-bargaining unit
employee 2020 salary increases and health insurance contributions (Labeled #1). This
recommendation is made after consideration of the complexities of the county’s diverse
workforce and anticipated projections for impacts on the county’s budget both short- and long-
term.

At the request of some County Board members, [ have also prepared an option (Labeled #2) that
incorporates a calculation to reduce the employee contribution to health care premiums from

16% to 15% with a commensurate reduction in the wage increase trom 3.25% to 3.1%. This
option would be cost-neutral with Option #1 for fiscal year 2020.

{Z17) 383776 WIWW.CO CHAMPAIGNILUS {217)384-2096 FAX
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Salary Range Worksheet

County Fiscal Year 2020 Salary Ranges

Table 1 Department: Champaign County
o
53 3 Position Annual Salary Range(s) Union Position o of 505 of
S e Class/Grade (¢.0.. AFSCME, FOP, ete.) Range R
Minimum | Midpoint | Maximum g m
Director M $74,178 $92,703 $111,248 No 50% $111,267
Superintendent K $58,305 $72,891 $87.458 No 50% $87.458
Supervisor-
Administrative K $58,305 $72,891 $87,458 No 50% $87.,458
Services
Assistant J $51,870 | $64,838 | $77,805 No 50% | $77,805
Superintendent
Supervisor-Adult J $51,870 | $64,838 | $77,805 No 50% | $77,805
Services
SEL IS J $51,870 | $64,838 | $77,805 No 50% | $77,805
Juvenile Services
Supervisor-
Specialized ] $51,870 $64,838 $77,805 No 50% $77,805
Services
Senior Court $38,805 | $48,506 | $58,208 FOP 50% | $58,208
Services Officer
Court Services ;
Officer-IDC $38,727 $48,409 $58,091 FOP 50% $58,001
Court Services
Officer- $34,652 543,314 $£51,977 FOP 50% $51,977
Supervision
County Fiscal Year 2020 Salary Ranges Recognized by the
Table 2 AQIC
o 2 Position L Recognized | Recognized | Lowest % Range

pea e Class/Grade Yini e Midpoint | Maximum | Submitted by Dept.
Director M $74,178 392,713 $111,248 50%
Superintendent K $58,305 $72,874 $87,442 50%
Supervisor-
Administrative K £58,305 $72,874 $87,442 50%
Services
Assistant J $51,870 | $64,831 | $77,791 50%
Superintendent
Supervisor-Adult ) $51,870 | $64,831 | $77,791 50%
Services
Supervisor- I $51,870 | $64,831 | $77,791 50%
Juvenile Services
Supervisor-
Specialized J $51,870 $64,831 $77,791 50%
Services
Senior Court $38,805 | $48,501 | $58,197 50%
Services Officer
Court Services ¥
Officer-JDC $38,727 $48,404 $58,080 50%
Court Services
Officer- $34,652 $43,310 $51,968 50%

Supervision
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AGREEMENT

This Agreement is entered into by and between the Chief Judge of the Sixth Judicial
Circuit (hereinafter referred to as the "Employer”) and the Illinois Fraternal Order of Police
Labor Council on behalf of the Adult and Juvenile Probation Officers working in Champaign
County (hereinafter referred to as the "Council").

EREAMBLE

WHEREAS, it is the intent and purpose of the parties hereto to set forth the agreement
between them for the term hereof concerning rates of pay, wages, hours of employment and
other working conditions to be observed by them and the employees covered hereby and to
establish an equitable and peaceful procedure for the resolution of differences; and

WHEREAS, the parties recognize the constitutional, statutory, and inherent powers of the
Judicial Branch of government and agree that no provision of this Agreement may be interpreted
or enforced in such a manner as to interfere with the constitutional, statutory, and inherent
powers of the Judicial Branch; and

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

WHEREAS, the parties recognize the vital and necessary role of the employees in
carrying out the day-to-day work of the judicial system; and

WHEREAS, the parties recognize that the users of the court's services demand and have a
constitutional right to the prompt and efficient adjudication of complaints and disputes, and insist
upon the fullest protection of common law, statutory, civil, and constitutional rights; and

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

ARTICLEI - RECOGNITION

The Employer recognizes the Council as the sole and exclusive bargaining representative
in all matters concerning and pertaining to wages, hours of work, and other terms and conditions
of employment for employees in the positions described below as certified by the Illinois State
Labor Relations Board, #S-RC-97-90,

Included: All Adult and Juvenile Court Services Officers, including Senior Court
Services Officers, working within Champaign County.

Excluded: Director of Court Services, Assistant Director of Court Services, all
Supervisors and the Chief Administrative Probation Officer, all managerial, confidential and



other employees of the Employer, and other employees excluded under the Illinois Public Labor
Relations Act.

ARTICLE 1 - MANAGEMENT'S RIGHTS

Except as expressly amended, changed or modified by a provision of this Agreement,
subject to the general administrative and supervisory authority of the lllinois Supreme Court, the
Chief Judge retains traditional and constitutional rights to operate the Judiciary. The Chief Judge
retains the respective rights as Employer enumerated below and as modified by the Illinois
Public Labor Relations Act. Such management rights include, but are not limited to, the
following:
(a) toplan, direct, control, and determine all operations and services of the Judiciary;
(b) to establish the qualifications for employment and to employ employees;
(c)  toestablish reasonable work rules and work schedules and assign such;

(d) to hire, promote, transfer, schedule, and assign employees in positions and to create,
combine, modify, and eliminate positions within the Judiciary;

(e) to suspend, demote, discharge, and {o take other disciplinary action against employees for
just cause (with the exception of probationary employees, who may be discharged
without cause);

(f) to establish reasonable work and productivity standards and, from time-to-time, amend
such standards;

(g) tolay off employees due to lack of work or funds or for other legitimate reasons;
(h)  to assign overtime;

(i) to contract out for goods and services;

(j)  to maintain efficiency of operations and services of the Judiciary;

(k) todetermine the methods, means, organization, and number of personnel by which such
operations and services shall be provided;

(1) to maintain efficiency of the Employer's operations;
(m) to take whatever action is necessary to compiy with State and Federal law;

(n)  to secure equipment and facilities for the improvement of the operation;



(0) to determine the kinds and amounts of services to be performed and the number and kind
of classifications to perform such services;

(p)  to determine the methods, means and personnel by which operations are to be conducted
to include minimum staffing requirements by program, unit, and division;

(qQ) to establish standards for equipment, dress and grooming;

(r)  to determine the standards of professionalism required of the employees, and, from time-
to-time, to change those standards;

(s) to make changes, whenever necessary, to policies and procedures;
(t)  toadminister and interpret policies considering changing circumstances and situations;

(u)  The Employer and the Council for the term of this Agreement each voluntarily waives the
rights and each agrees that the other shall not be obligated to bargain over any subject
that is covered in this Agreement, however, this waiver shall not apply to the impact of
the exercise of management rights reserved to the Employer nor to subjects not provided
for in this Agreement.

ARTICLEIIL - DUFS DEDUCTION AND FAIR SHARE

Section 3.1. Dues Deduction

Upon receipt of a written and signed authorization form from an employee (attached as
Appendix B), the Employer shall deduct the amount of the Council dues and the initiation fee, if
any, set forth in such form and any authorized increase therein, from the wages of the employee
and shall remit such deductions monthly to the [llinois Fraternal Order of Police Labor Council
at the address designated by the Council in accordance with the laws of the State of Illinois,
within thirty (30) days after the deductions have been made. The Council shall advise the
Employer of any increase in dues, in writing, at least fifteen (15) days prior to its effective date.

Section 3.2. Fair Share

Any present employee who is not a member of the Council shall, as a condition of
employment, be required to pay a fair share (not to exceed the amount of Council dues) of the
cost of the collective bargaining process, contract administration in pursuing matters affecting
wages, hours of work, and other conditions of employment, but not to exceed the amount of dues
uniformly required of members. All employees in the bargaining unit hired on or after the
effective date of this Agreement and who have not made application for membership, on or after
the thirtieth (30th) day of their hire, will also be required to pay a fair share as defined above.

The Employer, with respect to any employee in whose behalf the Employer has not
received a written authorization as provided for above, shall deduct from the wages of the
employee, the fair share financial obligation, including any retroactive amount due and owing,



and shall forward said amount to the Council on the tenth (10th day of the month
following the
month in which the deduction is made, subject only to the following;

a. the Council has certified to the Employer that the affected employee has been
delinquent in his or her obligations for at least thirty (30) days;

b. the Council has certified to the Employer that the affected employee has been
notified in writing of the obligation and the requirement for each provision of this
Atrticle, and that the employee has been advised by the Council of the manner in
which the Council has calculated their fair share fee;

c. the Council has certified to the Employer that the affected employee has been
given a reasonable opportunity to prepare and submit any objections to the
payment and has been afforded an opportunity to have the said objections
adjudicated before an impartial arbitrator assigned by the employee and the
Council for the purpose of determining and resolving any objections the employee
may have to the fair share fee.

Section 3.3. Membership List

The Employer shall request that the appropriate County official forward to the Illinois
Fraternal Order of Police Labor Council a list to include the names of each employee that has
paid dues or is paying a fair share obligation. The list shall include the names of each employee
that has paid the dues as well as those employees, if any, that are paying a fair share obligation.

Section 3.4. Indemnification

The Council hereby indemnifies and agrees to hold the Employer harmless against any
and all claims, demands, suits or other forms of liability that may arise out of, or by reason of,
any action taken by the Employer for the purpose of complying with the provisions of this
Article.

ARTICLETV - DISCIPLINE

Sectior 4.1. Definition

The parties recognize the principle of progressive and corrective discipline for non-
probationary employees. The right of the Employer to discipline for just cause is recognized by
the Council. Disciplinary action may include, but is not limited to, the following:

(a)  Oral Reprimand: For what may be considered a minor infraction of the rules,
supervisors may counsel the employee and make every effort to determine and resolve
the issues(s) which led to the oral reprimand. It may be issued for minor infractions (i.e.,
being late for work, substandard job performance, etc.). The oral reprimand will not
normally be placed in the employee’s personnel file. Instead, the supervisor will create an
"employee action log" {maintained by the Director, or the

Superintendent, Supervisors, and Chief Administrative Officer) where the supervisor is to



note the issuance of the oral reprimand. The original oral reprimand is to be attached to
the employee action log. Although not normally past of the personnel file, reference to (or
copies) of previously issued oral reprimands if less than tweltve (12) months old may be
noted in written reprimands, suspension notices or final written reprimands which are
subject to filing in the personnel file. Oral reprimands are not subject to the grievance
procedures,

(b)  Written Reprimand: An employee may be issued a formal written reprimand for
a violation of a departmental policy, county policy or the Code of Professional Conduct
for Probation/Court Services, Sixth Judicial Circuit. The violation may be moderate in
nature, in the judgment of the supervisory personnel issuing the reprimand (i.e., failure to
respond to a previously issued oral reprimand or arguing with another member of the
department in view of the public, etc.).

(c)  Suspension: An employee may be suspended for a violation of departmental
policy, county policy or the Code of Professional Conduct for Probation/ Court Services,
Sixth Judicial Circuit. The violation may be of moderate to serious in nature, in the
judgment of the supervisory personnel issuing the suspension (e.g., failure to respond to
previously issued written reprimands, unsatisfactory work performance, etc.). Dependent
upon the seriousness of the violation, the employee may be suspended (without pay) for
up to seventy-five (75) hours,

(d)  Final Reprimand: A final reprimand may only be issued by the Director. It may
be issued for a single incident of misconduct or failure to respond to previously issued
oral or written reprimand(s). In conjunction with the final reprimand, the employee may
be suspended (without pay) for up to 225.0 houss. Following the suspension, the
employee will be subject to a 90-day evaluation process. During the evaluation process,
the employee is to be advised that he/she could be terminated even for a single further
infraction of the rules and regulations of the department, county policy or violation of the
Code of Professional Conduct for Probation/Court Services, Sixth Judicial Circuit.
During the 90-day assessment period, the employee will meet with his/her immediate
supervisor on a daily basis, and the progress of the employee is to be assessed and
documented. The additional attention afforded the employee is necessary in an attempt to
assist the employee in improving and sustaining job performance. If the employee does
not improve and sustain performance, at the expiration of the 90-day assessment period,
his/her employment with the department will be terminated.

(¢)  Discharge of an Employee: An employee can be terminated at any time, without
regard to the aforementioned steps. Action can be done so if an employee is involved in
an act, or fails to act, and in the Director's judgment, the employee's presence would be
contrary to the best interest of the department or any of its employees. Also, the Director
or supervisors do not necessarily have to follow the progressive discipline process, in the
order as presented.

The agreement to use progressive and corrective disciplinary action does not prohibit the
Employer in any case from imposing discipline which is commensurate with the severity of the



offense. The Employer and the Council, with the agreement of the employee, may agree to the
use of a modified form of discipline. Such modified discipline shall not be precedent setting and
shall not be subject to the grievance procedure. Written reprimands, final written reprimands,
notifications of suspension and final written notices are forms of formal discipline and will be
placed permanently in the employee's personnel file.

Section 4.2. Just Cause

Disciplinary action may be imposed upon an employee only for just cause. When an
employee violates a departmental policy, county policy or the Code of Professional Conduct for
Probation/Court Services, Sixth Judicial Circuit or otherwise performs or attend to the obligation
of the job in an unacceptable fashion, the employee will be subject to discipline. Discipline shall
be imposed as soon as practicable after the Employer is aware of the event or action giving rise
to the discipline and has a reasonable period of time to investigate the matter.

Section 4.3. Pre-Disciplinary Meeting

For discipline other than oral or written reprimands, a pre-disciplinary meeting will be
held between the Employer and the employee. The employee will be advised in writing as to the
date and time of the meeting by his/her immediate supervisor, or another supervisor. The
meeting is to be held within five (5) working days of said notice. The employee may elect to
notify the Council of the meeting. At the pre-disciplinary meeting, the employee shall have the
right to be represented by the Council at the meeting and the employee and the Council
representative shall be given the opportunity to rebut or clarify the reasons for such discipline.
The employee will be advised as to the reason for the contemplated disciplinary action and be
provided with the names of witnesses and copies of documents relating to proposed disciplinary
action. If the employee does not request Council representation, a Council representative shall
nevertheless be entitled to be present as a non-active participant at any and all such meetings,
unless such presence is objected to by the employee. Pre-disciplinary meetings shall be
conducted during an employee's normal hours of work, unless the employee, the Council and the
Employer mutually agree otherwise.

ARTICLE V - NO STRIKE OR LOCKOUT

Section 5.1. No Strike/No Lockout Commitment

Neither the Council nor any employee will call, initiate, authorize, participate in,
sanction, encourage, or ratify any work stoppage or the concerted interference with the full,
faithful and proper performance of the duties of employment with the Employer during the term
of this Agreement. No employee shall refuse to cross any picket line, by whoever established,
during the term of this Agreement.

Section 5.2. Resumption of Operations

In the event of action prohibited by Section 1 above, the Council immediately shall
disavow such action and request the employees to return to work, and shall use its best efforts to
achieve & prompt resumption of normal operations. The Council, including its officials and
agents, shall not be liable for any damages, direct or indirect, upon complying with the
requirements of this Section.



Section 5.3. Council Liability

Upon failure of the Council to comply with the provisions of Section 2 above, any agent
or official of the Council who is an employee covered by this Agreement may be subject to the
provisions of Section 4 below.

Section 5.4. Discipline of Strikers

Any employee who violates the provisions of Section 1 of this Article shall be subject to
immediate discharge. Any action taken by the Employer against any employee who participates
in action prohibited by Section ] above, shall not be considered as a violation of this Agreement
and shall not be subject to the provisions of the grievance procedure, except that the issue of
whether an employee, in fact, participated in a prohibited action shail be subject to the grievance
and arbitration procedure.

Section 5.5. No Lockout
The Employer agrees that it will not lock out employees during the term of this
Agreement,

Section 5.6. Employer's Judicial Remedies
Nothing contained herein shall preclude the Employer from obtaining judicial restraint
and damages in the event of a violation of this Article.

ARTICLE VI - DISPUTE RESOLUTION AND GRIEVANCE PROCEDURE

Section 6.1. Definition of a Grievance

A grievance is defined as any unresolved difference of opinion between the Employer
and any employee covered by this Agreement regarding the meaning of this Agreement as
applied.

Section 6.2. Dispute Resolution

In the interest of resolving disputes at the earliest possible time, it is agreed that an
attempt to resolve a dispute shall be made between the empioyee and his or her immediate
supervisor. The employee shall make his or her complaint to his or her immediate supervisor
within ten (10) working days of the date on which the employee knew or reasonably should have
known of the event-giving rise to the complaint. The supervisor will notify the employee of the
decision within ten (10) working days following the day when the complaint was made.
Settlements or withdrawals at this step shall not constitute a precedent in the handling of other
grievances, In the event of a complaint, employees shall first complete their assigned work tasks,
and grieve later, unless it is reasonably believed that the assignment will endanger their safety.

Section 6.3. Representation

Gricvances may be processed by the Council on behalf of an employee or on behalf of a
group of employees. The Council may have the grievant or one grievant representing group
grievances present at any step of the grievance procedure, and the employee is entitled to
Council representation at each and every step of the grievance procedure upon the employee's



request. Grievances may be filed on behalf of two or more employees only if the same facts,
issues, and requested remedy apply to all employees in the group.

Section 6.4. Subject Matter/Settlement

Only one subject matter shall be covered in any one grievance; oral reprimands shall not
be subject to the grievance procedure. A grievance shall contain a statement of the grievant's
position, the Article and Section of the Agreement allegedly violated, the date of the alleged
violation, the relief sought, and the signature of the grieving employee(s) and the date. When the
grievance is settled, the settlement shall be reduced to writing and signed by the Employer or
his/her designees, the Council, and the grievant. Absent Council approval, no grievance may be
settled with an individual grievant where the terms of that settlement are in violation of the terms
of this Agreement.

Section 6.5. Time Limitation

Grievances may be withdrawn, settled, or granted at any step of the grievance procedure
without precedent. Grievances not appealed within the designated time limits will be treated as
withdrawn grievances. The Employer’s failure to respond within the time Jimits shall not find in
favor of the grievant, but shall automatically advance the grievance to the next step, Time limits
may be extended or waived by mutual agreement.

Section 6.6. Grievance Processing

No employee or Council representative shall leave their work assignment to investigate,
file or process grievances without first making mutual arrangements with the supervisor. In the
event of a grievance, the employee shall always perform his or her assigned work tasks and
submit the grievance later, unless the employee reasonably believes that the assignment
endangers his or her safety.

Section 6.7, Grievance Meetings

A maximum of two (2) employees shall be excused from work with pay to pasticipate in
a Step 1 or Step 2 grievance meeting. The employee(s) shall only be excused for the amount of
time reasonably required to present the grievance. The employee(s) shall not be paid for any time
during which a grievance meeting occurs outside of the employee's work hours.

Section 6.8, Steps in Procedure

Disputes arising under this Agreement shall be resolved as outlined. In the event that an
otherwise timely and appropriate grievance is filed at the wrong step or if a step is skipped, the
employer may demand that the grievance be referred back to the appropriate step.

Notwithstanding the above, the parties may agree to begin the grievance process at a step
other than Step 1 or to advance a grievance to a higher step.

If no agreement is reached between the employee and the supervisor, as provided for in
Section 6.2 Dispute Resolution, the grievant or the Council shall prepare a written grievance on a
form mutually agreed to (attached as Appendix C) and present it to the Superintendent of the
Juvenile Detention Center (or the designee of the Director of Court Services) no later than ten



(10) working days after the employee was notified of the decision of the supervisor. In no case
shall the grievance be submitted in writing later than ten (10) working days from the date on
which the employee knew or reasonably should have known of the occurrence giving rise to the
grievance, Within ten (10) working days after the grievance has been submitted, the
Superintendent of the Juvenile Detention Center shall meet with the grievant and the Council
representative to discuss the grievance and make a good faith attempt to resolve the grievance.
The Superintendent of the Juvenile Detention Center shall respond in writing to the grievant
within ten (10) working days following the meeting.

If the grievance is not settled at Step 1, the grievance may be referred in writing within
ten (10) working days after the decision of the Superintendent of the Juvenile Detention Center
(or the designee of the Director of Court Services) to the Director of Court Services. Within ten
(10) working days after the grievance has been filed, the Director of Court Services shall meet
with the Council and the grievant to discuss the grievance and make a good faith effort to resolve
the grievance. The Director of Court Services shall respond in writing to the grievant within ten
working days following the meeting.

If the grievance is not settled at Step 2, the grievance may be referred in writing within
ten (10) working days after the decision of the Director of Court Services to the Presiding Judge
of Champaign County, or his or her designee. Within twenty (20} working days after the
grievance has been filed, the Presiding Judge and/or his/her designee shall meet with the Council
and the grievant to discuss the grievance and make a good faith effort to resolve the grievance.
The Presiding Judge or his/her designee shall respond in writing to the grievant within ten (10)
working days following the meeting.

If the dispute is not settled at Step 3, the matter may be submitted to arbitration by the
Council, with notification to the Employer, within ten (10) working days after the Step 3
response or the expiration of the ten (10) day period if the Presiding Judge of Champaign
County, or his or her designee, fails to render a written decision. Within twenty (20) working
days after the matter has been submitted to arbitration, the Council and Employer shall jointly
request the Federal Mediation and Conciliation Service (FMCS) to forward a list of recognized
arbitrators. Upon receipt of such list, each party shall alternately strike 2 name from the list, until
there is one name remaining. The remaining individual shall be the arbitrator. The order of
striking names shall be determined by a coin toss. Either party reserves the right to reject one
panel of arbitrators.

Both parties agree to make a good faith attempt to arrive at a joint statement of facts and
issues to be submitted to the arbitrator.

The Employer and Council shall have the right to request the arbitrator to require the
presence of witnesses and/or documents. Each party shall bear the expenses of its witnesses.



Once a determination is made that the matter is arbitrable or if such preliminary
determination cannot be reasonably made, the arbitrator shall then proceed to determine the
merits of the dispute.

The expenses and fees of arbitration and the cost of the hearing room shall be shared
equally by the parties. Costs of arbitration shall include the arbitrator's fees and room cost.

The decision and award of the arbitrator shall be final and binding on the Employer, the
Council and the employee(s) involved. The arbitrator shall have no power to amend, modify,
nullify, ignore, add to, or subtract from, the provisions of the Agreement.

ARTICLE VII - NON-DISCRIMINATION

Section 7.1. Prohibition Against Discrimination

The Employer and Union shall not discriminate against any employee covered by this
Agreement in a manner which would violate any applicable laws. The Employer will continue to
provide equal opportunity for all employees, and develop and apply equal employment practices.

Section 7.2. Union Membership

Neither the Employer nor the Union shall interfere with the right of employees covered
by this Agreement to become or not become members of the Union, and there shall be no
discrimination against any such employees because of Union membership or non-membership or
the exercise of their lawful rights.

Section 7.3. Violations

Violations of Section 7.1 and 7.2 shall not be subject to the grievance and arbitration
provisions of this Agreement. Violations of Section 7.1 and 7.2 must be pursued through the
appropriate State or Federal agencies.

ARTICLE VIII - LABOR MANAGEMENT CONFERENCES

Section 8.1.
Representatives of the Employer and of the Council may meet from time-to-time on a
reasonable basis.

It is understood that the above-referenced meetings are consensual. Nothing herein shall
obligate the parties to such matters nor shall it inhibit the parties from meeting on a less formal
basis, should circumstances allow.

Section 8.2,

It is expressly understood and agreed that such meetings shall be exclusive of the
grievance procedure, Grievances being processed under the grievance procedure may be
discussed at labor-management conferences. However, any such discussion of a pending
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grievance shall be non-binding on either party and solely for the purpose of exploring
alternatives to settle such grievances. Such grievance discussion shall only be held by mutual
agreement of the Employer and the Council.

Section 8.3.

When absence from work is required to attend labor-management conferences, Council
members shall, before leaving their work station, give reasonable notice to and receive approval
from their supervisor in order to remain in pay status. Supervisors shall not arbitrarily withhold
approval of the absence. Council members attending such conferences shall be limited to two (2)
on-duty employees. Travel expenses associated with any labor-management conferences shall be
the responsibility of the employee.

ARTICLEIX - LAYOFF AND RECALL

Section. 9.1, Layoff

The Employer in its discretion shall determine whether layoffs are necessary. Although
not limited to the following, layoffs shall ordinarily be for lack of work and/or lack of funds, If it
is determined that layoffs are necessary, employees will be laid off in the following order:

(a)  Probationary employees;

(b) In the event of further reductions in force, employees will be laid off in accordance with
their seniority within Court Services.

Section 9.2, Recall

Subject to DOC regulations, employees shall be recalled from layoff according to Court
Services seniority. No new employees shall be hired until all employees on layoff desiring to
return to work have been given the opportunity to return to work. Recall rights under this
provision shall terminate eighteen (18) months after layoff. In the event of recall, eligible
employees shall receive notice of recall by certified mail, retun receipt requested. It is the
responsibility of all employees eligible for recall to notify the Director of Champaign County
Probation and Court Services, or his assignee, concerning any change of address during the recall
term. Upon receipt of the notice of recall, eligible individuals shall have five (5) working days to
notify the Director of Champaign County Probation and Court Services of their acceptance to
recall. If the former employee fails to respond within five (5) working days upon receipt of said
notice, or if the individual declines the opportunity for the assigned position, the next eligible
former employee will be contacted. Any employee eligible for recall may request that his/her
name be deleted from the list of individuals eligible for recall. If this should occur, the
individual's name will be deleted and the rank on the seniority recall list adjusted accordingly.
The employee failing to respond to a recall notice, or who can't report to work within fifteen (15)
working days following receipt of recall notice, or elects not to accept the position offered will
be moved to the bottom of the recall seniority list. Upon receiving the notice of recall, employees
shall have five (5) working days to notify the Director of Court Services or the Director's
designee of their acceptance of the recall. The employee shall have ten (10) working days



thereafter to report to duty, or less time if mutually agreed upon by the employee and the
Employer.

In any situation where a position is eliminated, either due to lack of funding or cut-backs
by the Administrative Office of the Illinois Courts, or by reduction of work force and/or lack of
funding as mandated by the Champaign County Board, the employee with the least amount of
seniority in the Department will be the first to be laid off in order to avoid a system flush.
Employees whose positions have been eliminated shall be afforded the opportunity to replace the
laid off individual and perform that individual's job duties. If the displaced employee elects to
take the opening of the least senior employee in the Department, pay will be at the filled
position's rate of pay (with corresponding years of service).

In the event of suspension of an entire specialized program or unit in the Department, the
Employer reserves the right to reassign supervisory personnel.

ARTICLE X- IMPASSE PROCEDUIRE

The parties agree that nothing contained in this Agreement, or in the negotiations that
preceded, waived or prejudiced either party's position relative to the applicability of 5 ILCS
315/14 to this bargaining unit.

ARTICLE X] - EMPLOYFE SECURITY AND PERSONNEL FILES

Section 11.1, Personnel File Inspection
Upon request of an employee, the Employer shall reasonably permit an employee to
inspect his personnel file subject to the following:

a. Such inspection need not occur immediately following receipt of the request, and
upon Employer directive, inspection may take place in the presence of a
representative of the Employer;

b. The employee shall not be permitted to remove any part of the personnel file from
the premises but may obtain copies of any information contained therein upon
payment for the cost of copying (cost of copies shall be determined by using the
current copying rate as established by the Champaign County Circuit Clerk's
Office as rates apply to copying charges to the public);

c. Such inspection shall occur during the hours from 8:00 a.m. to 4:30 p.m. Monday
through Friday, excluding all holidays, upon reasonable request;

d. Upon written authorization by the requesting employee, in cases where such
employee has a written grievance pending, and is inspecting his file with respect
to such grievance, that employee may have a representative of the Council present
during such inspection and/or may designate in such written authorization that
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said representative may inspect his personnel file subject to the procedures
contained in this Article;

e Pre-employment information, such as reference reports, credit checks or
information provided to the Employer with a specific request that it remain
confidential, shall not be made part of the personnel file. In addition,
psychological tests, reports and evaluations, which are the sole property of the
Employer, shall be confidential and shall not be released to the employee for
examination or copying.

Section 11.2. Notification and Reply

Employees shall be given formal notice by the Employer when a written reprimand or
other disciplinary documentation is permanently placed in their personnel file. Such notice shall
be given within five (5) working days of permanent placement. A copy of the written waming or
disciplinary documentation shall be delivered to the employee, at which time the employee may
prepare a written reply to the written reprimand or disciplinary documentation. The written reply
shall be permanently attached to the written warning or other disciplinary documentation prior to
placement in the personnel file. Upon receipt of such copy, the employee shall acknowledge such
receipt by initialing and dating the original.

Section 11.3. Removal from file

Upon receipt of a written request from the employee to the Director, writien reprimands
shall be removed from their personnel file after three (3) years; unless there has been other
similar disciplinary action within that time period.

ARTICLE XII - HOURS AND OVERTIME

Section 12.1. Work Day and Work Week

The normal work day for Probation Officers shall be seven and one half (7-1/2)
consecutive actual hours worked broken by a one (1) hour enpaid lunch break. The normal work
week for Probation Officers shall be defined as thirty-seven and one half (37-1/2) hours in the
seven-day work period from Sunday through Saturday. The work week shall be further defined
as five (5) consecutive work days followed by two (2) consecutive days off. The pay period will
consist of the two-week period, or 75-hour work period as designated by the County Auditor and
so noted on each pay stub.

Pursuant to the Side Letter of Agreement, dated December 3, 2002, the following defines
the current work day, scheduling arrangement, use of benefit time, bid provisions, employee
assignment, evaluation period, and amendment procedure for officers at the Juvenile Detention
Center: Juvenile Detention Officers shall work 75 hours in a fourteen-day work pay period as
defined by the Champaign County Auditor. The 75 hour work pay period shall be noted by the
County Auditor and reported on the employee's pay stub. Juvenile Detention Officers shall be
provided a one (1)} hour meal break within the premises. The provisions of Article XII, Section 3
(Break Periods and Lunch Breaks) remain in effect. There is no change in the method of

13



charging for benefit time. Employees will be charged for actual time used. Employees shall bid
for duty schedule/shifts based on seniority. Bid forms shall be posted for a minimurn of ten (10)
working days. Management reserves the right to assign employees to the teams within a duty
schedule in order to ensure proper coverage and break-up of experience levels. Management
reserves the right to return the duty schedule (as defined in original contract as: thirty-seven and
one-half (37 /4) hours in the seven day work period from Sunday through Saturday. The work
week shall be further defined as 5 consecutive workdays followed by 2 consecutive days off.) If
in their opinion the programming suffers or staffing levels decline, amendments may occur at
any time through an agreement between the FOP and Management. Amendments could include,
but are not limited to, changes in starting/ending times, changes in gender assignments for
certain shifts or changes in standard shift days. While management maintains the absolute right
to establish staff hours and requirements, the Union may propose a schedule different from the
standard or current schedule of 5 days on and 2 off at any time. If a schedule change is agreeable
to management, an approval vote by all affected officers shall take place prior to the enactment
of a non-standard work day or work week. A Letter of Agreement signed by Labor and
Management would document a change in the work week. The pay period will consist of the
two-week period, or 75-hour work period as designated by the County Auditor and so noted on
each pay stub.

Section 12.2, Compensatory Time

Compensatory time shall be defined as actual work performed in excess of the seventy-
five (75) hours referenced abave. All hours in a pay status, except for inactive hours in
connection with on-call, shall be credited toward the seventy-five (75) hours referenced in this
Article. No compensatory time shall be performed without the express consent of a supervisor, If
the employee is required to work beyond their regular 75 hours in a two-week period, they shall
receive compensatory time at the rate of 1.0 hours for each hour worked up to 80 hours and 1.5
hours for each hour worked thereafter. Compensatory time shall be taken at a mutually agreeable
time within six (6) months of the time it is earned. If not so taken, the Employer will assign time
off following passage of the six (6) month period.

Section 12.3. Break Periods and Lunch Breaks

Reasonable breaks will be allowed not to exceed a total of 3¢ minutes per work shift and
may not be used to change an employee's starting or quitting times. When circumstances prevent
an employee from taking a meal break, the employee is to contact his/her supervisor who will
arrange for their meal break.

If an employee is called back to work for emergency purposes during his lunch period, he
shall be compensated for time worked at the applicable rate, unless the remainder of his lunch
period is taken later in the work shift.

Section 12.4. Court Time

An employee required to testify or appear for court or other lawfully impaneled body for
Court Services Department related business during hours other than their regularly scheduled
shift, shall receive compensation for a minimum of two (2) hours or the actual time worked,
whichever is greater. This two (2) hour minimum will not be included if the court appearance is
inside the two (2) hour time of the start or end of the employee's work shift.
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Section 12.5. Call-out

An employee who must leave his home because he is called out to work by a supervisor
or by another law enforcement agency during an off-duty period shall receive the greater of three
(3) hours compensatory time or compensatory time equal to 1.5 times the actual hours worked.

Section 12,6, Hold Over

Hold over is defined as official assignment of work which continuously precedes or
follows an officer's regularly scheduled working hours. Employees may be mandated to continue
work assignments by a supervisor until relief can be located. Additionally, employees may be
required to complete an assignment without supervisory approval of hold over time. Hold over is
allowed in specific instances such as staffing requirements, court appearances, transportation and
search incidents.

Section 12.7. Scheduling

Staffing hours and requirements will be established by management. The filling of said
shifts will be by seniority with gender needs teken into consideration, Probationary employees
will be assigned by management.

Section 12.8. Bidding
a. Bid forms shall be posted for ten (10) working days.

b. Shift bidding within the Juvenile Detention Center shall take place twice annually
on or about December 1 with the awarded shifts being effective on or about
January | and on or about June 1 with the awarded shifts being effective on or
about July 1.

c. In units where there are only two officers assigned, bids will take place when
there is a change in personnel, a permanent schedule change by management, or
when approved by management.

d. Compensatory time will be charged or credited as needed during periods of shift
bidding and schedule changes.
ARTICLE XML - INDEMNIFICATION

The Employer agrees to represent and indemnify the employees in accordance with
applicable statutes.



ARTICLE XIV - SENIORITY

Section 14.1.
As used herein, the term "seniority" shall refer to and be defined as the continuous length

of service or employment covered by this Agreement from the date of last hire within the Court
Services Department.

Section 14.2, Promotions & Lateral Transfers
Lateral Transfers shall be movement into positions of equal pay.

Promotions shall be any opportunity to move into a position where an increase in job
points will occur,

The candidate must meet minimum qualification criteria based on established criteria for
each position posted.

Promotions & Lateral Transfers shall be based on the following criteria:

Seniority 30%
Job Performance 25%
Training/Experience  20%
Ability 15%
Interview 10%

The Employer can pick from the top four (4) candidates, In the event that there is only
one (1) applicant for an opening within the Department, the Employer reserves the right to select
from outside the Department, while agreeing to consider the lone applicant from within as one of
the top four (4) candidates.

Openings for promotional or lateral transfers shall be posted for ten (10) working days.

Section 14.3. Seniority List

The parties shall prepare a list setting forth the present seniority dates and dates of
promotion for all employees covered by this Agreement and shall become effective on or after
the date of execution of this Agreement. Such lists shall finally resolve all questions of seniority
affecting employees covered under this Agreement or employed at the time this Agreement
becomes effective. Disputes as to seniority listing shall be resolved through the grievance
procedure.

Section 14.4. Disputes regarding Use of Personal Time
Any dispute within a job classification as to the use of personal time shall be resolved by
seniority.

Section 14.5. Termination of Seniority
An employee shall be terminated by the Employer and his seniority broken when he:

a. Quits via resignation; or
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b. [s discharged for just cause; or

c. Is laid off pursuant to the provisions of the applicable Agreement for a period of
eighteen (18) months; or

d. Accepts gainful employment while on an approved leave of absence from the
Champaign County Probation Department; or

e. Is absent for three (3) consecutive scheduled work days without proper
notification, justification, or authorization.

Section 14.6. Unpaid Leave of Absence
Employees will not continue to accrue seniority credit for time spent on authorized
unpaid leave of absence,

Section 14.7. Probationary Period

A new or rehired employee filling a job classification covered by this Agreement shall be
subject to an initial probationary period of one-year continuous service to determine his ability
and fitness for the work. The Director of Champaign County Probation and Court Services shall
have the sole right to determine his/her suitability at any time during such probationary period.
The employee will not have or accumulate seniority during the probationary period. The right to
discharge, discipline or rehire an employee during the probationary pericd shall be vested
exclusively with the Director, and shall not be the subject of a grievance.

No employee within the Department that is currently under probationary status within
their current job assignment is eligible to apply for a lateral transfer.

Upon satisfactory completion of the probationary period, an employee shall be credited
with his seniority beginning from the date of his continuous employment within the Department,
and shall receive all other rights and benefits for which a regular employee is eligible.

An employee involved in a lateral transfer or promoted within the Department shall be
subject to an evaluation period of one-year continuous service to determine his/her ability and
fitness for the work. The Director shall have the sole right to determine his/her suitability at any
time during this period. The right to transfer the employee back to his/her previous assignment
during the evaluation period shall be vested exclusively with the Director. The sole remedy for
failing to satisfactorily complete the evaluation period shall be the return to the previous job
assignment.

ARTICLEXYV - F.O.P, LABOR COUNCIL, REPRESENTATIVES

For the purposes of administering and enforcing the provisions of this Agreement, the
Employer agrees as follows:
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Section 15.1. Authorized Representatives

Authorized representatives of the Council shall be permitted reasonable visits to the
Champaign County Probation Department during work hours to talk with employees of the local
Council and/or representatives of the Employer concerning matters covered by this Agreement.

Section 15.2, Time Sheets

The Council or a representative shall have the right to examine time sheets and other
records pertaining to the computation of compensation of an employee whose pay is in dispute or
any records of the employee pertaining to a specific grievance, at mutually agreeable times with
the employee's consent.

Section 15.3. Grievance Procedure

Reasonable time while on duty shall be permitted to Council representatives for the
purpose of representing employees in any of the hearings or meetings with the Employer which
are specified in the grievance Article and such reasonable time shall be without loss of pay.

Section 15.4. Council Negotiating Team

Providing their absence would not unduly burden the work of the Department or conflict
with obligations that could not be rescheduled by the officer (such as a court appearance), four
(4) members designated as being on the Council negotiating team who are scheduled to work
on a day on which negotiations will occur, shall, for the purpose of attending up to four (4)
scheduled negotiations, be excused from their regular duties and remain in pay status.

ARTICLE XV] - LEAVES

Section 16.1. Sick Leave

Employees with less than ten (10) years of continuous service shall be granted 75 hours
of sick leave annually with full pay at a proportionate rate per pay period. Employees with ten or
more years of continuous service shall earn 90 hours of sick leave annually. An employee with
less than six (6) months service shall be entitled to 15 hours of sick leave. Accrual of sick leave
shall be subject to a cap of 220 days or 1650 hours.

Sick leave is defined as the absence of an employee due to illness or due to the serious
illness of a member of the employee's immediate family.

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. Retiring employees may receive pension service credit for unused
sick leave in accordance with law governing the Illinois Municipal Retirement Fund. Such
benefits time shall be capped at 220 days or 1650 hours. Employees shall notify their supervisor
of their illness as soon as practicable and the approximate length of absence required. The
employee's supervisor, within his or her discretion, may require a certificate by the appropriate
physician.
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Sick leave is a privilege granted by the Employer for the benefit of employees. Any abuse
by an employee could result in this privilege being denied that individual.

Sick leave days shall be expressed in terms of working hours on bi-weekly paychecks.
Eamed sick leave, when used, is charged against the employee's sick leave benefits balance for
the number of hours the employee is normally and regularly scheduled to work.

Section 16.2, Personal Leave

Employees with less than twelve (12) months continuous employment shall earn 7.5
hours of personal Jeave annually, except that no personal leave shall be taken prior to the
successful completion of six (6) months of employment.

Employees with more than twelve (12) months of continuous service shall earn 22.5
hours of personal leave annually. Employees shall be credited with 22.5 hours of personal leave
annually on their anniversary date.

Any unused personal leave (before the hours of personat leave are credited as stated
above) shall be treated as follows:

(a)  Atthe employee's anniversary date before or on September 29, 2006, prior to
receiving any new personal leave, all unused personal leave hours shall be placed
in the vacation reserve established by Article 17.

(b) At their anniversary date after September 29, 2006, employees shall forfeit any
unused personal leave hours.

Subject to prior approval by the Director or supervisor and exigent circumstances, this
leave may be taken at any time.

Section 16.3. Bereavement Leave

Full-time employees shall be granted paid bereavement leave for the scheduled working
hours on five (5) consecutive workdays (37.5 total hours) following the death of a spouse, child
(including step or adoptive) or parent (including step or adoptive), and for the scheduled working
hours on three (3) consecutive workdays (22.5 total hours) following the death of a sibling
(including step or adoptive), grandparent, mother-in-law, father-in-law, daughter-in-law, son-in-
law or grandchild.

Section 16.4. Witness/Jury Duty

Any employee who is called for jury duty, regardless of duty, shall be excused from work
for the days served. The employee shall receive his/her normal rate of pay for each day of jury
duty for which he or she would have worked. During this time, if the employee is not actually
performing jury duty, the employee shall retumn to work for the remainder of the workday. 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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If an employee is served a subpoena to appear for witness duty, or if requested to testify
at a termination hearing, the individual will be paid his/her normal salary during the time the
employee is required to be away from his/her 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 his’her normal wage for the time the employee has been requested to attend the hearing.

The Director shall maintain records of the days on which jury and witness duty is served
by employee.

Section 16.5. Family and Medical Leave of Absence
The Employer shall comply with the requirements of the Family and Medical Leave Act
as amended from time to time.

Section 16.6. Extended Leave of Absence Without Pay

A Leave of Absence Without Pay (LOA) may be granted for short term disability, or
reasons other than those covered by Family Medical Leave Act, as approved by the Director of
Probation and Court Services.

A non-probationary employee must use all of his/her accrued benefit time, including sick
time, if available under the circumstances, before beginning a leave of absence without pay. The
employee may choose to reserve the equivalent of 22.5 hours of sick time. Benefit time is
exhausted when less than one (1) hour is available to be taken.

A LOA of less than one (1) calendar month may be arranged between an employee and
the Director of Probation and Court Services. If possible, an employee requesting a LOA for a
period of one (1) month or less shall notify the Director of the request, in writing, at east three
(3) days prior to the exhaustion of all applicable accrued benefit time.

If the employee will be absent from work longer than the accrued benefit time available
to be taken plus one month, if granted, a request for a LOA not to exceed four (4) months shall
be submitted to the Director of Probation and Court Services. The employee shall notify the
Director 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.

All LOA's under Section 6 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. The employee remains responsible for payment of any additional
individual or dependent coverage premiums for health insurance or payment for Health
Maintenance Organizations premiums while on an approved Leave of Absence.
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Before an employee may return to work from a Leave of Absence granted due to a short-
term iliness, the employee must present a doctor’s statement approving the return to work in the
employee's position to the Director of Probation and Court Services.

An employee who is granted a LOA under Section 6 will be returned to his/her prior
position at the end of such leave, unless the position has been abolished, in which case the
Reduction in Force Article of this Agreement shall be applied.

An employee who does not report for work at the end of an approved Leave of Absence
shall be deemed to have resigned as of the date of the employee's next scheduled work day after
the expiration of the LOA.

The Employer may fill a position that is vacant due to an employee being on an approved
Leave of Absence with a temporary employee.

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 selutions outside the
established guidelines. The approval of an extended Leave of Absence maintains length of

service credits. However, 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 the four (4)
months stipulated by this policy. The Director may permanently fill a vacancy created by
approval of an extended leave. The employee will be placed in his/her previous position only if it
is vacant on the date the extended leave expires. If the position has been abolished, the Reduction
in Force Article of this Agreement shall be applied.

A leave of absence necessitated by a work related injury will be granted as of right. The
employee shall not be required to exhaust benefit time. When the request for leave is due to a
work related injury, accrued benefit time may be used to supplement Worker's Compensation
benefits, not to exceed his or her normal compensation at the option of the employee,

Section 16.7. Military Leave
Military leave shall be granted in accordance with State and Federal {aw.

Section 16.8. Illinois Municipal Retirement Fund (IMRF)

The benefits of the Illinois Municipal Retirement Fund and eligibility for IMRF are
determined by the law and not by the Employer. The benefits are subject to change without
notice from the Employer. Included are temporary and permanent disability payments, pension
and death benefits. See the most recent edition of the pamphlet distributed by IMRF or visit
www.imrf.org for a detailed description of your benefits.

Section 16.9. Worker's Compensation Policy
All employees are covered by a Worker's Compensation policy for job related injuries or
death as prescribed under the State of lllinois Worker's Compensation Law.,



Limited or Light Duty Policy - The Employer may also elect to make "limited or light
duty" work available for employees who have work related injuries or illnesses if "limited or
light duty" work is available and if appropriate medical release is given by a physician. "Limited
or light duty" work may also be made available for employees who have non-work related
injuries at the Employer's discretion and if an appropriate medical release is given by a
physician.

ARTICLE XVI] - VACATIONS

Section 17.1.

Employees with less than five (5) years of continuous employment shall earn 75 hours of
vacation time annually with full pay at a proportionate rate per pay period. Maximum accrual of
vacation time shall be limited to 150 hours of vacation time.

Employees with more than five (5) years and less than ten (10) years of continuous
employment shall earn 112,5 hours of vacation time annually with full pay at a proportionate rate
per pay period. Maximum accrual of vacation time shall be limited to 225 hours of vacation time.

Employees with more than ten (10) years and less than 20 years of continuous
employment shall eam 157.5 hours of vacation time annually with full pay at a proportionate rate
per pay period. Maximum accrual of vacation time shall be limited to 315 hours of vacation time.

Employees with more than 20 years and less than 25 years of continuous employment
shall earn 165 hours of vacation time annually with full pay at a proportionate rate per pay
period. Maximum accrual of vacation time shall be limited to 330 hours of vacation time.

Employees with more than 25 years of continuous employment shall earn 187.5 hours of
vacation time annually with full pay at & proportionate rate per pay period. Maximum accrual of
vacation time shall be limited to 375 hours of vacation time.

No employee shall accumulate more than the maximum accrual as stated. Hours gained
above the maximum will not be credited to the employee's vacation balance, but will be
forfeited.

Section 17.2.

Vacation leave pay shall be taken on a scheduled basis and, subject to exigent
circumstances, may be taken at any time with the approval of the Employer except that no
vacation shall be taken prior to the successful completion of six (6) months continuous
employment with the Employer.

Eamed vacation leave, when used, is charged against the employee's vacation leave

benefits balance for the number of hours the employee is normally and regularly scheduled to
work.
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ARTICLE XVIIL- HOLIDAYS

Subject to the administrative and supervisory authority of the Illinois Supreme Court, the
holidays shall be those days designated by the Chief Judge of the Sixth Judicial Circuit in his
yearly announcement. Should the Chief Judge announce fewer holidays than is offered by the
County Board, the difference shall be offered as personal hours.

Holiday pay will be equal to the number of hours the employee would have been
scheduled to work at the employee's regular rate of pay.

All employees, other than JDC employees, shall receive a paid work day off for each
holiday at their regular rate of pay. If required to work on a holiday, non-JDC employees shall
receive compensatory time at the rate of hour for hour.

Adjustments to the schedules of Senior Court Services Officers shall be made when
necessary to assure that the employees shall not lose a paid work day off by virtue of a holiday
falling on a day that is already a scheduled day off for the employee. The schedule adjustment
shall enable the Senior Court Services Officer to receive an additional work day off with pay
either immediately preceding or immediately following the employee's regularly scheduled days
off.

ARTICLE XIX: WAGES

Section 19.1. Wage Rates
All employees in this bargaining unit shall be paid according to the following schedule:

Effective January 1, 2017: two (2.0) percent general wage increase;
Effective January 1, 2018: two (2.0) percent general wage increase;
Effective January 1, 2019: two (2.0) percent general wage increase.

Section 19.2. Merit Bonus

For work performed beginning January 1, 2017, employees who receive an evaluation
score of 875 or above shall receive a bonus check of up to 2% of the employee's annual salary.
Merit pay checks shall be delivered the first day following the first pay period of the next fiscal
year in which the work was performed.

Section 19.3, Retroactivity
All retroactive pay increases to January 1, 2017 shall be paid on all hours within forty-
five (45) days of the execution of the Agreement, if not sooner.

ARTICLE XX - EVALUATIONS
Each employee covered by this Agreement shall have their performance evaluated on an

annual basis. The evaluation shall comply with the standards established by the Administrative
Office of the lllinois Courts. The evaluation shall be completed by the supervisor having the
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greatest first hand knowledge of the employee's work. This evaluation shall be completed and
reviewed with the individual employee. The evaluated employee shall have the opportunity to
comment on the evaluation and those comments shall be taken into consideration in the
completion of the performance evaluation.

The employee evaluated shall sign the performance evaluation after review of the
document with the evaluating supervisor. The employee's signature shall signify only that the
employee has been given his or her performance evaluation. The employee shall bave the
opportunity to have written comments regarding the evaluation submitted with the evaluation
and placed into the employee's permanent record.

In the event that the supervisor completing an employee's performance evaluation
determines that he or she has insufficient knowledge of the employee's performance with regard
to a particular objective, the supervisor shall gather all such pertinent reference materials and
information necessary for completing the employee's performance evaluation.

The parties agree that in completing an employee's performance evaluation bias and
favoritism are to be avoided in every way passible,

It is further agreed that the performance evaluation system shall not be used as a
subterfuge for the discipline provisions of this Agreement.

Evaluations may be grieved only if the cumulative score falls below that needed to meet
standards of satisfactory performance and the issues raised in the grievance may result in raising
the evaluation up to, or above, the minimum satisfactory performance score.

ARTICLE XXI - HEALTH AND LIFE INSURANCE

Section 21.1.

The County shall make available to all employees a group health insurance plan.
Employees shall be eligible for health insurance coverage if they work at least thirty (30) hours
per week and after the completion of two (2) months of full-time, permanent employment
immediately prior to becoming eligible for health insurance coverage. Employees may elect
health insurance coverage for themselves and their eligible dependents.

Section 21.2. Health Insurance Plan/Benefit Structure

The benefits structure of the Health Insurance Plan offered by the County through
December 31, 2016 may be modified only in accordance with the terms of the Agreement for
Joint Labor Management Health Insurance Committee for Champaign County, set forth in
Appendix E.

Section 21.3. Additional Alternative Health Care Plans

The Employer may offer additional alternative health care plans to its Employees only in
accordance with the terms of the Agreement for Joint Labor Management Health Insurance
Committee for Champaign County, set forth in Appendix E. If an employee selects an altemate
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health care plan provided by the County with a premium rate higher than the Health Insurance
Plan defined in 21.2 and 21.3, the employee shall pay the additional premium cost associated
with that plan. If an employee selects an alternative health care plan provided by the County with
a premium rate lower than the Health Insurance Plan defined in 21.2 and 21.3, the County shall
make available the difference in annual premium to be applied toward deductible costs through a
Health Reimbursement Account made available to the employee.

Section 21.4. Employee Premium Cost Sharing

Employee contributions to monthly single premium health insurance shall be as follows:
for Fiscal Year 2017 the employee shall pay ten (10) percent of single premium not to exceed
$83.00 per month, for Fiscal Year 2018 the employee shall pay twelve (12) percent of single
premium not to exceed $109.00 per month, and for Fiscal Year 2019 the employee shall pay
fourteen (14) percent of single premium not to exceed $149.00 per month., Wages and health
insurance increases are retroactive to January 1, 2017.

Section 21.5. Dependent Premium Cost Sharing

The Employer shall provide additional monthly contribution to dependent coverage for
employees who enroll in dependent coverage: for Fiscal Years 2017, 2018, and 2019, $70.00 per
month.

Section 21.6.

When spouses are both employed by the County, the County shall pay the designated
premium for the spouse who signs up for family coverage, and the County shall contribute to the
family coverage on behalf of the second spouse an amount equal to the premium contribution to
be paid by the Employer in that fiscal year as defined in 21.4, or an amount equal to the balance
due for that couple's family/dependent coverage, whichever is less.

Section 21.7.

The County will make available at its group rate health insurance coverage for employees
who retire and their dependents. The premium for retiree and retiree dependent coverage will be
paid in full by the retired employee.

Section 21.8.

An employee on an extended leave of absence without pay or on FMLA leave who fails
to pay his portion of health insurance premiums by the appropriate due date, shall have his health
insurance cancelled. Upon such employee's return to work, he shall have thirty (30) days to
notify the County in writing of his desire to reinstate his health insurance coverage. The effective
date of the reinstated health insurance coverage shall be the date upon which the employee
returns to work. The employee shall be responsible for his portion of health insurance premiums
retroactive to the pay period within which the employee returns to work. If an employee fails to
reinstate his health insurance coverage within thirty (30) days of his return to work, he shall be
ineligible for health insurance coverage through the County until the next open enrollment
period.
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ARTICLEXXIL - GENERAL PROVISIONS

Section 22.1. Training/Professional Development

The Employer shall provide a systematic training program to all employees entering a
new position within this Department. The training program shall be complete and
comprehensive, designed specifically for each position within this Department. The Employer
agrees to provide training and the opportunity for non-probationary employees to further develop
their skills and potential.

Section 22.2. Use of Personal Vehicle

If an employee is required to use their personal vehicle in the performance of their
employment, they shall be reimbursed per the applicable County policy regarding mileage
reimbursement, as it may be amended.

Section 22.3. Inoculations

The Employer agrees to pay all expenses for inoculations, immunization shots or required
medical tests for an employee and for members of the employee's family (if such inoculations for
the employee's family are advised by a physician, in writing, and the cost of such inoculations
are not covered by the employee's health insurance) when such become necessary as a result of
said employee's exposure to contagious diseases where said employee has been exposed to said
disease in the line of duty.

Section 22.4, Bulletin Boards

The Employer shal! provide the Council with designated space on available bulletin
boards, or provide bulletin boards on a reasonable basis where none are available, for purposes
of the Council.

Section 22.5. Notification of Elections

The Employer shall be provided written notification of election or selection of Union
representatives, stewards, or negotiation team members within ten (10) days of election or
selection.

Section 22.6. Safety Committee

A two-member committee shall be elected by the members of the bargaining unit with
one (1) being elected from the Juvenile Detention Center and one (1) being elected from
Probation. This committee will meet with a management representative on an as needed basis to
address safety concerns brought to the committee by the bargaining unit.

Section 22.7. Working Apparel

In addition to the current dress code, employees will be allowed to wear solid colored
polo (golf) shirts. These shirts will bear the Department emblem that will be affixed to the shirt.
Employees may wear "Dockers" style slacks with the polo shirt. Appropriate footwear will be
worn. This attire will be acceptable for Court appearances if approved by the Presiding Judge of
Champaign County.



Section 22.8. Salary Scales for the Positions of Drug Specialistand PSW Coordinator

The salary or pay scales for the position of Drug Specialist within this Agreement shall
be eliminated as the officer holding the position leaves the employment of this Department or
vacates the position to take another within the Department. After the "Grandfather" period, the
position shall be paid at the same rate as a Court Services Officer. The PSW Coordinator shall be
paid as a Senior Court Services Officer without the requirement for an individual PSW
Coordinator salary scale.

ARTICLE XXIIJ - SUBSTANCE ABUSFE TESTING
Section 23.1. Statement of Policy
[t is the policy of the Employer that the public has the right to expect persons employed
by the Sixth Judicial Circuit to be free from the effects of drugs and alcohol. The Employer has
the right to expect their employees to report for work fit and able for duty. The purpose of this

policy shall be achieved in such a manner as to not violate any established rights of the
employee.

Section 23.2. Prohibitions
Employees shall be prohibited from:

a Consuming or possessing alcohol or illegal drugs at any time during the work day
or when on-call or when performing home detention visits or anywhere on any
Employer premises or job sites, including all Employer buildings, properties,
vehicles and the employee's personal vehicle while engaged in Employer
business;

b. Illegally selling, purchasing or delivering any illegal drug, except as required in

the line of duty;

<. Being under the influence of alcohol or illegal drugs during the course of the work
day;

d. Failing to report to their supervisor any known adverse side effects of medication

or prescription drugs which they are taking.

Section 23.3. Drug and Alcohol Testing Permitted

Where the Employer hes reasonable suspicion to believe that an employee is under the
influence of alcohol or illegal drugs during the course of the work day, the Employer shall have
the right to require the employee to submit to alcohol or drug testing as set forth in this
Agreement. There shal{ be no random or unit wide testing of employees, except random testing
of an individual employee as authorized in Section 23.8 below. The foregoing shall not limit the
right of the Employer to conduct such tests as it may deem appropriate for persons seeking
employment prior to their date of hire.
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Section 23.4. Order to Submit to Testing

At the time an employee is ordered to submit to testing authorized by this Agreement, the
Employer shall provide the employee with a written notice of the order, setting forth all of the
objective facts and reasonable opportunity, not to exceed one (1) hour, to consult with a
representative of the Council at the time the order is given. No questioning of the employee shall
be conducted without first affording the employee the right to Council representation and/or
legal counsel. Refusal to submit to such testing shall subject the employee to discipline, but the
employee's taking of the test shall not be construed as a waiver of any objection or rights that he

may have.

Section 23.5. Tests to be Conducted
In conducting the testing authorized by this Agreement, the Employer shall:

a.

Use only a clinical laboratory or hospital facility that is licensed pursuant to the
Illinois Clinical Laboratory Act that has or is capable of being accredited by the
National Institute of Drug Abuse (NIDA);

Insure that the laboratory or facility selected conforms to all NIDA standards;

Establish chain of custody procedures for both sample collection and testing that
will insure the integrity of the identity of cach sample and test result. No
employee covered by this Agreement shall be permitted at any time to become a
part of such chain of custody;

Collect a sufficient sample of the same bodily fluid material from an employee to
allow for initial screening and a confirmatory test and a sufficient amount to be
set aside reserved for later testing if requested by the employee;

Collect samples in such a manner as to preserve the individual employee's right to
privacy, and insure a high degree of security for the sample and its freedom from
adulteration. Employees shall not be witnessed by anyone while submitting a
sample, except in circumstances where the laboratory or facility does not have a
"clean room" for submitting samples or where there is reasonable belief that the
employee has attempted to compromise the accuracy of the testing procedure;

Confirm any sample that tests positive in the initial screening for drugs by testing
the second portion of the same sample by gas chromatography, plus mass
spectrometry or an equivalent, or a better scientifically accurate and accepted
method that provides quantitative data about the detected drug metabolites;

Provide the employee tested with an opportunity to have the additional sample
tested by a clinical laboratory or hospital facility of the employee's own choosing,
at the employee's own expense; provided the employee notifies the Director
within seventy-two (72) hours of receiving the results of the tests;
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h. Require that the laboratory or hospital facility report to the Employer that a blood
or urine sample is positive only if both the initial screening and confirmation test
is positive for a particular drug. The parties agree that should any information
concerning such testing or the results thereof be obtained by the Employer
inconsistent with the understandings expressed herein (e.g., billing for testing that
reveal the nature or number of tests administered), the Employer will not use
information in any manner or forum adverse to the employee's interests;

i. Require that with regard to alcohol testing, for the purpose of determining
whether the employee is under the influence of alcohol, test results that show an
alcohol concentration of .04 or more based upon the grams of alcohol per 100
milliliters of blood be considered positive.

Je Provide each employee tested with a copy of all information and reports received
by the Employer in connection with the testing and resuits;

k. Insure that no employee is the subject of any adverse employment action except
emergency temporary assignment with pay during the pending of any testing
procedure. Any such emergency reassignment shall be immediately discontinued
in the event of a negative test result.

Section 23.6. Right to Consent

The Council and/or the employee, with or without the Council, shall have the right to file
a grievance concerning any testing permitted by this Agreement, contesting the basis for the
order to submit to the tests, the right to test, the administration of the tests, the significance and
the accuracy of the tests, the consequences of the testing or results or any other alleged violation
of this Agreement. Such grievance shall be commenced at Step 2 of the grievance procedure. 1t is
agreed that the parties in no way intend or have in any manner restricted, diminished or
otherwise impaired any legal rights that employees may have with regard to such testing.
Employees retain any such rights as may exist and may pursue the same in their own discretion,
with or without the assistance of the Council.

Section 23.7. Voluntary Request for Assistance

The Employer shall take no adverse employment action against an employee who
voluntarily seeks treatment, counseling or other support for an alcohol or drug related problem,
other than the Employer may require reassignment of the employee with pay if he is then unfit
for duty in his current assignment. The employee shall pursue all referrals and treatment to
appropriate agencies as offered by the employee's health insurance provider. All such requests
shall be confidential and any information received by the Employer, through whatever means,
shall not be used in any manner adverse to the employee's interests, except reassignment as
described above.

Section 23.8. Discipline

Use of illegal controlled drugs at any time while employed by the Employer, abuse of
prescribed drugs, as well as being under the influence of alcohol or the consumption of alcohol
while on duty shall be cause for discipline, up to and including termination, subject to
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confirmation by the grievance and arbitration procedure of this Agreement. While all such
disciplinary issues shall be subject to the jurisdiction of the arbitrator, all other issues relating to
the drug and alcohol testing process (e.g., whether there is probable cause for ordering an

“employee to undertake a test, whether a proper chain of custody has been maintained, etc.) may
be grieved in accordance with the grievance and arbitration procedure set forth in this
Agreement.

Nothing in this Section shall be construed to prevent an employee from:

a. Asserting, or the arbitrator from considering, that there should be treatment in lieu
of discipline in any disciplinary proceeding, or

b. Contesting any discipline that may be imposed under applicable Federal or State
discrimination laws.

The Employer understands that alcohol and drug addiction is considered a disease by the
American Medical Association. The Employer may, in disciplining an employee with a drug or
alcohol problem, consider this point as well as the employee's willingness to seek help for the
addiction.

In the first instance that an employee tests positive on both the initial and the
confirmatory test for drugs or is found to be under the influence of alcohol, and for whom the
Employer or arbitrator has deemed appropriately should undergo treatment in lieu of, or in
addition to, some disciplinary action, and all employees who voluntarily seek assistance with
drug and/or alcohol related problems, shall be subject to the following conditions:

a. The employee agreeing to appropriate treatment as determined by the
physicians(s) involved;

b. The employee discontinues his use of illegal drugs or abuse of alcohol;

c. The employee completes the course of treatment prescribed, including an "after-
care" group for a period of up to twelve (12) months;

d. The employee agrees to submit to random testing during hours of work during the
period of "after-care”.

Employees who do not agree to the foregoing or who test positive a second or subsequent
time for the presence of illegal drugs or alcohol during the hours of work shall be subject to
discipline, up to and including discharge.

The foregoing shall not be construed as an obligation on the part of the Employer to
retain an employee on active status throughout the period of rehabilitation if it is appropriately
determined that the employee's current use of alcohol or drugs prevents such individual from
performing the duties of a police employee or whose continuance on active status would
constitute a direct threat to the property or safety of others. Such employees shall be afforded the
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opportunity to use accumulated paid leave or take an unpaid leave of absence pending treatment.
The foregoing shall not limit the Employer’s right to discipline employees for misconduct
provided such discipline shall not be increased or imposed due to alcohol or drug abuse.

Employees who are taking prescribed or over-the-counter medication that has adverse
side effects which interfere with the employee's ability to perform his’her normal duties may be
temporarily reassigned with pay to other more suitable duties.

ARTICLEXXIV - SAVINGS CLAUSE

If any provision of this Agreement or any application thereof should be rendered or
declared unlawful, invalid or unenforceable by virtue of any judicial action, or by any existing or
subsequently enacted Federal or State legislation or by Executive Order or other competent
authority, the remaining provisions of this Agreement shall remain in full force and effect. In
such event, upon the request of either party, the parties shall meet promptly and negotiate with
respect to substitute provisions for those provisions rendered or declared unlawful, invalid, or
unenforceable.

L]

ARTICLE XXV - DURATION

Section 25.1, Term of Agreement

This Agreement shall be effective from January 1, 2017 and shall remain in full force and
effect until December 31, 2019, It shall continue in effect from year to year thereafter unless
notice to amend or modify this Agreement is given in writing by certified mail by either party no
earlier than one hundred twenty (120) days preceding expiration. The notices referred to shall be
considered to have been given as of the date shown on the postmark, Written notice may be
tendered in person, in which case the date of notice shall be the written date of receipt.

Section 25.2. Continuing Effect

Notwithstanding any provision of this Article or Agreement to the contrary, this
Agreement shall remain in full force and effect after any expiration date while negotiations or
Resolution of Impasse Procedure are continuing for a new Agreement or part thereof between the
parties. Wages shall neither be increased nor decreased during such an interim period.
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SIGNATURES

s
IN WITNESS WHEREOF, the parties have affixed their signatures this _ 2! “day of
[«L ,2017.

For the Employer: /"—,%GA.Q ‘. @-ﬂ"’l“

The Honorable Richard L. Broch

For the Labor Council: ; ); /] Z

Jeremy J y

J ﬂm Naese

M

Max Whitd

(P

William E. Jarvis,
Illinois Fraternal #rder 4f Police
Labor Council
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APPENDIX A- LETTER OF AGREEMENT

This is to confirm that the separate pay scale for the drug specialist shall be eliminated from the
Agreement at such time as the employee presently occupying that position vacates the position,

%W/{A—'\ -Z'I"I'/i?

Laf0 O/ Eeve, 13, 217

William E. Jams
Fraternal Order of Pdlice
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APPENDIX B - DUES AUTHORIZATION FORM
ILLINOIS FRATERNAL ORDER OF POLICE

LABOR COUNCIL
974 CLOCKTOWER DRIVE
SPRINGFIELD, ILLINOIS 62704
L , hereby authorize my
employer, , to deduct from my wages the uniform amount of

monthly dues set by the Illinois Fraternal Order of Police Labor Council, for expenses connected
with the cost of negotiating and maintaining the collective bargaining agreement between the
parties and to remit such dues to the Illinois Fraternal Order of Police Labor Council as it may
from time to time direct. (In addition, I authorize my Employer named hereinabove to deduct from
my wages any back dues owed to the Illinois Fraternal Order of Police Labor Council from the

date of my employment, in such manner as it so directs.)

Date: Signed:
Address:
City:
State: Zip:
Telephone:
Personal E-mail:
Employment Start Date:
Title:

Employer, please remit all dues deductions to:

Illinois Fraternal Order of Police Labor Council
Attn: Accounting

974 Clock Tower Drive

Springfield, Illinois 62704

(217) 698-9433

Dues remitted to the Hlinois Fraternal Order of Police Labor Councif are not tax deductible as
charitable contributions for federal income tax purposes; however, they may be deductible on Schedule A
of Form 1040 as a miscellaneous deduction.
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(use additional sheets where necessary)

Lodge/Unit No.: Year: Grievance No.: 1
Date Filed:
Department:
Grievant's Name:
Last First M.L
STEP ONE
Date of Incident or Date Knew of Facts Giving Rise to Grievance:
Article(s)/Sections(s) violated: . and al] applicable Articles
Briefly state the facts:
Remedy Sought:
».in part and in whole, make grigvant(s) whole,_
Given To; Date:
Grievant's Signature FOP Representative Signature
EMPLOYER'S RESPONSE
Employer Representative Signature Position
Person to Whom Response Given Date
L
STEP TWO
Reasons for Advancing Grievance:
Given To: Date:
Grievant's Signature FOP Representative Signature
EMPLOYER'S RESPONSE
Employer Representative Signature Position
Person to Whom Response Given Date
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w

Lodge/Unit No.: Year: Grievance No.:

STEP THREE
Reasons for Advancing Grievance:
Given To: Date:
Grievant's Signature FOP Representative Signature
EMPLOYER'S RESPONSE
Employer Representative Signature Position
Person to Whom Response Given Date
STEP FOUR
Reasons for Advancing Grievance:
Given To: Date:
Grievant's Signature FOP Representative Signature
EMPLOYER'S RESPONSE
Employer Representative Signature Position
Person to Whom Response Given Date

REFERRAL TO ARBITRATION by Itlinois FOP Labor Council

Person to Whom Referral Given Date

FOP Labor Council Representative

: =
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WHEREAS, the County of Champaign offers a program of group health care coverage to its employees,
retirees, and their respective dependents; and

WHEREAS, the parties to this Agreement, as set forth below in Paragraph 1, seek to establish a joint
process for the operation and structure of the procurement of health insurance for Champaign County and
its employees, and to that end, hereby mutually agree to the establishment of a Health Insurance
Committee; and

WHEREAS, a consensus has been reached among the County Board of Champaign County, the
exclusive representatives of the County employees pursuant to the [llinois Public Labor Relations Act,
County Employees not so represented by an exclusive representative, and the Administration of the
County, that a Health Insurance Committee appears to be the most effective option for dealing with the
problemn of maintaining quality health care for the County employees and their dependents, while
controlling costs.

NOW, THEREFORE, IT IS AGREED BETWEEN and AMONG THE PARTIES TO THIS
AGREEMENT AS FOLLOWS:

1. The parties to this Agreement are as follows: County of Champaign; American Federation of
State, County and Municipal Employees Council 31, Local 900 (AFSCME), and Fraternal Order
of Police Labor Council;

2. Each of the parties hereby agrees to the Health Benefit Plan attached hereto and incorporated
herein as set forth in Attachment 1. Attachment [ is the current heaith insurance plan;

3. The plan as described in Attachment 1 shall continue in force as the Champaign County Health
Benefit Plan for the term of this Agreement, unless modified as provided in Paragraph 4. It is
understood and agreed that if any provision of the Health Benefit Plan is or shall be prohibited or
limited by law or any modification be required by law., the necessary revisions to the Plan shall be
made as required by law.

4. The provisions of the Plan as described in Attachment J may be modified only upon 75% or % vote
of the total number of members of the Health Insurance Committee, and approved, if necessary
(i.e. budget and contract approval), by the County Board of Champaign County. Hlinois. As an
example, twelve members of a sixteen member committee would be required to vote for a change
in order to modify the provisions of the Plan, subject to County Board approval if necessary. Each
party shall have the right to discuss all proposed changes with its membership and seek their input
prior to any final vote.

5. Each of the parties has full authority of its governing board, its membership, or whatever group or
sub-group within its structure who would have the uitimate authority to enter into this Agreement.
Each of the parties represents to each of the parties as an inducement to enter into this Agreement
that it has such authority and that it intends to and does bind itself and each of its members to the
terms of the Agreement. For the term of this Agreement, this Committee shall be the exclusive
forum for dealing with non-work related health care issues, including but not limited to: the health
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6.

plan design and benefit levels; deductibles, co-pays and out-of-pocket costs; premium levels;
participant eligibility and general coverage; and claims levels and appeals. During said period each
of the parties waives any rights to bargain over the subject of health care or health insurance or to
impose other terms or to strike or arbitrate concemning other terms for health care coverage or
benefits except for the cost sharing of health insurance premiums. As provided in paragraph 4
above, however. each party reserves the right to discuss all changes with its membership.

Changes in the cost sharing of health insurance premiumns between each labor group and the
County of Champaign may be bargained individually by non-represented employees.

The partics agree that should any dispute conceming the interpretation or application of this
Agreement arise between any two or more of them which cannot be resolved after good faith
efforts, it shall be submitted to binding arbitration pursuant to the terms of the Uniform
Arbitration Act (710 ILCS 51 | et seq.). It is understood that this provision for arbitration shall not
apply to operation of the Plan itself or to any individual claims or disputes under the Plan.

To select an arbitrator, the parties in dispute, by joint letter, shall request that the Federal
Mediation and Conciliation Services (FMCS) submit a panel list of seven (7) arbitrators. The
representatives of the parties shall within thirty (30) days of their receipt of this list from FMCS
engage in a mutual striking process to select an arbitrator, Each party shall have the right to reject
one entire list. The parties shall alternatively strike a name from the list until there js one name
remaining, with the order of striking to be determined by coin toss. The arbitrator shall be notified
of his/her selection by joint letter, requesting that a hearing be scheduled in Urbana, 1llinois, on
mutuaily agreed dates, subject to the reasonable availability of the parties and their
representatives.

The parties agree to attempt to arrive at a joint stipulation of the facts and issues as outlined to be
submitted to the arbitrator. The parties have the right to request the arbitrator to require the
presence of witnesses and/or reasonable documents. Employees of the County called to testify at
the arbitration shall be released from duty for such purposes without loss of pay or benefits. The
arbitrator shall have no authority to amend, modify, nullify, ignore, add or subtract from the
provisions of this Agreement. The arbitrator shall consider and decide the issue(s) presented and
fashion an appropriate remedy. The arbitrator's decision shall be rendered and delivered in
writing to the parties within thirty (30) days of the close of the hearings or the submission of post
hearing briefs, whichever is later. Post hearing briefs shall be filed simultaneously by the parties
on the date established by the arbitrator. Fees and expenses of the arbitrator, the cost of the
hearing room, and the cost of a court reporter to provide a written transcript for the arbitrator shall
be shared equally by the parties. If either party desires a verbatim record of the proceedings, it
shall pay for the cost of its copy.

The parties to this Agreement, in consideration of their mutual undertakings and obligation,
mutually agree for the term of this agreement, that this Agreement represents a collectively
bargained agreement between and among all of the parties and that no provision conceming this
plan shall be raised as an issue in any other collective bargaining agreement, contract or
negotiations between those exclusive representatives and the County of Champaign. It is further
understood and agreed that this Agreement does not represent a collectively bargained agreement
between the County of Champaign and its non-represented employees, either individually or
collectively, nor does it represent any undertaking to bargain with any exclusive representative
concerning insurance, health care, or any other benefit or provision with the retirees who are or
were members of any bargaining unit;
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7.

8.

The Health Insurance Committee shall be composed of sixteen (16) regular and four (4)
alternative members appointed by the parties as follows:

a. The County Board shall appoint two (2) regular members of the Committee and one
alternate as representatives of the Board;

b. The AFSCME and FOP unions shall each select four (4) regular members of the
Committee and one alternate as representative of each respective union;

¢. The County Administrator, Health Insurance Specialist, HR Generalist and three (3) non-
bargaining employees appointed by the County Administrator shall constitute the six (6)
regular members of the Committee and one alternate as representatives of administration;

Members of the Committee shall be appointed for a term of 2 years, unless sooner replaced by the
appointing authority. Recognizing the need for stability in the Committee, each of the parties and
participating groups agree insofar as it is practical to maintain the same representatives on the
Committee for the term of this Agreement. Also recognizing the importance of this committee
and the function of this committee attendance is mandatory, and absences must not exceed 2 or
more in a one year period, except for emergency reasons. If it becomes necessary to permanently
replace one of its previously designated representatives, such party or group will notify the co-
chairs of the Committee in writing as soon as practical and not less than five (5) days prior to any
regular Committee meeting.

The Committee shall determine its own intemal structure. including arrangement for
subcommittees and chairing of the Committee and subcommittees. Both Labor and Management
shall be represented by co-chairs and within the membership of all subcommittees. Labor and
Management Committee co-chairs shall be elected by majority vote of their regular Committee
members.

The Committee shall meet on a bi-monthly basis from January through June, and shall meetona
monthly, semi-monthly or weekly basis. as determined by the Committee, from July through
September. A special meeting of the Committee shall be called upon demand of any three of the
regular members submitted in writing to the co-chairs. Meetings shall be called with a minimum
of 10 working days written notice to the members. A quorum for any meeting ofthe Committee
is established when at least nine (9) regular members of the Committee are present, and of those
nine (9) there is at least one regular member from each represented bargaining unit and County
administration in attendance,

Regular meetings of the Committee will be open to all signatories of this Agreement and outside
agencies participating in the Champaign County Health Insurance Plan.

The Co-Chairs of the Committee shall present to the County Board Finance Committee of the
Whote at its September meeting, the recormmendation from the Health Insurance Committee for
the Insurance Plan or Plans to be adopted for the ensuing fiscal year.

10. A designated committee member or the designated alternate (if attending due to the absence of a

designated commitiee member) to the committee who are employees and who are on duty shall
be granted time off work to attend Committee and subcommitiee meetings and be paid at the
appropriate rate when attending said meetings.

11.1In the event that, after reasonable effort, the Health Insurance Committee is unable to reach

agreement or the Insurance Plan is not approved by the County Board and the Committee, the
Health Insurance Committee may be dissolved by the County Board or upon eight or more voting
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Committee members providing written notice of intent to withdraw from participation to the
Committee Co-Chairs. Should fewer than eight Committee members request to dissolve the
Committee, the Committee shall continue to function. In the event that such dissolution occurs,
any party to this Agreement may demand to bargain over the issue of health insurance. Until the
outcome of such negotiations is determined, the Insurance Plan shall remain unchanged as of the
date of dissolution.

12.1t is agreed and understood that the County of Champaign, being a unit of local government, that
this Agreement and all actions, procedures, and processes under this Agreement are subject to alJ
of the statutes and ordinances governing the conduct of units of local government, including but
not limited to, requirements for bidding and contracting for the provisions of goods and services
and compliance with all legal provisions for equal employment opportunity and affirmative
action applicable to the County and any other party.

13. This Agreement shall remain in full force and effect for a period of three (3) years from the date
hereof. This Agreement shall remain in effect from year to year after the expiration date unless
one or more of the parties serves a thirty (30) day written notice on the others of their wish fo
modify or terminate this Agreement.

In the event that such notice is served, all parties to this Agreement agree to meet within sixty
(60) days to begin good faith negotiations for a successor agreement. If no agreement can be
reached within one hundred twenty (120) days after the parties begin good faith negotiations, the
parties agree to request the services of a mediator through the Federal Mediation and Conciliation
Services (FMCS) in an attempt to reach resolution in the dispute. If no agreement can be reached
with the assistance of an FMCS mediator, the parties may then pursue the matter through interest
arbitration. Until such resolution procedure is complete and final, this Agreement shall remain in
full force and effect, and the Committee shail continue with the full participation from all parties
to the Agreement.

In the event the Committee is ever dissolved, any party to this Agreement may demand to bargain
over the issue of health insurance. Until the outcome of such negotiations is determined and until
any impasse resolution procedure is complete, the Insurance Plan shall remain unchanged as of
the date of dissclution.

The remainder of the Agreement shall remain unaffected. Each Party represents and warrants to the other
that their respective undersigned representatives are fully authorized to enter into and bind it to the terms
of the Agreement.
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Supreme Court of Illinois
ADMINISTRATIVE OFFICE OF THE ILLINOIS COURTS

CFY2020 Annual Plan
Champaign

Submission Date: 8/27/2019 12:53:52

This is to confirm your submission of Secticn 1.E (Performance Management) of the Annual Plan for your county fiscal year 2020. Below are
the responses you provided.

Please retain a copy for your records and to submit to your Chicf Judge and County Board for final review once your plan is complete.
1. Performance Appraisal
a. The performance appraisal has been revised. (730 ILCS 110/15(4); 730 ILCS 110/15(T}{d)| *
No
b.  If marked "Yes", attach the revised performance appraisal for approval.
If applicable. please refer to the document you attached at submission.

2.  Variance Request
a. A variance is requested to not base salary increases on performance appraisals. *

No

b. If marked "Yes", provide a rationale for the variance.

Thank you,

Christine Boyd

Administrative Oftice of the Ilinois Courts
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Supreme Court of [llinois
ADMINISTRATIVE OFFICE OF THE ILLINOIS COURTS

CFY2020 Annual Plan
Champaign

Submission Date: 9/17/2019 12:24:38

This is to confirm your submission of Section 1.F {Performance Management) of the Annual Plan for your county fiscal year 2020. Below are
the responses you provided

Please retain a copy for your records and to submit to your Chief Judge and County Board for final review once your plan is complete.

1. Attach Organizational Chart *
Please refer to the document you attached at submission.

2. Reorganization Request
a. Reorganization request submitted for approval. *

No

b. Ifmarked "Yes", describe below the rationale for such a request which contains the supportive information as designated
above.

¢, Ifmarked "Yes", attach an updated Organizational Chart Worksheet which reflects the proposed changes.

If applicable. please refer to the document you attached at submission.

Thank you,
Christine Boyd

Administrative Office of the {llinois Courts
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