_ILLINOIS FOP
LABOR COUNCIL |

and

COUNTY OF OGLE/CHIEF
JUDGE OF THE FIFTEENTH
JUDICIAL CIRCUIT

Ogle County Probation




TABLE OF CONTENTS

AGREEMENT ..cuuiiiiiimiiminersmomcommimmmsssasssssmesssmmsmsassssssssiemsesesmssrssnssssssossssssasnnnssnsssnsnsnaassssesnnsranssens 1
ARTICLE 1 PURPOSE ...ucuiiiimremmemmensssmmmmmmmesmassssssssocinimmssesssssesssssassemsninmsemanssssssssesnsnssnsnsnssnssnsens 1
ARTICLE 2 RECOGNITION .ciiiettmencurerrssnmmemmremnnsensesssssmsnnnsensnsssssssssssssssssannssssssssessnssssessanssnossans 1
ARTICLE 3 MANAGEMENT RIGHTS ...coceceirinianirensenssnsnssiiiaseemimmmssnsssssissesrenssssssansssserssees 2
ARTICLE 4 NEW CLASSIFICATIONS AND VACANCIES......ccotimmmeinmniiscennnssssiinnessesnieanesssnnss 3
ARTICLE 5 NON-DISCRIMINATION .....cccmtumtteaumcnmmmmmmnnmmnmmmmenmmmmmmmmmmssmmmmmmmimmmminmmensannnsssssssessenen 3
Section 5.1 Equal Employment OPportunity .........c..cccooeeiiieniiniinienneniecrinieesenseesnnnessesessesssesraenns 3
Section 5.2 Prohibition Against Discrimination.............ccccocceveviiecnnnniinnnenenenenesrescesees e 3
Section 5.3 Union Membership or ACtiVILY ........c.cocvviiiiiiiniiiiniiiincntecerecerene s e seeeesenesveeeneeees 3
ARTICLE 6 DUES DEDUCTION AND FAIR SHARE ....ccccccvmmmmmermmmmmmnmemmnmiemsimmmsmmmnmnmnsscsssssersoss 4
Section 6.1 Dues Deduction...........ccecceverrieuenncnne. G eeree sttt a st e b s e sa b e st e s rese s n e s s e e eaneaentenns 4
Section 6.2 Fair SHAYe..........ooovivirenieitreieerenneece e sressae s see s e essesssessseasessessessssesesssessnssensasesseses 4
Section 6.3 INAEMIULY ......cc.ccviiiiiiiiiicniecie ettt seres et sseste s et esresseses st e satessnassesasssnansesnnn 4
ARTICLE 7 UNION RIGHTS ...ccceeuiiiiiimrmrnrnsieeeencesionimeimmimsnnsssssssssssmsesmasssnssesnsssssssssnsnnssssseensansnnn 5
Section 7.1 Union Access with NOtification .............cccovuieiirvininniiniineniniriceneceeeccere e eeeee e 5
Section 7.2 Bulletin Boards ..........cccooioieniiiininniininicreentreestsstetestesnteseeestessesstsssansssssssesasessassseens 5
ARTICLE 8 SENIORITY .....ccorurissacssaneens eeasassaRRSeNSNSARATREENESAESSSSRRSNEEESRRRRRREEEENSARARERSSASSTIORSARLEISRSRROTNaS 5
Section 8.1 DefIMItiON.......cc.ooueirieeiereerec ettt ree st e s e e e e s saesssesestessesesareessseesesnnesnressrens 5
Section 8.2 Probationary Period............cccoiiiiiiiiinniniiniinienicnetcieeeieseeneeseesesssessessessassnsssensens 5
Section 8.3 SENIOTILY LLISt........cccoviruieieieiiieecciercrteteeeeeresre s essessesseesessessesasssesssssaassasssessssnasseerenn 5
Section 8.4 Termination of Seniority.........c..cccceeverirervenveeseeniennenenraeeeneneene reeresteeeteeses e asteenerearaennan 5
Section 8.5 Seniority While on Leave............coooiiiiiiiiiiniicicciniicieesecte et st sesse e seas 6
Section 8.6 New ClassifiCation ........c.ccoccoiiviiriimniiiiiiniiiinicictetetectcetceneetcsaessse s s e rae s e e s seessens 6
ARTICLE 9 HOURS OF WORK....ceeveeeeenenisssssssssnmsnmansmnssssssssnssnnnns U 6
Section 9.1 WOTK WEeK ........oooveieiiieiciinenieieinicniesterccreeessseeses e etessesseseesesssessessassesssnsssssssnesseessens 6
SeCtion 9.2 OVErtiMe.......c..coiiiiriiiiiiiiieetctetcite st ste st estesnestesseeesesaesaessasssesssassassseensensesnsenss 6
Section 9.3 Overtime AUthOriZation.............c.cccovirveiiiiineiniiniciceccircccneesee et ssae s e srresse s s bresseens 6
ARTICLE 10 HOLIDAYS ...cuiiiiinimrensmneamsssessssmsinmimrmesssmssssssssssasssrmasssntnmtmenssssssssssssnnnnssnsessesnenses 7
ARTICLE 11 VACATIONS ... cctittrmrmemenenesssssssnienssnnssnnesanssssssssssenmnmsmmmsnssssssssssssssisssnnenssssssnessrsnnes 7
Section 11.1 Vacation LLEAVE .........c.cociciiviriienieiieirirrenertrcteeneseessesseessessssssessssssesssasassressssssssessensesses 7
Section 11.2 Vacation ELGIDIILY ..........c.ccccoviiiiiiiniieiicininentcrs et scresseescee s evevesaenns 7
Section 11.3 Vacation PaY .......c.cooiiiiiiriiiiiniiieiiititcsiirnresencssstesesseesstsssesstssesssssssnsssessessssssessenes 7
Section 11.4 Vacation ReqUESES ...........ccociviveriiiiiniiicerinenicrenereeestrreesesesnessssseseessessesssessssssssessenes 8



ARTICLE 12 SICK LEAVE .cuuiiiiiiiiiiniiinsmesstmnimssssesess i sssestessssessasssessssssssnsmsssassssnsesssssnsns 8

SeCtioN 12.1 SICK LLEAVE ...ocveveeeieeeeee et ettt esae e e beesestesssaeteaeseeesseeneessanseessesssseesssseessnns 8
Section 12.2 Use 0f SICK LLEAVE .....c..eeoeveeeieecteectrecreete et sae st e sees st eeeetesseseseseeassesesasesassnssssenases 8
Section 12.3 Sick Leave ADUSE SANCLIONS ...........ovivvviieiiieiiieieeeeteeeeeeeereeesteseeseseteessseessssaeesasessssssses 8
ARTICLE 13 LEAVES OF ABSENCE .....ooiiiimeeeerieeeicrnrinnesenreesnssessnssnssssssnnsssssessserssnsssrensansne 8
Section 13.1 Bereavement LEAVE ..........cocviviiiiiiiieieeeceectceeeeereeeentceeeeseesestaseseeessssesesesssssessssessssssnnson 8
Section 13.2 UnNPaid LLEAVE........cco.ooiiicieririereiiricenieecteicce et ses e sessesesse s s b s e s ssse st s s sesessossnsans 9
Section 13.3 JUry DUty LeaVe ..ot ersveesinsssse e st ssese st s st sssesasns 9
SeCtion 13.4 Other LEAVES ........ooovieeeieeieiieeieeiecteeceese e cteetecsae s sveesseessasessseesesessseesstasssssesssesssesesssennses 9
Section 13.5 Personal Days..........cooircrinineenieiinieeeiiensinenteseereeiesaesessessessessessessssesssssesssssonsessessmsen 9
ARTICLE 14 WAGES ......ccccceicrtmrmensernessssnnrnasmnsertrsessssssiistmsssssssassenssssanssssassennssssesnnsssssnnssssennsnns 9
Section 14.1 Probation OffICers ..........c.cvieiviieriiniieiieceneitciereseesteetesseese e seeeseaessesssesssssssessassssessnen 9
Section 14.2 SUPPOXt Staff........ccovoieiiiiicetceer ettt e be s 10
Section 14.3 Vehicle ALIOWAIICE............cveeveiiieeieiieeeierieaeieeeseeeestesessesssessaesesssessessesssessessessssssessens 10
Section 14.4 Tuition ReimbUIrSEMENL .............coeoiveererieivriieieieicecte e rseteseeet et eessesseesstes e eesreeseesns 10
Section 14.5 Focus House On-Call DULIES............ccocveiiiiiiiiiiiieieccieseeeetcesstessseseseesssssessssassesssssns 10
Section 14.0 UNILOXINS ........covveeiieriiceiiciieeecettieccteetree e seeesseeseeessesessasaseesssssssessssessssesssssensssesssssnns 11
Section 14.7 Longevity AdJustment...........ccccoeiriiireiieiininnenennineiesnresessssssssssesesssessssessesessosesesne 11
ARTICLE 15 HEALTH AND WELFARE ........ccoicrieiiinianisciseassessssansassesssssssssrssssnsessnsassssssnnns 11
Section 15.1 Health INSUFAIICE .......oooviiveiiiieeiieiciieieieeete e rteeeseeseseseseeesaeesntesssesesssssssesssnsessssesssesns 11
Section 15.2 DiSabIlity.........ccccvicimieiiirncciiiincrccccrceccerecresst s se e eae s sre s e sess s 11
Section 15.3 Retiree INSUIAIICE .........ccvevueeieieeereerieeeteenrerestiestessesseeesessstesseesssssesssessessssessesssesssenses 11
Section 15.4 Health Care Planning CommUttee. .............ccecvevevrereeveirrennisreeieerieseeseseseeeeeessessesesssen 12
ARTICLE 16 DISCIPLINE .....ccuctertrmcumssrrnennsrsseresssssestsemenmnssssnessssssssnsanssssssssssnssessnsssesannnsesessenns 12
Section 16.1 Termination and Disciplinary ACHON..............ccoeereeieecreeeeeenieteerieceee et e 12
Section 16.2 Principles of Progression ................. feeeeeeetetrtertrnrtannaetetiarteernbtranasteerrrrtanostostrnnranasneaseens 12
ARTICLE 17 GRIEVANCE PROCEDURE .....cccccittimeiieennicrrsnesrienesinsnssrsensssrenssssnssssnsssemnnsessnnnns 12
Section 17.1 Grievance ProCedure..............ueviieeiietiiiieciiiieressesteeeeeseseeesssesssesseessesssesssessssssesses 12
Section 17.2 Time LiIitS.........cccoooouerieeieineiieeererennesireeesseessseesesseesssesans eeerrrrttnreeareeererererbanearanens 13
Section 17.3 SEICIENLS .......c.coeeveereeeeiieirceieeceecrteee st e st essaesetessssestessseessasessessssassssessnsenssesseessnes 13
ARTICLE 18 NO STRIKE -~ NO LOCKOUT ...citceeiiiiniiesreenenssissesassssesnesassassssassssressssssssssnnsesseses 13
Section 13.1 Strike Prohibited .............c.oovivvieriiiiiiiireniriicicietese e eeteetesstesseesesesesssessessssnsssses 13
Section 18.2 Prohibition of Union Participation ..............cceeveeeveeriericireeniiieiiieseeeeeeeeeseeseseeseens 13
Section 18.3 Union Liability and DULY ...........c.occoeviieeiiiiiiicreeeeceeerceeeeeieee et seeseee s sesssenne 14
Section 18.4 Discharge for VIolation ............cccooeivrecniniiiiniiinniececceeereste e ev e nee 14
Section 18.5 INO LOCKOUL......c..ccvveerrrereteeceeceectreiesieeaeeebe e evecsbe st eessestesssessesnsessessnsessesssesssessesssesesnes 14
Section 18.6 Employer's Judicial Remedies ............c.coeovrrreeririniirneecenereneee et sseseesesene 14
ARTICLE 19 RESOLUTION OF IMPASSE....cccuciiiiiiimenseisneersensseressassesssmsassssssssnnssssesensnssssssens 14
ARTICLE 20 LAYOFFS coiiieitiiiticcesinerernnssertrsnmnssssasssnssnssseiisisnsssssesssssessesssssnsssresnsnsssssnnansssasses 14

il



ARTICLE 21 ENTIRE AGREEMENT - SAVINGS CLAUSE ......ccoiniiiininninnsisssesmreannnenennes 15

Section 21.1 ENtire AGreeIENt .........ccccccverueririreeerenirireereseeseeesssssesessestssessessessssessessesssensensessessssnees 15
SeCtiON 21.2 SAVIIZS ......ccvevirirriieiiiiieinteeir ettt sttt ettt e et e st ssas s b asasatsbessssessessensssessensasessensons 15
ARTICLE 22 DURATION OF AGREEMENT .......ccccccuniiirnsensssssssssnsnens S — 15
SeCtion 22.1 DUFAHON ......ccoveviriiiiriinerientreeireteeteesteeste st ste e reessaessssesesssssrssesessnsessessesesssesensonsasesnens 15
Section 22.2 Continuing EffEct ..........c.cccvriiiininiiinnrneenteeeesrere e s et es s seaes 16
POLICIES AND PROCEDURES........cccueteueressessssessssssssssssssssasssssssassssssssmsssasssasssssssesssassssssens 17
POLICY #1 SATISFACTORY PERFORMANCE: ........coeteeineenieinnie e v ssess e ssaenes 17
POLICY #2 EXCEPTIONAL PERFORMANCGE ...........comiiiereeeternseseesensens s reneescssessseas 18
POLICY #3 PLACEMENT OF NEW EMPLOYEES.........ooooeeeeeteeeeerecerereet st 18
POLICY #4 POSITION RECLASSIFICATION ..ot ssesiessssssssss s ssssssenas 18
POLICY #5 PROMOTIONAL POLICY .....oeieeereeercetesessesee e ressssssesessssesssssesssesssssssssssenseones 18
GRADES ...ttt e s ras st ss b s s s b s s s s s s sa s bbb sesba s et n s s esssesasasesasaesensaanas 18
SENIORITY LIST AS OF 4/08/2015.......cccccccrmmrmrsnssnssansssnssasessanssnssssssssssssssssesssssssnsssassssssnse 20
APPENDIX “A” HEALTH CARE PLANNING COMMITTEE .....cccconmnsemnninrsermnmsesmnnsnsssnsnsnannns 22
MEMORANDUM OF UNDERSTANDING 27

1ii



AGREEMENT

This Agreement made and entered into by and between the CHIEF JUDGE of the Fifteenth
Judicial Circuit (hereinafter also referred to as "Employer") and lllinois Fraternal Order of
Police, Labor Council (hereinafter also referred to as "Union") and their successors assigns on
behalf of employees in the collective bargaining unit set forth in Article 2 hereof.

ARTICLE 1 PURPOSE

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 lllinois, 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;

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

ARTICLE 2 RECOGNITION

-
The Employer recognizes the Union as the sole and exclusive representative for the purposes
of collective bargaining, pursuant to the “lllinois Public Employees Labor Relations Act’, as
amended, 5 ILCS 315/l et.seq., (hereinafter also referred to as the “Labor Act”) over wages,
hours, and other terms and conditions of employment for the following a Court Services

Employee classifications:

Included: All full-time Aduit Probation Officers, Juvenile Probation Officers, Office
Clericals employed by the Employer at Rochelle and Oregon offices and

Focus House.

Excluded:  Chief Managing Officer, Case Load Supervisor, Director of Focus House,
all Managerial, Supervisory and Confidential, employees and all other
employees, including all other employees at Focus House.



Expressly excluded from the aforesaid bargaining unit are food service employees, seasonal,
part-time employees operating under a grant program, part-time office clericals, supervisor,
confidential, and management classifications and employees as defined by the Labor Act. The
Employer shall not negotiate nor make collective bargaining agreements during the life of this
Agreement with any individual employee(s) in the bargaining unit.

ARTICLE 3 MANAGEMENT RIGHTS

Except as 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
and his agents retain all the management rights and prerogatives they had prior to signing this
Agreement either by law, custom, practice, usage, or precedent, to manage and control the
judicial system in the Counties. Such rights and prerogatives include, but are not limited to the

following:

a) to plan, direct, control, manage, determine, and set standards for all functions,
operations, and services of the Judiciary;

b) to establish the qualifications for employment and to employ employees;
c) to determine and establish reasonable rules of conduct and work rules:
d) to determine and establish work schedules and assignments;

e) to hire, promote, transfer, demote, evaluate, reassign, supervise, direct, schedule
and assign employees to positions and to create, modify and eliminate positions
within the Judiciary subject to the grievance procedure;

f) to take disciplinary actions against non-probationary employees for just cause;

g) to establish reasonable work and productivity standards and to amend such
standards;

h) to lay off employees because of lack of work or funds or other legitimate reasons, or
to change or eliminate methods, equipment, and facilities for the improvement of

operations;
i) to determine the size and composition of the work force;

j) to determine the methods, means, organization, and number of personnel by which
such operations and services shall be provided;

k) to take whatever action is necessary to comply with State and Federal law;
[) to maintain the efficiency of Judiciary operations and services;

m) to take whatever action is necessary to carry out the functions of the Judiciary in
emergency situations; and



n) to setits overall budget

The parties agree that this Agreement has been entered into with the intent that its provisions
should be interpreted so as to fully respect the constitutional authority and duties of the

Judiciary. '
ARTICLE 4 NEW CLASSIFICATIONS AND VACANCIES

Where the Employer finds it necessary to create a new job classification, the work of which
falls within the scope of the bargaining unit the Employer and Union agree to jointly petition the
State Labor Board to seek the necessary unit clarification. If the inclusion of a new position
classification is agreed to by the parties or found appropriate by the Labor Board, the parties
shall negotiate as to the proper pay grade for the classification. If no agreement is reached
within thirty (30) calendar days from the date its inclusion was determined, the Union may
appeal the proposed pay grade to the 3™ step or the grievance procedure. The Chief Judge
shall determine the reasonableness of the proposed salary grade in relationship to:

a) The job content and responsibilities attached thereto in comparison with the job
content and responsibilities of the position classifications in the Employer's work

force;

b) Like positions with similar job content and responsibilities within the labor market
generally;

c) Significant difference in working conditions to comparable position classifications.

The pay grade originally assigned by the Employer shall remain in effect pending the decision.

If the decision of the Chief Judge is to increase the pay grade of the position classification,
such rate chance shall be applied retroactive to the date or its installation. Upon installation of
the new position classification, the filing of such position classification shall be in accordance

with the procedures of this Agreement.

ARTICLE 5 NON-DISCRIMINATION

Section 5.1 Equal Employment Opportunity
The Employer will continue to provide equal employment opportunity for all employees and

develop and apply equal employment practices.

Section 5.2 Prohibition Against Discrimination
Both the Employer and the Union agree not to illegally discriminate against any employee on
the basis of race, sex, creed, religion, color, age, national origin, political preference, disability,

or marital status.

Section 5.3 Union Membership or Activity

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 employee because of lawful Union membership or non-

membership activity or status.




ARTICLE 6 DUES DEDUCTION AND FAIR SHARE

Section 6.1 Dues Deduction

Upon receipt of proper written authorization from an employee, the Employer shall deduct each
month Union dues in the amount certified by the Treasurer of the Union from the pay of all
employees covered by this Agreement, who, in writing, authorize such deductions. Such
money shall be submitted to the Treasurer of the Union within thirty (30) days after the
deductions have been made. Said deductions will be terminated upon the employee’s written
request. The Union 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

Atrticle.

Section 6.2 Fair Share
Any present employee who is not a member of the Union shall be required to pay a fair share

(not to exceed the amount of Union Dues) of the cost of the collective bargaining process and
contract administration in pursuing matters affecting wages, hours, and other conditions of
employment, but not to exceed the amount of dues uniformly required of members. All
employees hired on or after the effective date of this Agreement and who have not made
application for membership shall, on or after the thirtieth (30) day of their hire, also be required

to pay a fair share as defined above.

The Employer shall, with respect to any employee on whose behalf the Employer has not
received a written authorization as provided for above, 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 Union on the tenth (10) day of the month following the
month in which the deductions made, subject only to the following:

a) The union has certified to the Employer that the affected employee has been
delinquent in his obligation for at least (30) days;

b) The Union 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
Article, and that the employee has been advised by the Union of his obligations
pursuant to this Article and of the manner in which the Union has calculated the fair

share fee;

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

Section 6.3 Indemnity
The Union shall indemnify the Employer for any actions or claims brought against the

Employer for actions taken by the Employer under this Article in reliance on certifications by
the Union.




ARTICLE 7 UNION RIGHTS

Section 7.1 Union Access with Notification

A representative at the Union shall have reasonable access to the Employer for the purpose of
conferring with the Employer and/or employees, and for the purpose of administering this
Agreement. When the Union representative enters a court services office for this purpose, he
or she shall first advise the Supervisory of the office or his or her designee, prior to contacting
other employees. Such visits shall not unreasonably interfere with the operation of the
Employer. Not withstanding the foregoing, an employee who may be subject to disciplinary
action for any impropriety has the right to ask for a Union representative to be present at any

pre-disciplinary meeting.

Section 7.2 Bulletin Boards
The Employer shall provide a bulletin board in each office which shall be used for the purpose

of costing Union notices. Such bulletin boards shall be placed conspicuously and at places
readily accessible to workers in the course of employment.

ARTICLE 8 SENIORITY

Section 8.1 Definition
Unless otherwise defined herein, seniority shall, for purposes of this Agreement, be defined as
an employee’s length of continuous full-time service with the Chief Judge since the employee’s

last date of hire.

Section 8.2 Probationary Period

Newly hired employees shall be considered probationary during the first six (6) months of their
employment with the Court Services Department. Employees who have been promoted to new
positions in Court Services shall serve a six (6) month probationary period in said new position.
The employer may, at its discretion, extend the employee’s probationary period an additional
60 days. When extended probation period is successfully completed pay increase to be retro

to end of original probation period.

Section 8.3 Seniority List
The Employer and Union shall agree upon a seniority list setting forth the present seniority

dates for all employees covered by this Agreement which shall become effective on 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 the Agreement becomes
effective. Disputes as to seniority listing shall be resolved through the grievance procedure.

The initial list shall be attached hereto.

Section 8.4 Termination of Seniority
Seniority shall be terminated when an employee:

a) resigns or otherwise quits;
b) leaves employment with the Chief Judge to be employed in another office within the County;

c) is discharged for just cause;
d) retires



e) is laid off pursuant to the provisions of the Applicable Agreement for a period of twenty-four (24)
months;

f) is absent for three (3) consecutive scheduled work days without proper notification or
authorization;

g) fails to return to work at the conclusion of an approved leave of absence

Section 8.5 Seniority While on Leave

Employees will continue to accrue seniority credit for all time spent on authorized unpaid leave
of absence up to three (3) months; provided, that if the purpose of the leave is to take other
employment, seniority credit will not continue to accrue. Vacation, sick leave, holidays and
other similar benefits will not be earned while on unpaid leave of absence.

Section 8.6 New Classification

Any new classification proposed by the Employer and agreed to by the Union following all
procedures of the Agreement, shall be offered to the most senior employee with regards to
qualifications and it shall be equally offered to all present employees first regardless of

seniority.

ARTICLE 9 HOURS OF WORK

Section 9.1 Work Week
Employees of Court Services are required to work a total of thirty-five (35) hours per week. A

daily time sheet will be kept by each employee of this department.

Section 9.2 Overtime
Employees shall receive overtime compensation for all authorized overtime hours. Overtime

shall be calculated at a rate of 1 hour for each hour worked between thirty-five (35) and forty
(40) hours in a work week and at one and one-half times (1+1/2) hours for each hour worked in
excess of forty (40) hours in a work week and shall be paid or taken as compensatory time,
employee choice. Employees may notify the Chief Managing Officer of their preferred method
of compensation for overtime (payment or comp time). Any compensatory time earned shall be
taken at a time convenient to the employee and consistent with the FLSA. Employees shall
give notice of their intent to use compensatory time off. Except in cases of emergency or
unless otherwise agreed, such notice shall be equal to the number of days/hours the employee
is requesting to take. All use of compensatory time shall be subject to the approval of the
Chief Managing Officer or his/her designee which shall not be unreasonably denied.
Compensatory time may be accumulated up to forty-nine (49) hours, after which comp time
accumulated in excess of forty-nine (49) hours will be assigned to a time mutually agreed to by
the employee and the Employer. Compensatory time remaining on November 1% of each year
shall be paid out in cash to the employee by December 1% of each year, except that
employees shall be allowed to “carry over” up to fourteen (14) hours of compensatory time
into the new year, provided the employee makes notification to the Employer by November 1%
of each year. Paid vacation and holiday, on which the employee works, shall be counted as
hours worked for purposes of calculating overtime but not sick leave.

Section 9.3 Overtime Authorization

All overtime worked in accordance with the above provisions must be authorized by the Chief
Managing Officer or Caseload Supervisor. Overtime shall be given to an employee for such
services actually performed with proper authorization. Overtime will be given for any standby
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or on-call duties. Any covered member who is required to work a DUI Victim Impact Panel shall
be compensated fifty dollars ($50) in accordance to this Section.

ARTICLE 10 HOLIDAYS

Subject to the administrative authority of the lllinois Supreme Court, the paid holidays shall be
those designated by the Chief Judge of the Fifteenth Judicial Circuit pursuant to Administrative
Order. In no case shall the number of paid holidays be less than thirteen (13) in number. If the
number of paid designated holidays is ordered below thirteen (13), employees shall receive
one (1) paid floating day off for every day less than the designated thirteen (13) holidays

Probation Officers assigned to the Focus House must request the holiday off a minimum of two
(2) weeks prior to the holiday in writing using the time off request form to their supervisor.
Whenever possible, per staffing coverage needs, Management will grant or deny the holiday
time requested. If the Probation Officer is denied the holiday time off they shall be
compensated for the holiday along with eight (8) hours of compensatory time. If more than one
(1) Probation Officer requests the holiday off, the request will be granted in order of which they
were received. Management will use their best efforts to fill the schedule with part-time and
full-time staff for the holiday, before placing Probation Officers on the schedule to work the

holiday.
ARTICLE 11 VACATIONS

Section 11.1 Vacation Leave
All full-time employees covered by this Agreement shall be entitled to vacation as follow,

subject to the eligibility requirements in Section 11.2 of this Article:

LENGTH OF CONTINUOUS SERVICE DAYS OF VACATION
6 Months 5
1 Year 10
3 Years 15
6 Years 20
10 Years 22
15 Years 25

Section 11.2 Vacation Eligibility
No employee shall be entitled to any vacation, or pay therefore, until he or she has been on

the payroll for a continuous period of at least six (6) months and has satisfactorily completed
his or her probationary period. Vacation with pay will not be granted before vacation time has
been earned. Individual anniversary dates will be used to calculate the amount of vacation to

which each employee will be entitled.

Section 11.3 Vacation Pay
All vacation pay will be paid at the employee’s regular rate of pay and will be based upon a
thirty-five (35) hour workweek. Up to eight (8) days of vacation time maybe carried over each

year.




Section 11.4 Vacation Requests
Employees shall give notice of their intent to use vacation. Except in the case of an

emergency or unless mutually agreed otherwise, such notice shall be equal to the number of
days the employee is requesting to take and all vacation use shall be subject to the approval of
the Chief Managing Officer or his/her designee. The Employer shall have the right to alter any
vacation schedule if he or she deems it to be in the best interest of the Department to do so.

ARTICLE 12 SICK LEAVE

Section 12.1 Sick Leave
Employees shall accumulate sick leave as shown below. Employees shall not be pald for

accumulated sick leave when they separate from employment.

YEARS OF SERVICE ANNUAL ACCUMULATION MAXIMUM SICK LEAVE ACCRUAL

Start through 1 Year 6 days 6 days
Over 1 Year 12 days Unlimited

Section 12.2 Use of Sick Leave
Sick leave may be taken for:

a) personal iliness or disability;

b) illness of a member of the employee’s immediate family (children, parents
or spouse) living in the employee’s household who require the employee’s

personal care and attention;
c) enforced quarantine including while off duty; and,

d) medical /dental appointments or needs

Section 12.3 Sick Leave Abuse Sanctions

For the purposes of the provisions contained in this Article “abuse” of sick leave is the
utilization of such reasons other than those stated in Article 12, Section 12.2. In case of the
abuse of such sick leave, the employee shall not be paid for such leave taken nor shall the
employee accrue any rights such as seniority or other rights. “Abuse” of sick leave shall
subject the employee to disciplinary action pursuant to the terms of this Agreement. All
employees agree to cooperate fully with the Department in verifying illness.

ARTICLE 13 LEAVES OF ABSENCE

Section 13.1 Bereavement Leave

Employees may be granted up to five (5) days leave with no loss of pay because of the death
of the employee’s spouse, domestic partner, child, or parent. Employees may be granted up to
three (3) days leave with no loss of pay because of the death of the employee’s stepchild,
step-parent, sister, brother, mother-in-law, father-in-law, grandchild, grandparent, or anyone
who raised the employee fro childhood. One (1) day leave may be granted because of the
death of an aunt, uncle, niece, nephew, or cousin. One day with pay may be granted for a
military funeral in which an employee is an official participant. In the event of lengthy travel or
for the deaths of other than the immediate family, vacation days, compensatory time or sick
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leave to a maximum of three (3) days may be used, subject to the operating needs of the
~ Department. Written proof of relationship, death and/or funeral location may be required by the
Employer prior to final approval of such leave. This leave shall be non-accumulative.

Section 13.2 Unpaid Leave

Unpaid leave of absence may be granted by the Chief Managing Officer to employees who
have used their sick leave for continued sickness or disability or for other good causes shown
by the employee. The length of an unpaid leave of absence is at the discretion of the Chief
Managing Officer, but may be granted with the goal of maintaining department services.
Anyone hired to fill a vacancy created by a leave of absence granted under this section shall
be informed as to the duration of their employment. No permanent employment status is
conferred on a person hired to replace a continuing employee on leave of absence. Vacation
time shall be granted on the basis of time employed, not counting the leave of absence, but no

vacation time shall be granted for time on leave.

Section 13.3 Jury Duty Leave
Should an employee of the Probation Department be called for jury service, it shall be granted
as paid leave. Any pay received for jury service must be returned to the Probation Department.

Any reimbursement for mileage may be retained by the employee.

Section 13.4 Other Leaves
Employees shall be covered by the Family Medical Leave Act (FMLA), Victims Economic

Security and Safety Act (VESSA) and the lllinois Family Military Act (IFMLA) in accordance
with Ogle County policy.

Section 13.5 Personal Days
Each employee shall receive three (3) personal days per calendar year usable for personal

reasons. There shall be no carry over or pay for unused personal days.

ARTICLE 14 WAGES

Section 14.1 Probation Officers

Probation officers shall be paid in accordance with the below compensation schedule, policies
and procedures as approved by the AOIC. In the event that the current probation officer
compensation schedule for the Fifteenth Judicial Circuit is changed so as to increase salaries,
—such changes shall be made applicable to the below schedule and to the salaries of the

officers in this bargaining unit.

AS OF 12/01/14
GRADE | MIN MED MAX
Prob. 3112217
32678.28 | 40846.79 | 51270.40
36028.13 | 45035.17 | 54042.20
37829.98 | 47287.49 | 56744.98
39720.82 | 49651.04 | 59581.24
41706.86 | 52133.58 | 62560.29
43792.21 | 54740.26 | 65688.33
45981.82 | 57477.30 | 68972.76
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AS OF 12/01/15
GRADE | MIN MED MAX
Prob. 31589.01
33168.45 | 41459.49 | 52039.46
36568.55 | 45710.70 | 54852.84
38397.43 | 47996.80 | 57596.15
40316.63 | 50395.80 | 60474.96
42332.46 | 562915.58 | 63498.69
44449.09 | 55561.36 | 66673.66
46671.55 | 568339.46 | 70007.35

N[O O | JWwIN =

AS OF 12/01/16
GRADE | MIN MED MAX
Prob. 32062.84
33665.98 | 42081.38 | 52820.05
37117.08 | 46396.36 | 55675.63
38973.40 | 48716.75 | 58460.09
40921.38 | 51151.74 | 61382.08
42967.45 | 53709.31 | 64451.17
45115.82 | 56394.78 | 67673.76
47371.62 | 59214.55 | 71057.46

~N O o | OO [N |-

All Probation Officers shall receive a three percent (3%) wage increase on December 1 of
each year for three (3) years beginning December 1, 2014. Probation Officers shall receive
retroactive wages on all hours paid to December 1, 2014 on a separate check.

Section 14.2 Support Staff
Support staff shall be paid in accordance with the below compensation schedule.

NAME 12/01/2014 12/01/2015 12/01/2016
Debra Bihiman $43919.40 $45236.98 $46594.09
Bonita Miller $31277.72 $32216.05 $33182.53
Bonnie Moore $22645.17 $23324.53 $24024.27

In the event that the current support staff job level classification plan for Ogle County is
changed so as to increase salaries, such changes shall be made applicable to the salaries of
the support staff in this bargaining unit. The Employer agrees support staff covered by this
Collective Bargaining Agreement, will be placed into the Job Level Classifications no less then
the minimum levels (1)-(2)-(3) and (4) as established and in accordance with the provisions in
this Section. The Employer may place an employee covered by the Agreement above the
minimum wage rate in any of the levels denoted in this Section with agreement by the Union.

All Support Staff shall receive a three percent (3%) wage increase on December 1 of each
year for three (3) years beginning December 1, 2014. Support Staff shall receive retroactive
wages on all hours paid to December 1, 2014 on a separate check.
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Effective December 1, 2014 the Memorandum of Agreement dated June 14, 2004 regarding
support staff training, and the Memorandum of Agreement dated February 24, 2005 regarding
support staff vacation shall continue in effect as written through November 30, 2015 for all
support staff covered by this Labor Agreement. Both Memos shall expire on December 1,

2015.

Effective December 1, 2015, all support staff covered by this Labor Agreement shall receive
five (5) flex days on December 1 of each year and continuing which must be used during the
fiscal year as paid time off. There shall be no carry over or pay for unused flex days.

Section 14.3 Vehicle Allowance
Any employee using a personal vehicle for the use of official business, such as home visits, to

pick-up and/or deliver evidence and supplies, etc., shall be reimbursed at the current maximum
rate allowable by Ogle County or Federal Law, whichever is higher

Section 14.4 Tuition Reimbursement

Effective 12/01/10 the County shall reimburse employees up to a maximum of five-hundred
dollars ($500.00) per semester toward tuition and books providing class is specifically related
to employee's job, and CMO in each case has given prior approval. Payment shall be made as
soon as practicable and at such time as employee has shown CMO that class has been
successfully completed. Probation Officers shall receive an additional one hundred fifty dollars

($150.00) yearly stipend for required training purposes.

Section 14.5 Focus House On-Call Duties

All probation officers assigned to focus house shall have 6 yearly "on call” duties. As part of the
routine assignment, Supervising personnel serve as a back up to the system. They are used on a
case by case basis for consultation. A yearly schedule shall be completed by the employees to
cover the "on call". Any disputes shall be resolved by the Director with seniority being the deciding
factor. Any non-probation officer or probation officer not currently on the rotation wishing to
participate in the on-call rotation must first be approved by one of the following; Director of
Focus House, Associate Director of Focus House, Director of Court Services, or Deputy
Director. After approval from one of the above named positions, the person applying shall then
be approved by a vote from the participating probation officers of the on-call rotation.
Probation officers currently on the rotation shall have first choice to choose scheduled
weekends on an annual basis. Probation officers also may elect to trade or forfeit their
weekend in accordance with the current policy. Any open weekend shall be available to the
approved non-probation officers/or new probation officers. Any disputes between non-
probation members for open weekends shall be settled by seniority.

The normal on call rotation begins at 2:00 p.m. Friday (following the termination of school) until
8:00 a.m. on Monday morning. Personnel are required to provide four hours of services, which
can be on-site work, conducting home visits, or both. Aside from this, they must be available
by phone to consult with program staff. In the event of a crisis (re: runaway) the on call may
determine that they must go back into the facility to assist. This is based on individual
judgments and not a requirement of this assignment. A ceil phone and vehicle (with radio) is

assigned to the on-call personnel.

For a standard weekend the rate of "on call" pay is thirty-five dollars ($35.00) for Friday,
seventy dollars ($70.00) for Saturday or Sunday equaling one hundred seventy-five dollars
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($175.00). This reimbursement is set as Friday being a half a day; Saturday and Sunday are
full days. In the event of a three-day weekend (holiday) or major holidays where facility staff
would be off the on call rotation is implemented. Staff are paid an additional fifty dollars
($50.00) for each twenty-four (24) hour period covered. For a standard weekend, money
remains the same. The officer will be given four hours of compensation time in addition to
payment. This compensation time will be used in the week following the served as scheduled
by the director or designee. An additional forty dollars ($40.00) will be paid for the
inconvenience of being on-call for major holidays. Major holidays are defined by Management
as: Thanksgiving, Christmas Day. New Years Day, Easter, Labor Day, Memorial Day and July

4th.

Section 14.6 Uniforms
All clothing identifying the Employer shall be supplied by the Employer up to three (3) shirts per

year.

Section 14.7 Longevity Adjustment
Upon completion of service indicated below, all covered members shall receive a longevity

bonus payable on a separate check each anniversary date effective December 1, 2014 in
accordance with the following schedule:

Years of Service Completed Longevity Pay
5 years $500
10 years $750
15 years $1000
20 years $1250
25 years $1500

ARTICLE 15 HEALTH AND WELFARE

Section 15.1 Health Insurance
The County shall provide group health insurance plan coverage as provided pursuant to the

terms of Section 15.4. The County will pay seventy-five percent (75%) of the premium or
premium equivalent and the employee will pay the remaining twenty-five percent (25%) for the
following types of coverage offered: a) employee; b) employee plus one (1) dependent c)
employee plus two (2) or more dependents. 4

Section 15.2 Disability
The Employer shall maintain the health insurance to any employee who is on disability up to a

maximum of thirty (30) months.

Section 15.3 Retiree Insurance

The Employer shall begin to contribute fifty percent (50%) of the cost of single health insurance
coverage through the Ogle County policy when an employee retires after at least meeting the
minimum age and time statutory requirement of their pension fund, or retires on a duty related
disability pension. This contribution shall continue until the employee reaches the age at which
Medicare coverage begins. An employee who collects a pension through IMRF shall have fifty

percent (50%) of the cost of premiums paid by the Employer.
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Section 15.4 Health Care Planning Committee

The County and the Union agree to be parties to an Agreement creating the Joint
Labor/Management Health Care Planning Committee of Ogle County, and agree that the
health care planning committee shall have the authority to review the current health insurance
program and to investigate and develop alternatives to that program. The committee is
charged with the administration of the Ogle County Health Plan and is empowered by all
participating bargaining units and Ogle County to make collective decisions regarding the
benefits, coverage levels and premiums. During the term of the Health Care Planning
Committee Agreement (Attached as Appendix “A”: Health Care Planning Committee), 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 concerning other terms for health care coverage

or benefits, except as may be provided in said Agreement.

ARTICLE 16 DISCIPLINE

Section 16.1 Termination and Disciplinary Action

The Employer shall not discharge or suspend any employee except for just cause. The
Employer agrees to apply the principles of progressive discipline where applicable and hereby
declares an intent to utilize written reprimands when appropriate prior to the use of suspension
or discharge. For discipline other than oral reprimands, before final notification to the employee
of the contemplated measure of discipline to be imposed, the Employer will inform the
employee involved of the reason for such contemplated disciplinary action. Employees shall
have the right to Union representation if so requested by the employee. The employee and the
Union representative shall be given the opportunity to rebut or clarify the reasons for such
discipline. Where appropriate, a reasonable extension of time for rebuttal purposes will be
allowed when requested. Both the Union and the employee shall be notified of disciplinary
action. Such notification shall be in writing and reflect the specific nature of the offense and

directions to the employee for future behavior.

Section 16.2 Principles of Progression
Disciplinary action or measures may include the following:

a) Oral Warning-documented b) Written Reprimand c) Suspension d) Discharge

ARTICLE 17 GRIEVANCE PROCEDURE

Section 17.1 Grievance Procedure

Should a difference arise between the Employer and the Union as to the meaning or
application of this Agreement or discipline implemented, it shall be settled in accordance with
the Grievance Procedure as set forth below. Oral reprimands may be grieved, but not

arbitrated.

STEP 1: Immediate Supervisor
Any employee having a grievance shall first raise the matter with his or her immediate
supervisor. If it is not settled at that time, the grievance shall be reduced to writing, signed by
the grieved employee and submitted to the Chief Probation Officer. Any grievance not
submitted in writing to the Chief Probation Officer within five (5) working days of the
occurrence giving rise to the grievance shall be considered automatically closed.
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STEP 2: Chief Probation Officer J

The written grievance shall be discussed between the Steward and/or grievant and the Chief
Probation Officer. The Chief Probation Officer shall give his or her written decision within five
(5) working days of the meeting at which the grievance was discussed. In the event the Chief
Probation Officer does not respond within this time frame, the grievance shall be automatically

appealed to the next step.

STEP 3: Chief Judge ]

In the event the grievance is not settled in Step 2, the grievance shall be submitted in writing to
the Chief Judge within five (5) working days of receipt of the written decision in the previous
step. A meeting will be held between the Chief, Steward and/or the grievant, the Chief
Probation Officer, and the Chief Judge. Either party may have outside representatives present
at this meeting. The Chief Judge shall give a written decision within five (5) working days of the
meeting. In the event the Chief Judge does not respond within this time frame, the grievance

shall be automatically appealed to the next step.

L

STEP 4: Arbitration |

If the matter is not resolved in Step 3, the Union shall have the right within twenty (20) working
days after receipt of the written decision in Step 3 to request the matter be submitted to an
impartial arbitrator, pursuant to the rules and regulations of the Federal Mediation and
Conciliation Service. The decision of the arbitrator shall have no power of authority to change,
alter, or amend, add to or subtract from the terms of this Agreement. Costs of the arbitrator

shall be shared equally by the Employer of the Union.

Section 17.2 Time Limits
Any grievance not appealed from a decision in one of the Steps in the above procedure and

taken to the next Step, as prescribed, shall be considered settled on the basis of the last
answer and not subject to further review. ‘

Section 17.3 Settlements

An Agreement reached between the Employer and the Union is binding on all employees
affected and cannot be challenged by an individual.

ARTICLE 18 NO STRIKE - NO LOCKOUT

Section 13.1 Strike Prohibited
No employee shall engage in any strike, sit-in, slowdown, cessation or stoppage or interruption
of work, boycott, sympathy strike, or other interference with the operations of the Employer

during the term of this Agreement.

Section 18.2 Prohibition of Union Participation

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

action.
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Section 18.3 Union Liability and Duty

In addition to any other liability, remedy or right provided by applicable law or statute, should a
strike, sit-down, sit-in, slowdown, cessation or stoppage or interruption of work, boycott,
sympathy strike, or other interference with the operations of the Employer occur, the Union,

within twenty-four (24) hours of a request by the Employer shall:

A. Advise the Employer in writing that such action by the employees has not been called
or sanctioned by the Union.

B. Notify employees of its disapproval of such action and instruct such employees to
cease such action and return to work immediately.

C. Post notices at Union bulletin boards advising that it disapproves of such action and
instructing employees to return to work immediately.

Section 18.4 Discharge for Violation
The Employer may discharge or discipline any employee who violates this Article and the

Union will not resort to the Grievance Procedures on such employee's behalf.

Section 18.5 No Lockout
The Employer agrees that it will not lock out employees during the term of this Agreement.

Section 18.6 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 19 RESOLUTION OF IMPASSE

If in any case of a dispute between the Employer and the Union, the collective bargaining
process reaches an impasse with the result that said Employer and Union are unable to effect
a settlement, then the dispute or impasse shall be resolved according to the provisions of the
lllinois Public Labor Relations Act of 1986 or as may be revised from time to time.

ARTICLE 20 LAYOFFS

The Employer shall determine whether layoffs are necessary. "Layoff* means a reduction in
the work force ordinarily due to reasons of lack of work, lack of funds, reorganization, or the
elimination of a position. In the event it becomes necessary for a layoff, the Employer shall
meet with the designated Union representative thirty calendar (30) days prior to the effective
date of the proposed layoff. At such meeting the Employer shall submit a list of the number of
employees in the Probation Department bargaining unit scheduled for layoff, their names,
seniority, job titles, and work locations.

Layoffs of regular unit full-time employees shall be strictly by seniority within the following two
(2) employee groups: adult/juvenile probation officers, and support staff. Management
reserves the right to determine within which employee group or groups’ layoffs shall occur.
Prior to the laying off of any regular employee, probationary and temporary employees within
the unit classifications shall be terminated. Employees to be laid off will receive at least
fourteen (14) calendar days advance notice of the layoff. When the Employer fills old unit
positions, or newly created unit jobs, employees on layoff status will be reinstated in order of
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their seniority, provided they have satisfactorily completed their probationary period of
employment, for any unit position which they are qualified to hold before new job applicants
are considered. Recall rights shall last for the length of two (2) years. This Probation
Department bargaining unit is considered to be independent of, and not subject to, any
County-wide, interdepartmental transfer, resuiting from a layoff in any other unit.

ARTICLE 21 ENTIRE AGREEMENT - SAVINGS CLAUSE

Section 21.1 Entire Agreement

This Agreement, upon ratification, supersedes all prior practices and Agreements, whether
written or oral, unless expressly stated to the contrary herein, and constitutes the complete and
entire Agreement between the parties. The Employer and the Union, for the duration of this
Agreement, each voluntarily and unqualifiedly waives the right, and each agrees that the other
shall not be obligated to bargain collectively with respect to any subject matter referred to or
covered in this Agreement, excluding impact or effects bargaining as a result of the Employer's
exercise of its rights as set forth herein on wages, hours or terms and conditions of
employment. In so agreeing, the parties acknowledge that, during the negotiations which
resulted in this Agreement, each had the unlimited right and opportunity to make demands and
proposals with respect to any subject or matter not removed by law from the area collective
bargaining, and that and opportunity are set forth in this Agreement.

Section 21.2 Savings
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.

ARTICLE 22 DURATION OF AGREEMENT

Section 22.1 Duration

Except as provided below, this Agreement, when approved and signed by the appropriate
authorities for and on behalf of the Employer and the Union shall be in full force and effect from
December 1, 2014, to November 30, 2017, and thereafter from year to year unless written
notice of the desire to modify the Agreements is served by either party upon the other more
than sixty (60) days but less than one hundred twenty (120) days prior to the above date of

termination or the anniversary of any renewal period hereof.
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Section 22.2 Continuing Effect
In the event written notice is given by either party in accordance with Section 22.1 above, this

Agreement shall continue to remain in effect after the expiration date while negotiations or
Resolution of impasse are continuing for a new Agreement or part thereof between the parties.
Wages shall neither be increased or decreased during such interim period

FOR THE EMPLOYER: FOR THE UNION:

f@ — d4)n)is g{m« UQ«n«M li3] 1S
Ronald M. Jacobson I TDate Shawn Roselieb Date
Chief Judge ILFOP Labor Council, Field Representative
Fifteenth (15) Judicial Circuit . : )

) M Mllew — 4#]13]15

Bonita Miller Date
Steward

P v/ — Y43 i
Briah Peterson Date
Steward

\Ledgy oy [ 4N3[15
Kelsey Gilliam "Date

Steward

YWis

Bpencer Morrissey Date
Steward

16



PROBATION COMPENSATION SCHEDULE
15th JUDICIAL CIRCUIT

POLICIES AND PROCEDURES

The purpose of this document is to set policies and procedures for the implementation of a
salary schedule to include all professional personnel, excluding administrative staff, in the

Fifteenth Judicial Circuit.

Salary increases will be based upon employee performance, both satisfactory and/or
exceptional in nature, and length of service. Annually the entire schedule shall be moved
forward (1.5%) one and one half percent. This amount shall be paid to each employee as a
satisfactory performance adjustment and will be paid even if an employee is at the top of his or

her grade.

Employees will be driven through the compensation schedule for performance on an annual
performance evaluation and years of satisfactory performance. There will be separate
evaluation instruments for line staff and for management personnel.

The Chief Managing Officer or Caseload Supervisor shall do the performance evaluations of
line staff. The Chief Circuit Judge or his designee shall do the performance evaluations of the
CMOs of the circuit while the CMO shall do the performance evaluation of supervisory staff.
Movement in salary levels will be considered each year by the CMO or the Chief Judge of the
Circuit in coordination with the completion of the individual performance evaluations and every
attempt shall be made to match the time of the annual evaluation to the county's budget

preparation period.

The actual scores needed to receive a raise and the break-down of those scores are as
follows:

No Increase - Below 650

Satisfactory Performance Adjustment - A 650-(1% ) one percent added t@
wage ‘

Exceptional Performance- 751-900 Points: ($500) five hundred dollar(bonus
901-1000 Points: ($1000) one thousand dottaFsenus

When earned, the (1%) one percent increase shall be added to the employee’s base wage on
December 1 of each cal ear. Bonuses earned shall be payable on December 1 of each

calendar year on § separate check.

'POLICY #1 SATISFACTORY PERFORMANCE:

Providing an employee's performance is determined to be satisfactory, the employee will be
granted an increase on an annual basis within his/her grade limitations. All salary adjustments
in the 15™ Judicial Circuit will be governed by the county's annual fiscal year which
commences on December 1 and terminates November 30. New employees with less than one
(1) year service prior to the commencement of a fiscal year will not experience an increase
unless approved by the CMO or the Chief Judge. The increase in salary earned on an annual

basis for satisfactory performance will be (1%) one percent. Performance evaluations will be
17



prepared by the CMO- and Caseload Supervisor during November of each calendar year. All
raises will be effective and payable on December 1 of each year. In no event will an employee
receive any increase in pay if his/her performance is deemed unsatisfactory by the

performance evaluation.

POLICY #2 EXCEPTIONAL PERFORMANCE

An employee may receive a bonus on an annual basis if the employee's performance is
determined to be exceptional. All bonuses are based upon the Performance Appraisal System.
These bonuses also will take effect and be payable on December 1 of each year and will be
paid even though an employee may be at the top of his/her grade.

POLICY #3 PLACEMENT OF NEW EMPLOYEES

New employees will initially be placed on the schedule as a resuit of their occupational
qualifications. Some of these qualifications are previous experience, and educational
background. In no case, however, should a new employee be placed higher than the midpoint

of his or her respective beginning grade.

POLICY #4 POSITION RECLASSIFICATION

Any reclassification of a position on the compensation schedule must be approved by the
Administrative Office of the lllinois Courts, Probation Division as part of the department's

annual or supplemental plan.

POLICY #5 PROMOTIONAL POLICY

When an employee is promoted to a higher grade, the employee will minimally be placed in the
step that is equal to his/her present salary. If the employee's present salary is not represented
in the grade, an employee should receive the minimum of the new grade. At management's
discretion, an employee may be placed at any level in the new grade which exceeds the
minimum or exceeds the employee's present salary level providing the adjusted level does not
represent more than a 10% increase in the employees’ present salary, unless approved by the

Chief Judge.
GRADES

In order to implement the above policies and procedures, the compensation plan must have
sufficient latitude to allow for proper initial placement as well as continued growth with the idea
in mind of providing the employee some type of incentive for doing a good job. Therefore, the
schedule that we are adopting will consist of 7 grades. An employee whose performance is
deemed less than satisfactory shall not receive a raise in pay for satisfactory performance.

Grade #1: Probation Officers

Grade #2: Probation Officers with (5) five years of service with no less than a satisfactory
performance evaluation

Grade #3: Probation Officers with (7) seven years of service with no less than a satisfactory
performance evaluation
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Grade #4. Probation Officers with (9) nine years of service with no less than a satisfactory
performance evaluation

Grade #5: Probation Officers with (12) twelve years of service with no less than a satisfactory
performance evaluation

Grade #6: Probation Officers with (15) fifteen years of service with no less than a satisfactory
performance evaluation

Grade #7: Probation Officers with (17) seventeen years of service with no less than a
‘satisfactory performance evaluation
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OGLE COUNTY PROBATION DEPARTMENT

SENIORITY LIST AS OF 4/08/2015

PROBATION OFFICERS (UNION)

Brian Peterson
Adult Probation Officer
Employment date: 07/09/90

Rebecca Moser
Juvenile Probation Officer/Focus House
Employment date: 03/12/01

Jennifer Roser
Juvenile Probation Officer/Focus House
Employment date: 08/01/01

Michael Jones
Juvenile Probation Officer
Employment date: 09/01/01

Beverly Chapman
Adult Probation Officer
Employment date: 06/01/04

Matthew Schiltz
Juvenile Probation Officer/Focus House
Employment date: 07/15/04

Kelsey Gilliam
Juvenile Probation Officer
Employment date: 08/01/06

Joe Shaw
Adult Probation Officer
Employment Date: 04/16/07

Brigette Beckman
Adult Probation Officer
Employment date: 03/31/08

Dustin Seeley
Adult Probation Office
Employment date: 01/03/11

Spencer Morrissey
Juvenile Probation Officer
Employment date: 12/16/13
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Kade Connell »
Juvenile Probation Officer/Focus House
Employment date: 09/01/14

Katherine Holmes

Juvenile Probation Officer/ Focus House
Employment date: 12/08/14

SECRETARIES (UNION)

Debra Bihiman
Secretary
Employment date: 09/01/87

Bonita Miller
Secretary
Employment date: 12/01/98

Bonnie Moore
Secretary (Focus House)
Employment date: 06/23/14
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APPENDIX “A”

HEALTH CARE PLANNING COMMITTEE

AGREEMENT FOR JOINT LABOR/MANAGEMENT
HEALTH CARE PLANNING COMMITTEE
COUNTY OF OGLE

WHEREAS, the County of Ogle offers a program of group health care coverage to its
employees and retirees and their dependents through a self-funded arrangement; and

WHEREAS, the parties to this Agreement, as set forth below in Paragraph 1, after having met,
discussed and evaluated the operation and structure of the previous Health Care Planning
Committee, herein “the Committee”, have mutually agreed to changes in the structure and

operation of the Committee; and

WHEREAS, a consensus has been reached among the Board of the County of Ogle, the
exclusive representatives of the County employees pursuant to the lllinois Public Labor
Relations Act, County Employees not so represented by an exclusive representative, and the
retired County employees who patrticipate in the County of Ogle Employee Health Benefit Plan,
and the Administration of the County, that a Joint Labor/Management Health Care Planning
Committee (hereinafter “Committee”) appears to be the most effective option for dealing with
the problem of maintaining quality health care, for the County employees and retirees, 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 Ogle
lllinois Fraternal Order of Police Labor Council
Teamsters 722

2. Each of the parties hereby agrees to the Health Benefit Plan attached hereto and
incorporated herein as set forth in Attachment 1.

3. The plan as described in Attachment 1 shall continue in force as the County of Ogle 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 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 1 may be modified only upon 75% or
3/4 vote of the total number of members of the Committee. The modified Plan will then be put
into effect, unless 75% or 3/4 of the total number of County Board members vote not to
approve the Committee’s modification to the plan within sixty (60) calendar days of the vote by
this Committee to modify the Plan. As an example, 9 members of a 12 member committee
would be required to vote for a change in order to modify the provisions of the Plan. In order to
reject the modifications, 18 of the 24 County Board Members would have to vote, at the same

22



board meeting, within 60 days of the committee recommending the change, to reject the
modifications.

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 subgroup within its structure who would have the ultimate 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 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
concerning 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.

et

Changes in the cost sharing of health insurance premiums between each labor group and the
County of Ogle may be bargained individually by the parties as provided by law, or established
by the County Ogle for those non-represented employees or retirees.

The parties agree that should any dispute concerning 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 (7 10 ILCS 51 1 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 Service (FMCS) submit a panel list of seven (7) arbitrators, all with
National Academy of Arbitrators (NAA) credentials. The representatives of the parties shall
meet within ten (10) days of their receipt of this list from FMCS and engage in a mutual striking
process to select an arbitrator. Each party shall have the right to reject one entire list, provided
such rejection occurs within five (5) days of the receipt of the list. The parties shall alternatively
strike a name from the list until there is 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 Oregon, lllinois, on mutually 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
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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.

6. 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 concerning
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 Ogle. It is further
understood and agreed that this Agreement does not represent a collectively bargained
agreement between the County and Elected Official and its non-represented employees nor
between the County of Ogle and the retired employees of the County, 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.

7. The Health Care Planning Committee shall be composed of twelve (12) regular members
appointed by the parties as follows:

a. Three (3) members of the County Board;

b. Three (3) elected officials or department head, all of which must be participants in the
plan, and at least one of which must have unionized employees:

c. Three (3) employees represented by the FOP;

d. One (1) employee that is a member of a bargaining unit represented by the Teamsters;
and

e. Two (2) non-union employees of which one shall be appointed by the FOP and the
other shall be appointed by the Teamsters.

Members of the Committee shall be appointed for a term to be determined by the committee
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. If it
becomes necessary to 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.

8. The Committee shall determine its own internal structure, including arrangement for
subcommittees and co-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 establish its long-term and short-term goals, as well as reasonable
benchmarks for measuring the progress toward achieving those goals. The Committee shall
revise and update its current mission and established goals within six (6) months of execution
of this Agreement and present the revised mission and goals to the County Board for review
and discussion. On an annual basis no later than December 1 of each calendar year, the
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Committee co-chairs will present to the County Board an analysis of the condition of the
County’s health plan including but not limited to cost, plan design, plan costs as compared to
external market comparisons, the performance of the plan measured against the revised
mission, goals, and benchmarks established by the Committee’'s members. Each committee
meeting whether, regular, special, or subcommittee, shall follow an official agenda prepared
and distributed at least forty eight (48) hours in advance of said meeting. Agenda items for
consideration may be placed in writing by any member on the Committee; however only items
placed upon the official agenda shall be discussed during any committee meeting. Other items
not on the agenda may be only discussed, in a non-binding fashion, if approved by the majority
of those members in attendance. Official agendas shall be prepared by the Committee co-
chairs through input from the Committee members.

The Committee co-chairs will report the activities of the Committee to the Ogle County Board
monthly in the appropriate meeting forum, whether it be closed or open session of the County
Board, depending upon the nature of the report. The minutes of all regular and special
Committee meetings shall be posted on the Committee’s web site or employee bulletin boards.

9. The Committee shall meet monthly on a regular basis, preferably on an established regular
meeting date. The Committee may meet more frequently if needs require. Additional meetings
may be called as necessary at the direction of the co-chairs. Special meetings 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 notice to the members. Working
days shall be defined as days that the Ogle County Courthouse is open for business. In order
for a quorum to be present at a regular meeting, at least 51 % of the overall Committee
membership shall be in attendance. If an emergency meeting is necessary.in the opinion of the
co-chairs, the 10-day notice requirement can be waived. However, in order for a quorum to be
determined to be present at an emergency meeting, at least 1 member from each represented
bargaining unit and county administration shall be in attendance.

10. Employees who are on duty shall be granted time off work to attend Committee and sub-
committee meetings and be paid at the appropriate rate when attending said meetings. There
shall be no compensation paid by the County for attendance at meetings when employees are

not on duty.

11. The Committee staff shall be selected and appointed from available qualified County staff.

12. The paﬁies agree that for the term of this agreement, the existing fund balance in the
County Health Insurance Fund shall be utilized in an effort to control costs for all parties to the
plan. The Health Care Planning Committee shall develop a program for utilizing the fund

balances.

13. The parties agree that the importance of a strong program to improve health and promote
wellness of plan participants cannot be underestimated in providing for a high quality of life for
plan participants as well as controlling costs in the long-term for the plan. Accordingly, the
Committee agrees that it will set aside funds each year in it's planning for health plan

expenses to provide for a pro-active Wellness program.

14. In the event that, after reasonable effort, the Health Care Planning Committee is unable to
reach agreement or the health care plan is not approved by the County Board and the parties,
the Health Care Planning Committee may be dissolved upon three or more parties to the

agreement providing written notice of intent to withdraw from' participation to the Committee
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Co-Chairs. Should fewer than three parties to the agreement request to dissolve the
Committee, the committee shall continue with full participation from all parties to the
agreement. 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 plan shall remain unchanged as of the date of dissolution.

15. It is understood and agreed that the County of Ogle, being a County, that this Agreement
and all actions, procedures, and processes under this Agreement are subject to all of the
statutes and ordinances governing the conduct of Counties, 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 of any other party.

16. This Agreement shall remain in full force and effect for a period of four (4) 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 notice on the others of their wish to modify or

terminate this agreement.

In the event that such notice is served, all parties to this Agreement agree to meet within thirty
(30) days to begin good faith negotiations for a successor agreement. If no agreement can be
reached within ninety (90) days after the parties begin good faith negotiations, the parties
agree to request the services of a mediator through the Federal Mediation and Conciliation
Service (FMCS) in an attempt to reach resolution in the dispute. If no agreement can be
reached with the assistance of a 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 shall 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 plan shall remain

unchanged as of the date of dissolution.
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