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PREAMBLE

This collective bargaining agreement is entered into between the County of Cook and the Sheriff of Cook
County, joint employers of employees covered by this Agreement (hereinafter collectively referred to as
the “Employer”) and the Metropolitan Alliance of Police, Chapter 507 (hereinafter referred to as the
“Union”). It is the purpose of this Agreement to achieve and maintain harmonious relations between the
Employer and the Union, to establish wages, hours, terms and conditions of employment, and to provide
for equitable and peaceful adjustment of differences over the inferpretation and application of this

 Agreement.

ARTICLE 1
RECOGNITION

Section 1.1 Representative Unit: _
The Employer recognizes the Union as the sole and exclusive representative for all employees of the

Employer in the job classification of Telecommunication Supervisor.

Section 1.2 Union Membership:
The Employer does not object to Union membership by its employees and believes certain benefits may

inure from such membership. For the purpose of this Section, a telecommunications supervisor shall be
considered to be a member of the Union if he/she timely tenders the dues and initiation fee required as a
-condition of membership. The Union, as exclusive bargaining agent, will be given an opportunity to meet
new telecommunications supervisors to present the benefits of Union membership at which time the

Union may give such employees a copy of this Agreement.

Section 1.3 Dues Check-off:
Upon receipt of a written and signed authorlzatmn form from a Telecommunications Supervisor, the

Employer shali deduct the amount of Chapter dues and initiation fees, if any, set forth in such form and
any authorization increase therein, and shall remit such deduction along with a list of the names of
Telecommunications Supervisors from whom deductions have been made and the amounts of such
deductions each pay period to the Metropolitan Alliance of Police at the address designated by the
Chapter in accordance with the laws of the State of Illinois, within thirty (30) calendar days after close of
the pay period for which the deductions are made. The Chapter shall advise the Employer of any increase

in dues, at least thirty (30) days prior to its effective date on an annual basis.

Section 1.4 Fair Share:
During the term of this Agreement, covered employees who are not members of the Union shall,

commencing thirty (30) days after the effective date of this Agreement, pay a fair share fee to the Union
for collective bargaining and contract administration services tendered by the Union as the exclusive
representative of the employees covered by this Agreement. Such fair share fee shall be deducted by the
Employer from the earnings of non-members and remitted to the Union each month. The Union shall
annually submit to the Employer a list of the employees covered by this Agreement who are not members




of the Unjon and an affidavit which specifies the amount of the fair share fee, which shall be determined

in accordance with the applicable law.

Section 1.5 Religion Exemption:
Employees who are members of a church or religious body having a bona fide religious tenet or teaching

which prohibits the payment of a fair share contribution to a union shall be required to pay an amount
equal to their “Fair Share” of Union dues, as described in Section 4, to a non-religious charitable
organization mutually agreed upon by the Union and the affected employees as set forth in Section 6(g) of

the Illinois Public Labor Relations Act.

Section 1.6 Indemnification: _
The Chapter shall indemnify and hold harmless the Joint Employer, its elected representatives, officers,

administrators, agents and employees from and against any and all claims, demands, actions, complaints,
suits or othet forms of liability (monetary or otherwise) that arise out of or by reason of any action taken
or not taken by the Joint Employer for the purpose of complying with the provisions of Section 1 of this
Article, provided that the claim is not initiated or prosecuted by the Joint Employer. ‘

ARTICLE TI
EMPLOYER AUTHORITY

Section 2.1 Employer Rights: :
The Union recognizes that the Employer has the full authority and responsibility for directing its

operations and determining policy. The Employer reserves unto itself all powers, rights, authority, duties
and responsibilities conferred upon it and vested in it by the statutes of the State of Illinois, and to adopt
and apply all rules, regulations and policies as it may deem necessary to carry out its statutory
responsibilities; provided, however, that the Employer shall abide by and be limited only by the specific

and express terms of this Agreement, to the extent permitted by law.

Section 2.2 Emplover Obligation:
The Union recognizes that this Agreement does not empower the Employer to do anything that it is

prohibited from doing by law.

Section 2.3 Union and Emplover Meetings Regarding Health Care:

For the purpose of maintaining communications between labor and management in order to cooperatively
discuss issues respecting health care coverage for all County employees, each Local Union, the County
and members of bargaining units not covered by this Agreement shall meet as needed, upon written
request by either party, through designated representatives. Meetings shall be scheduled on a date no later
than thirty (30) days following either party’s request. Bach Local Union shall designate not more than
one (1) representative to the Health Care/Management Commiitee. The County, through its Office of
Risk Management, shall prepare and submit an agenda to the other parties at least one (1) week prior to
the scheduled meeting, which agenda shall address, among other things, issues raised by each Local
Union to the Office of Risk Management. The date and location for such meetings shall be established by
the Office of Risk Management taking into account the scheduling concers of all County bargaining

units.



Section 2.4 Inteerity of the Bargaining Unit:
Non-bargaining unit employees shall not be permitted to perform bargaining unit work exocept in

emergency situations, in training situations where a supervisor or management personnel is teaching or
instructing an employee, or where bargaining unit members are unavailable through no fault of the
employer to perform required work other than with normal absenteeism and vacations, or where
circumstances exist which are out of the ordinary and beyond the control of the employer. However, it is
expressly understood and agreed that no outside agency shall perform Sheriff Telecommunication

supervisor work.

If mon-bargaining unit employees repeatedly perform bargaining umt work, this issue shall immediately

be grlevable at the second step of the grievance procedure.

- This provision shall not apply to Telecommunicators serving in an “Acting Supervisor” capacity.

Section 2.5 Union and Employer Meetings:
For the purpose of conferring on matters of mutual interest which are not appropriate for consideration

under the grievance procedure, the Union and Employer agree o meet periodically through designated
representatives at the request of either party and at mutnally agreed upon times and locations. The Union
and Employer shall each designate not more than two (2) representatives to a Labor- Management

committee for this purpose.

ARTICLE III
HOURS OF WORK AND OVERTIME

Section 3.1 Purpose of Article:
The provisions of this Article are intended to provide the basis for caleulating overtime compensation,

and shall not be construed as a guarantee of hours of work per day or days per week or pay i place
thereof, or as a limitation upon the maximum hours per day or per week that may be required. - _

Section 3.2 Regular Word Periods:
- The normal work week shall consist of forty (40) hours in a seven (7) day work week (Sunday through

- Saturday), with two (2) or more consecutive days off.

Days off shall be according to one of two schedules, “Schedule A” and “Schedule B.” Normal days off
for employees on Schedule A shall be Thursday and Friday, with Saturdays and Sundays off every other
weekend. Normal days off for employees on Schedule B shall be Mondays and Tuesdays with Saturdays
and Sundays off every other weekend.

For telecommunications

The work-day is defined as actual hours worked in a 24-hour period.
supervisors, a work-day shall consist of one of three ten-hour watch shifts. The work-day for

telecommupications supervisors shall be one of the following watch shifts:



First Watch: 2200 - 0800 hours
Second Watch: - 0600 - 160 hours
Third Watch: 1400 - 0000 hours

The Union shall be notified at least thirty (30) days in advance of the effective date of any change in the
hours worked or work schedules from those existing as of the date of execution of this Agreement.

Section 3.3 Compensatory Time and/or Overtime Compensation:

A

Employees may be assigned to.overtime work provided that such overtime shall be limited to
either emergency conditions which cannot be deferred and which cannot be performed with the
personnel available during normal work hours, or because of an abnormal peak load in the

activities of the institution or department.

An Employee shall be paid one and one-half times the average of the employee’s regular
hourly rate (including any differential) for all hours worked in excess of regularly assigned
workday, or over forty (40} in any regular work week. Employees shall not be laid off from their

regular scheduled hours of work to avoid payment of overtime.

The Employee may request and the Employer may, in lieu of overtime pay, grant compensatory
time off at the rate of one and one-half hours for each hour of overtime worked. All denials of a

request shall be accompanied by an explanation.

Effective fiscal year 1998 (December 1,1997) at the employee's option, overtime will be made in
the form of compensatory time off or pay so long as there is sufficient money in the overtime

budget.

An Employee may “bank” up to 240 hours (6 weeks) of compensatory time. All overtime hours
worked above this limit must be compensated for in accordance with subsection B of this section.

An Employee terminating employment with the County shall be paid for nonsed compensatory
time in accordance with the Fair Labor Standards Act (FLSA).

The Employer shall allow employees to take accrued comnpensatory time off within a reasonable
period after making the request when such time off does not unduly disrupt the

operation of the office.

In an emergency situation an employee shall be able to take accrued compensatory time off
without coming into work to stamp a time card. This access to compensatory time off shall not be

denied in a capricious, arbitrary or discriminatory manner.

Compensatory time off may be used in time blocks of one (1) hour or more at a time mutually
agreed to between the employee and his’her supervisor. .



Payment for overtime work shall generally be in the next pay period following the pay period
in which the overtime was worked. However, when the overtime account runs short and the”
Sheriff must go the County Board for transfer'approval of additional funds to cover worked
overtime, the Sheriff will notify the Union of the current state of the overtime and will report

when the Board is to approve the additional overtime.

Section 3.4 Overtime Work Distribution:
It is the intent of the partws that overtime will be distributed equitably among the employees in the

bargaining unit.

Section 3.5 Lunch Breaks:
~ When a watch commander approves employees’ time cards because of shortages on the shift, those

employees shall receive 1.5 hours overtime in licu of unch. Management shall not over-ride the decision
of the watch commander by later denying the overtime after the employees have already given up their

lunch.

An employee must work at least 5 hours of the shift to carsi a % hour lunch and 6 hours of the shift to carn

an hour’s lunch.

Section 3.6 Acting Director: .
Any bargaining unit employee who is qualified and required to perform the duties of an acting director

shall be compensated an additional ¥ hour if they perform as an acting director for four (4) or less hours
and additional one (1) hour if they perform as an acting director for more man four (4) hours.

ARTICLE IV
SENIORITY

Section 4.1 Definition of Seniority:
For purposes of determining the order for shift, vacation bidding, layoff and recall, “promotional

semiority,” which is measured from the employee’s date of promotlon to the rank of Telecommunications

Supervisor, shall be utilized.

For all other purposes, “seniority” shall refer to seniority based on the employee’s original date of hire.

Section 4.2 Termination of Seniority:
An employee’s seniority and employment relat1onsh1p with the Employer shali terminate upon the

occurrence of any of the following:

A Resignation or retirement;

- B. Discharge for just cause;



Absence of three (3) consecutive work days without notification to the Employer during such
period of the reason for the absence, unless the employee has an explanation acceptable to the

Employer for not furnishing such notification;

D.  Failure to report to work at the termination of leave of absence or vacation, unless the employee.
has an explanation acceptable to the Employer for such failure to report for work;

Absence from work because of layoff or any other reason for six (6) months in the case of an
employee with less than one (1) year of service when the absence began or twelve (12) months in
the case of all other employees except that this provision shall not apply in the case of an
employee on an approved leave of absence, or absent from work because of illness or injury

covered by the duty disability or ordinary disability benefits;

Failure to report to work upon recall from layoff within ten (10) work days after notice to report
for work is sent by registered or certified mail or by telegram, to the employee’s last address on

file with the Personnel Department of the Employer;

G.  Engaging in gainful employment while on an authorized leave of absence, unless permission to
engage in such employment was granted in advance by the Sheriff in writing.

Section 4.3 Seniority List; '
On December 1 and June 1 of each year the Employer will furnish the Union a list showing the name,

number, address, classification, last hiring date and promotion date of each employee, and whether the
employee is entitled to seniority or not. The Sheriff shall post a similar list without employee addresses
on bulletin boards designated for employee notices. Within thirty (30) calendar days after the date of
posting, an employce must notify the Employer in writing of any error in his/her last hiring date as it
appears on that Iist or it will be considered correct and binding on the employee and the Union for that
period of time. The Employer will furnish the Union monthly reports of any changes to such list, -

At least quarterly, the County on behalf of the Union covered by this Agreement, shall notify the Union in

writing of the following personnel transaction involving bargaining unit employees within each

department and on a work location basis: new hires, promotions, demotions, check-off revocations,

_ layofts, re-employments, leaves, returns from leave, suspensions, discharges, terminations, retirements
- and Social Security numbers. The Union shall, upon request, receive such information on compuier

tapes, where available.-

Section 4.4 Promotion and Shift Assignment:
Supervisors shall bid, by promotional seniority, in November of each year for Watch and Day off Key.

Bidding for vacations shall be conducted in December of each year. Bidding for shlft assignments shall

become effective January 1 of each year.

Section 4.5 Layoff and Recall:
Should the Employer determine that it is necessary to decrease the number of employees; the employees

to be laid off shall be removed in mverse order of seniority.
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Employees and the Union shall be given notice thercof at least thirty (30) days prior to the effective date.
Employees laid off as a result of this procedure shall be subject to recall in order of seniority before new
employees are hired i the classification held by them at the time of the reduction in force. '

For the purposes of layoff, ties in seniority shall be broken by using the employee’s Cook County LD.
number. The Employer, upon request shall meet with the Union concerning the impact on employees

- resulting therefrom.

Section 4.6 Job Postings:
When job openings or vacancies occur within the bargaining unit in a particular department, or when new

positions are created, the Sheriff will post a notice on all bulletin boards where notices tc employees.are
normally posted. These postings will be for a period of (10) working days.

Tnterviews for the position shall be held Wxthm reasoriable time of the last day of postmg The positions
shall be filled within 60 days of the last interview.

Employees who are awarded the new position shall move to their new position as soon as possibie

thereafter.

ARTICLE V
' RATES OF PAY

Section 5.1 Rates of Pay:
Effective January 1, 2011, Telecommunications Supervisors shall receive the monthly salary provided for

their respective grade and length of service in the job classification Grade 19, as set forth in Appendix A.
Telecommunications Supervisors will be increased to the appropriate step upon completion of the

required length of service in the classification.

The salary grades and steps applicabie to this bargaining unit shall be increased as follows during the term

of this agreement:

Effective with the first full pay period on or after Januwary I, 2011, bargaining unit employees
shall be placed at the appropriate step of the Grade 19 wage schedule.

Effective with the first full pay period, on or after;

Tune 1, 2012 3.75%

The Employer and MAP 507 agrees that if doring the term of this Agreement the Employer enters into
any new agreement with the Electronic Monitoring Technicians, Vehicle Service Men, and Radio
Dispatchers, providing for increased wages, that the Employer shall immediately apply such provisions

automatically to this Agreement.

Wages are refroactive to January 1, 2011,



ARTICLE VI
HOLIDAYS

Section 6.1 Designation of Holidays: _
The following days are hereby declared holidays except in emergency and for necessary operations, for

employees in the bargaining unit:

1. New Year’s Day '  January 1%

2, Martin Luther King’s Birthday Third Monday in Januvary

3. - Lincoln’s Birthday February 12° _

4, President’s Day Third Monday in Febmary

5. Pulaski Day First Monday in March

6. Memorial Day Last Monday in May

7. Independence Day © July 4% |

8. Labor Day First Monday in September
9 Columbus Day Second Monday in October

10. Veteran’s Day November 11%

11. Thanksgiving Day 4® Thursday in November

12. Christmas Day _ December 25®

It is the intent of the Employer that all employees be granted twelve (12) holidays, or equivalent paid days
off per year. Each holiday is paid and treated as an eight hour day. In addition to the above, any other
- day or part of a day shall be considered a holiday when so designated by the Board of Commissioners,

In addition to the foregoing holidays, employees shall be credited with one (1) floating holiday on
December 1 of each year, which may be scheduled in accordance with the procedures for vacation
selection. The floating holiday is also paid and treated as an eight (8) hour day. If an emiployee elects not
. to schedule said day as provided above, the employee may request io use histher floating holiday at any
+ time during the fiscal year. Requests shall not be unreasonably denied. If an employee is required to
work on a scheduled floating holiday by the Employer, the employee shall be entitled to holiday pay.

‘Section 6.2 Holiday in Vacations: . ‘
If a holiday falls within an employee’s scheduled vacation, such employee, if otherwise eligible, will be

carried holiday.

Section 6.3 Eligibility: _ ,
To be eligible for holiday pay, an employee must satisfy each of the following requirements:

‘(&  The employee must have worked the regularly scheduled number of hours on the last
schedule day before and the first scheduled day after the holiday, unless the

employee has a reasonable explanation for failing to report.



(b)  The employee must have worked at least forty (40) hours during the pay period in
which the holiday occurs unless the employee was on vacation or paid sick leave

during such period.
ARTICLE VII
VACATIONS

Section 7.1 Vacation Leave:
All bargaining unit employees, who have completed one (1) year of service with the Employer shall be

granted vacation leave with pay for periods as follows:

Anniversary Days of Maximum
Of Employment Vacation - Accumulation
1% thru 6% 80 hours 160 hours
7% thru 14" 120 hours 240 hours
15® and beyond : 160 hours 320 hours

Employees must be in a pay status for a minimum of ﬁve ) days in & bi-weekly pay petiod to accrue .

time in that period.

Employees may usé‘ only such vacation leave as has been earned and accrued provided; however, the forty
(40) hours of the initial vacation allowance may be allowed after the first six (6) months of service. The
County or Sheriff officials may establish the time when the vacation shall be taken.

Any employee of the County of Cook who has rendered continuous service to the City of Chicago, the
Chicago Park District, the Forest Preserve District, the Metropolitan Sanitary District of Greater Chicago
and/or the Chicago Board of Education shall have the right to have the period of such service credited and
counted for the purpose of computing the riumber of years of service as employees of the County for
vacation credit only. All discharges and resignations not followed by reinstaternent within ope (1) year
shall interrupt continuous service, and shall result in the loss of all prior service credit. Credit for such
prior service shall be established by filing, in the Office of the Comptroller of Cook County, a certificate

of such prior service from such former place or places of employment.

Any Cook County Employee who is a re-employed veteran shall be credifed with working time for the
years of his absence pursuant to the County’s military leave policy. :

Employees on the one hundred thirty (130) Extra and Overtime Account will not receive any fringe
benefits.

Section 7.2 Vacation Preference and Scheduling:
Selection and scheduling of vacation days shall be done by a blddmg process on ‘the basis of the

employee’s watch and seniority and shall be performed in December of each year.




ARTICLE VIII
WELFARE BENEFITS

Section 8.1 Hospitalization Insurance;
The County agrees to maintain the level of employee and dependent health benefits in accordance with

Appendix C.

The provisions of this section shall be subject to a re-opener of the nggotiations of this section effective
November 30, 2012. Upon the request of either party, the terms of this section and Appendix C shall be
negotiated by the parties. The parties agree that they will begin negotiations within thirty (30) days.of
notice by either party of the desire to re-open the negotiations.

Section 8.2 Sick Leave: : ‘
Telecommunications Supervisors shall accrue sick leave with pay at the rate of eight (8) hours each

month. Accruals will be carried out in accordance with the bi-weekly payroll system. Employees must
be in a pay status for a minimum of five (5} days in a pay period to accrue time in that period. Accrued
sick leave will carry over if employees change offices or Départments within the County as long as there

is mo break in service longer than thirty (30) days.

Sick leave may be accumulated to equal, but at po time to exceed, one thousand four hundred hours, at the
rate of 96 hours per year. Reécords of sick leave credit and usage shafl be maintained by each office,
department, or institution. Severance of employment shall terminate all rights for the compensation
hereunder. The amount of leave accumulated at the time when a sick leave begins shall be available in
full, and additional leave shall conitinue to accrue while an employee is using that already accnmulated.

Sick leave may be used in accordance with Cook County policy. Sick leave may not be used as another
way to take time off with. pay and may not be used to extend an approved leave of absence.

After five (5) consecutive days a doctor’s certificate as proof of illness will be required. Such employees
also may be required to undergo examination by the Employer’s physician before returning'to work. All
time used shall be charted to the employee. In the event that an employee will be off for more than forty
(40) hours, the employee will furnish the Employer with a doctor’s statement as soon as possible and will
keep the Employer informed as to when he/she anticipates returning to work. :

For health related absences of less than five (5) consecutive days, a doctor’s statement or proof of illness
will not be tequired except in individual irstances where the Sheriff has sufficient reason to suspect that
the individual did not have a valid health reason for the absence. If indjcated by the nature of a health
related absence, examination by the Employet’s physician may be required to make sure that the

employee is physically fit for return to work.

If in the opinioxi of the Employer, the health of an employee warrants prolonged absence from duty, the
employee will be permitted to combine his/her vacation, sick leave, compensatory time and personal
days. In the event a bargaining unit member is unable to report for work due to illness or injury, he/she .
must inform the Watch Commander at least two (2) hours prior to their designated start time.
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Section 8.3 Disability Benefits:
Employees incutring any occupational illness or injury will be covered: by Workers’ Compensation

insurance benefits. Employees injured or sustaining occupational disease on duty, who are off work as
result thereof shall be paid Total Temporary Disability Benefits pursuant to the Workers’ Compensation
Act. Duty disability and ordinary disability benefits- also will be paid to employees who are participants
in the County Employee Pension Plan. Duty disability benefits are paid to the employee by the
Retirement Board when the employee is disabled while performing work duties. Benefits amount to
seventy-five percent (75%) of the employee’s salary at the time of injury, and begin the day after the date
the salary stops. Ordinary disability occurs when a person becomes disabled due to any cause, other than
injury on the job. An eligible employee who has applied for such disability compensation will be entitled
to receive, on the thirty-first (31st) day following disability, fifty percent (50%) of salary, less an amount
equal to the sum deducted for all annuity plirposes. The first thirty (30) consecutive days of ordinary
disability are compensated for only by the use of any accumulated sick pay and/or vacation pay credits
unless the employee and the Employer otherwise agree. The employee will not be required to use sick
time and/or vacation time for any day of duty disability, All of the provisions of this Section are subject

to change in conjunction with changes in State laws. ‘

The Sheriff shall write a letter to the Pension Board requesting that the bargaining unit employees under
this contract be covered under I0D or On Duty Injury time wherein the first 30 days during which an
employee is away from work shall be paid by the County’s time and not the Employee’s. ,

Section 8.4 Life Insurance: .
All employees shall be provided with life insurance in an amount equal to the employee’s annual salary

(rounded to the next one thousand dollars ($1000)), at no cost to the employee, with the option to
purchase additional insurance up to a maximum of the employee’s annual salary, No life insurance shall

be offered through the County’s HMO plans.

Section 8.5 Pension Plan:
Pension benefits for employees cov
‘Compiled Statutes, as amended.

ered by this Agreement shall be as mandated under the linois

Section 8.6 Dental Plan; :
All employees shall be eligible to participate, at no cost to them, in the dental plan in accordance with

Appendix C. No dental coverage shall be offered through the County’s HMO plans.

Secﬁon 8.7 Vision Plan: ,
All employees shall be eligible to participate, at no cost to them, in the vision plan in accordance with

Appendix C. No vision coverage shall be offered through the County’s HMO plans.

Section 8.8 Hospitalization — New Hires:
All new employees covered by this Agreement shall be required to enroll in the County HMO plan of

their choosing, such enrollment to be effoctive from the date of hire through the expiration of the first full

health plan year following such date of hire.
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Section 8.9 Flexible Benefits Plan:
All employees shall be eligible to participate, at no cost to them, in a flexible benefits plan to be

established by the County. Such plan shall include segregated IRS accounts for child care and expenses.

- Section 8.10 Employe¢ Assistance Program:
The Employer has established an Employee Assistance Program (“EAP”) fo function as a professional

diagnostic and referral service forremployees. This program is designed to deal comprehensively with
any personal problems of employees that affect their physical or mental bealth and which may have a
negative impact on their work productivity. It is understood that EAP is not intended {o be a substitute or

alternative to disciplinary action, when such action is warranted.

Section 8.11 Insurance Opt Out:
The Employer agrees to pay $800.00/year (up from $650.00/year) to eligible employees who'

opt-out of the Employer’s health benefit program. The $800.00 will be paid in one lump sum at
the beginning of cach fiscal year. Prior to opting-out of such program, the employee must
demonstrate to the Employer’s satisfaction that he/she has alternative healthcare coverage. Any
employee electing to opt-out of the Employer’s health benefit program may request that in lieu
of a payment to the employee, this amount be credited to a medical flexible spending account.
Eligible employees who lost their alternative healthcare coverage may enroll in or be reinstated
to the Employer’s health benefit program. Covered employees may not opt-out if their spouse or

domestic partner 1s also County employees.

Section 8.12 Doctor’s Statement:
An employee who has been off duty for five (5) or more consecutive medical days for any health reason

may be required to provide a doctor’s statement as proof of illness. The note will be sent via facsimile or
inter-department mail to the County medical offices upon refurning to work. If a release is required, the
employee will obtain a release from the County’s physician, prior to returning to work. :

ARTICLE IX
ADDITIONAL BENEFITS

Section 9.1 Bereavement Leave:

Excused leave with pay will be granted, up to three (3) days, to an employee for the funeral of a

A.
member of the employee’s immediate family or heusehold. Immediate family is understood to
include mother, father, husband/wife, child (including Step children and foster children),
brother/sister, grandchildren, grandparents, spouse’s parents and such people who have reared the
~ employee.
B. Any additional time needed in the event of bereavement may be granted consistent with the

operating needs of the facility from accumulated vacation, personal days or compensatory time

accuimulated by the employee.
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If an employee’s vacation is interrupted by a death in the immediate family, bersavement pay as
described herein shall be allowed, and such days will not be counted as vacation.

D, To quaiify for pay as provided herein, the employee may be required to provide satisfactory proof
of death, relationship to deceased, proof of residence in the employee's household and attendance

at the funeral.

Section 9.2 Maternity/Paternity Leave:
Employees shall be granted maternity or paternity leaves of absences to cover the period of pregnancy

and postpartum child care. The length of such leave in general, shall not exceed six (6) months, but may
be renewed by the Department Head.

Section 9.3 Jury Duty:
Approval will be granted for leave with pay, for any jury duty imposed. However, any
compensation, exclusive of travel allowance received, must therefore be turned over to the

County of Cook by said employee.

Section 9.4 Personal Days:
Employees will accrue personal days at the rate of 1.24 hours per pay period (bi-weekly). Two (2)

personal days may be used for observance of religious holidays prior to accrual, to be paid back in the
succeeding two (2) fiscal quarters. No more than four (4) personal days may be used in a fiscal year.

Personal days shall not be used as additional vacation leave, if the health of an employee warrants
prolonged absence from duty, the employee will be permitted to combine personal days, sick leave and

vacation leave,

Section 9.5 Requests for Time Off:
Requests for the use of accrued vacation time, compensatory time and/or personal time may be submitted

by the employee in person, thirty (30) days in advance, on a time card, to the on duty watch commander.
Requests for time off under twenty-nine (29) days in advance may be submitted by telephone to the on
- duty watch commander and shall be reduced to writing as soon as practicable. The on duty watch

- commander, upon receipt, will approve the time off request where manpower levels exceed the

minimums. Said requests will not be unreasonably denied.

ARTICLE X
LEAVES OF ABSENCE

Section 10.1 Regular Leave:
Leaves of absence without pay for employees shall be granted in compliance with the Rules and

Regulations of the Employer and applicable State and Federal law.

“Absence from Counfy service on leave without pay for périods in excess of thirty (30) calendar days, all
suspensions, time after layoffs for more than thirty (30) calendar days but less than one (1) year, and all
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absences without leave shall be deducted in computing total continuous service and will effect a change in
the anniversary date for seniority purposes other than promotional seniority.

Section 10.2 Seniority on Leave:
An employee on an approved unpaid leave of absence shall retain seniority, based both on hire date and

promotional date, but shall not accrue pension benefits or additional senicrity during such period (éxcept
as may be otherwise provided in the County’s Pension Plan). Employees shall, however, receive

retroactive increases for all time in which they were in pay status.

Section 10.3 Military Leave:
Employees who enter the armed services of the United States shall be entitled to all the re-employment

rights in accordance with Stafe and Federal laws.

An employee, who has at least six (6) months or more of continuous actual service and is a member of the
Illinois National Guard or any of the Reserve Components of the Armed Forces of the United States, shall
be entitled to leave of absence with full pay for limited service in field training, cruises, and kindred
recurring obligations. Such leave will normally be limited to eleven (i1) working days in each year or as

extended in accordance with Cook County Policy on Military Leave.

Section 10.4 Retention of Benefits:
An employee will not earn sick pay or vacation credits while on a leave of absence. An employes on a

leave of absence except for maternity or paternity leave will be required to pay the cost of the insurance
benefits provided in Article IX in order to keep these benefits in full force and effect during the period of
leave. Arrangements for payment of such costs through normal deduction or otherwise must be made

with the County’s Payroll office prior to departure on the leave.

For the failure to make such arrangements the County may cancel insurance benefits, which will be
reinstated upon the employee’s return to work, subject to such waiting period and other rules and

regulations as may be applicable to the insurance plan.

Section 10.5 Family Medical Leave Act:
Any employee granted a family and medical leave must use available benefit titne such as sick, vacation,

personal and compensatory time when invoking FMLA. Employee may not opt to be put into zero (0)
time status until all accrued benefit time has first been used when on an approved Family Medical Leave.

Section 10.6 Educational 1.cave:
Upon request, a leave of absence for a period not to exceed one (1) year may be granted to a full-time

employee with at least two (2) years of service, if operational needs allow, in order that the employee may
attend a recognized college, university, trade or technical school, or high school, provided that the course
* of instruction is logically related to the employee’s employment opportunities with the Employer. Such
leave shall not be arbitrarily or capriciously denied: Such leave may be extended for good cause and in

accordance with the operational needs of the Employer.
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Section 1.7 Veterans’ Convention: ‘
Any employee who is a delegate or alternate delegate to a National or State convention of a recognized

veteran’s organization may request a leave of absence for the purpose of aitending said convention,
providing, however, that any employee requesting a leave of absence with pay must meet the following

conditions:

The employee must be a delegate or alternate delegate to the convention as established in the by-

faws of the organization.

They must register with the credentials committee at the convention headquarters,

Their name must appear on the official delegate/alternate rolls that are filed at the State headquarters

of their organization at the close of the convention.

They must have attended no other convention, with a leave of absence with pay, during the fiscal

year.

The employee must produce, upon returning from the convention, a reg1strat1on card signed by a
proper official of the convention, indicating attendance.

Section 10.8 Approval of Leave: o
No request for a leave, as defined in Article XTI of this Agreement, will be considered unless approved by

the Sheriff or his designee. The Sheriff or his designee may withhold such approval, if, in his judgment,
such absence from duty at the particular time requested would interfere with the conduct of Employer
business. Approval of leaves of absence will not be unreasonably denied, providing that the reasons for
the leave are in conformance with the existing policies or applicable laws regarding leavos of absence.

Section 10.9 Use of Benefit Time:
Except where required by law, each employee covered by this Agreement shall not be required to use

accumulated time prior to going on an unpaid leave of absence, except for leave taken pursuant to the

Family and Medical Leave Act (“FMLA”).

Section 10.10 School Conference and Activity Leave: ‘
The Employer must grant an employee leave of up to a total of eight (8) hours during any school year in

increments of no less than one (1) hour, no more than four (4) hours of which may be taken on any given
day, to attend school conferences or classroom activities related to the employee’s child in accordance

with the School Visitation Rights Act, 820 ILCS 147/1 et seq.

~ ARTICLE XI
GRIEVANCE PROCEDURE

Section 11.1 Policy:
The purpose of this Article is to spemfy the method by which employees may present grievances and seek

redress.
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This policy shall apply to all bargaining unit employees without discrimination as to age, sex, marital
status, race, creed, color, national origin, disabﬂity» political affiliation or political activity.

All employees shall have right to file a gnevance and shall be assured freedom from coercion, restraint, or

repnsal

The term “Employer” as read throughout this procedure refers to both the County and the Sheriff as “Joint
Employets.” It is recognized that because a joint employer relationship exists, certain grievances are
appropriately answered by the clected official and others by County Admmlstratlon depending on the

subject matter of the grievance.

The Emplo;,fer is committed to fair employment practices and recognizes its responsibility to review and
make reasonable effort to resolve employees’ grievances.

An smployee is encouraged first to discuss the problem with their immediate supervisor. If the employee
feels the problem has not been satisfactorily adjusted as a result of this discussion, the employee may

advance review in accordance with this grievance procedure.

Section 11.2 Definition:
A grievance is a difference between an employee or the Chapter and the Employer with respect to the

interpretation or application of, or compliance with the provisions of this Agreement, the Employer’s

Rules, and Regulations or Disciplinary Actions.

All grievances shall be in writing and contain a statement of the facts, the provision(s) of the Agreement
which the Employer is alleged to have violated, and the relief requesied. Failure to provide all of the

above shall not be grounds for denial of the grievance.

A dispute between an employee (or his/her covered dependent) and the processor of claims shall not be
subject to the grievance procedure provided for in this Agreement. Employees shall continue to be
afforded an opportunity to present appeals of such msurance disputes to the County in person, and may
have Chapter representation at such proceedings. The County will endeavor to resolve such disputes with

the processor of claims.

Section 11.3 Grievance Meetings:
At each step of the grievance procedure, the appropnate Employer representative shall meet in

accordance with the time limits. The primary purpose of the meeting shall be for the purpose of
attempting to resolve the grievance. The Employer representative shall be willing, and shall have the
authority needed to engage in meaningful discussion for the purpose of resolving the grievance. There
shall be no tape recording of any grievance meetings except by mutual agreement. When the meeting
does got result in a resolution of the grievance, the Employer representative shall respond to the Chapter

in writing, within the time 11m1ts provided therein.
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A committee shall be established where the Employer and the Chapter shall meet to explore ways to
improve the effectiveness of the Grievance Procedure. An equal number of Employer and Chapter
representatives shall serve on said committee. In the case of Cook County, the committee shall not
contain more than eight (8) appointees from each party and in the case of the other employers ne more

than five (5) appomtees from each party.

The Employer and Chapter representatives to this Committee shall have the authorlty to reach agreement
on behalf of the parties they represent.

Section 11.4 Representation: _
Employees may take up grievances through Steps One (1) to Three (3) either on their own and

individually or with representation by the Chapter. If an employee takes up a grievance without Chapter
representation, any resolution of the grievance shall be consistent with this Agreement and the Chapter
representative shall have the right to be present at such resolution. A grievance relating to all or a
substantial number of employees or the Chapter’s own interests or rights with the Employer may be

initiated at Step Three (3) by a Union Steward.

The Employer may, but is not required to, conduct an investigatory meeting with the employee who is the
subject of the investigation. If an investigatory meeting is conducted, any employee who is the subject of
the investigation or reasonably believes that he/she may receive disciplinary action as a result of such

meeting shall be entitled fo Chapter representation vpon request.

Section 11.5 Grievance Procedure Steps:
The steps and time limited as provided in the Employer’s Grievance Procedure are as follows:

Time Limits

Time Limits

This Step To Whom - Meeting Response
Step  {cal days) Submitted (wk davs) (wk day)
1 30 days Department Head 10 days 10 days
2 10 days Sheriff/Designee 30 days 30 days
3 30 days - Impartial Third Party = 30 days 30 days

Step One:
{. The employee obtains a Grievance Form from the Union Steward.,

2. The employee writes the nature of the grievance and the resolution on the Grievance Fonn signs
it, and returns it to the Steward who will present it to the Department Head. The employee,

steward and Department Head will each keep their appropriate copy.
Within the ten (10) working days after receipt, the Department Head shall meet with the

employee to discuss the grievance.
4. Within the ten (10} working days after the meeting, the Department Head answers the grxevance

on the Grievance Form and transmits the answer to the employee.
5. Ifthe answer is satisfactory, the grievance procedure is concluded at Step One (1).
6. If the answer is not satisfactory, the employee may, within ten (10) calendar days after receipt, or

if no answer is given, advance the grievance to Step Two (2).
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7. Failure to advance the grievance within ten (10) calendar days after the Step One (1) answer is
due concludes the grievance procedure.

Step Two:
1. On the Grievance Form, the employee checks that the answer is not saﬂsfactory, writes the date

referred to Step Two (2), signs the form, and returns it to the Steward. The Steward presents the

grievance to the Sheriff/Designee.
2. Sheriff/Designee shall meet with the employee to discuss the grisvance within thirty (30)

. calendar days of receipt from the Steward.

3. Within the thirty (30) calendar days after the meeting specified in (2) above, the SheriffDesignee
writes the final answer on the Grievance Form and transmits the answer to the employee.

If the answer is satisfactory or if the employee fails to advance the grievance within thirty (30)
calendar days after the Step Two (2) answer is due, the grievance procedure is concluded.

Step Three: Impartial Arbitration:

If the Chapter is not satisfied with the Step Two (2) answer, it shall, within thirty (30) days after receipt of
the Step Two (2) answer, submit in writing to the Employer notice that the grievance is to enter Impartial
Arbitration, If the two (2) parties fail fo reach agreement on an Arbitrator within ten (10) calendar days, .
the Employer and Union may request the Federal Mediation and Conciliation Service (EMCS) or the
Ametican Arbitration Association (AAA) to provide a panel of arbitrators. The parties agree to utilize
FMCS before resorting to the AAA. Each of the two (2) parties will confer within seven (7) calendar
days of receipt of the panel to alternately strike one (1) name at a time from the panel until only one (1)
shall remain. The remaining name shall be the Asbitrator. The Union and the Employer will make
arrangements with the Arbitrator to hear and decide the grisvance without unreasonable delay. The
decision of the Arbitrator shall be binding, pursuant to Section 8 of the Illinois Public Labor Relations

Act, 5TLCS 3 15/ 8, as amended from time to time.

Expenses for the Arbitrator’s services and the expenses that are common to both parties to the arbitration
shall be borne equally by the County and the Union. Each party for an Arbitration Proceeding shall be
responsible for compensatmg its own representatives and witnesses, except that the Union shall not be
responsible for paying the wages or salaries of bargaining unit members or other County employees

called to serve as witnesses to an Arbitration Proceedmg

The Arbitrator, in his/her opinion, shall not amend, modify, nullify, ignore or add to the provisions of this
Agreement. The issue or issues to be decided will be limited to those presented to the Arbitrator in
writing by the Employer and the Union. His/her decision must be based solely upon his/her interpretation

of the meaning or application of the express relevant language of the Agreement.

Tf the arbitration date is postponed, the party (Union or Employer) responsible for the postponement shall
also be responsible for the arbitrator’s charges in connection with the postponcment. In the event the
grievance is resolved, the parties shall split the arbitrator’s cancellation fee, unless otherwise specified by

written agreement.
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Section 11.6 Time Limits: -
The initial time limit for presenting a grievance shall be thirty (30) days. Time limits may be extended by

mutual agreement in writing between the employee and/or the Chapter and the Employer.

Section 11.7 Stewards
The Chapter will advise the Employer in writing of the names of the Stewards and alternates and shall

notify the Employer promptly of any changes, Upon obtaining approval from their supervisor before
leaving their work assignment or area, Stewards will be permitted to handle and pfocess grievances
referred by employees at the appropriate steps of the grievance procedure during normal hours without
loss of pay, provided that the operations of the Employer are not adversely affected. In all cases the
primary mission of the Employer and proper manpower considerations shall be controlling. It is mutually
recognized that the principle of proportlonal representation is a sound and sensible basis for determining

the number of stewards.

The Employer recognizes that MAP Chapter 507 shall be granted a total of one (1) Chief Steward to
service the members of the bargaining unit and handle grievances in ¢conjunction with the unit Stewards.
Said Chief Steward will have the time necessary to act in this manner without loss of pay or benefits.

It is further mutually agfeed that the Chapter will, within two (2} wecks of the date of the signing of this
Agreement, serve upon the Employer a written notice listing the Union’s authorized representatives
employed by the Employer who are to deal with the Employer on behalf of the Union. The Union shall
not be liable for any activities unless so anthorized. The Chapter shall notify the Employer of any

changes of these representatives during the term of this Agreement.

Section 11.8 Union Representatives:
Duly authorized business representatives of the Union will be permitied at reasonable times to enter the

appropriate Employer facility for purposes of handling grievances or observing conditions under which
employees are working. These business representatives will be identified to the Sheriff/Designee in a
manner suitable to the Employer on each occasion, and will first secure the approval of the
Sheriff/Designee to enter and conduct their business so as not to interfere with the operation of the
Employer. The Union will not abuse this privilege, and such right of entry shall at all-time be subject to

. general Sheriff Department rules applicable to non-employees.

Section 11.9 Advance Step Filing:
Where the auﬂmnty to resolve grievances does not exist at the prehmmary steps of the grievance

procedure, grievances may be filed by the Union at the appropriate advanced step. The determination of
where the authority exists to resolve grievances shall be made by the Employer. : ‘

H

Section 11.10 Expedited Arbitration:
The pames may mutually agree that a grievance shall be submitted to expedited arbitration. If the parties

agree to expedited arbitration, the following provisions of this paragraph shall apply Immediately upon
notification of the designated arbitrator, the parties shall arrange a place and date to conduct a hearing
within a period of no more than thirty (30) calendar days, unless the parties agree to a longer period. If

the designated arbitrator is not available to conduct a hearing within the thirty (30) calendar days and the -
parties do not otherwise agree to a longer period, the nexf panel member in the rotation shall be notified
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until an avallabIe arbifrator is obtained. Nothing herein precludes multiple cases being heard on the same

day before the same arbitrator.

The hearing shall be conducted under the following procedures:

a. The hearing shall be _infonnal_;

No briefs shall be filed or transcripts made;
There shall be no formal rules of evidence; however, the arbitrator shall only rely on credible

relevant evidence; :
The hearing shall normally be completed within one (1) day;
The arbitrator may issue a bench decision at the hearing, but in any event shall render a decision

within seven (7) calendar days after the conclusion of the héaring. Such decision shall be based
on the evidence before the arbitrator and shall include a brief written explanation of the basis fqr
such conclusion. Any arbitrator who issues a bench decision shall furnish a wiitten copy of the

award to the parties within seven (7) calendar days of the close of the hearing,

The decision of the arbltrator shall be final and bmdmg, except that if shall not be regarded as precedent
or be cited in any future proceeding. : .

The parties further agree to increase the nurnber of arbitrators on the panel to twelve (12).

The partles shall develop a process by which the procedure shall function as prov1ded herein no later than
sixty (60) days after the date of ratification.

A ARTICLE X1
DISCIPLINARY ACTION POLICY AND PROCEDURE

Section 12.1 Discipline: .
The Employer shall not demote, suspend, discharge or take any disciplinary action against any employee

without just cause.

The Union and the Employer agree that discipline should be timely, progressive and accompanied by

counseling where appropriate.

To provide a mechanism whereby disciplinary action will be initiated in a series of progressive steps,

depending upon the severity of the rules infraction.

Discipline is intended to be corrective and should follow a series of timely and progressive steps

A.
to change the Employee’s unacceptable conduct or behavior.
B. In general, discipline will include the following steps:

I. Written reprimand(s)
2. Suspension(s)

20



3. Discharge

Sick time is not to be used by Employees as vacation or simply to take time off with pay, but
Employees shall not be disciplined for the bona fide use of sick time. The Employer shall keep
the Union informed of Employees suspected of abusing sick time and the Union will cooperate |
with the Employer in counseling individuals in an effort to minimize such abuse. Excessive
absences from work when not documented as a major illness, disability or injury on dufy are
unacceptable. This includes both misuse and abuse of medical time and dock time. :

D. Disciplinary action may begin or advance to any step dependent upon the nature of the infraction.
Once disciplinary action has been taken against an Employee, such disciplinary action on the
particular charge cannot be increased in severity, unless additional facts are presented that
increase the severity of the offense. Any subsequent adjustment of the discipline shall be made

only by mutual agreement in settlement of the dispute

E. Should it be necessary to reprimand an Employee, management will attempt to administer such
reprimand so as not to unduly cause embarrassment to the Employee.

E. The level of disciplinary action and/or degree shall be appropriate to the infraction including, if
appropriate, consideration of the following:

1. Documentation of Employee’s past conduct.
2. Whether or pot the Employee was adequately warned and counseled of the

consequences of his/her conduct.

Length of service.
Seriousness and circumstances of the infraction.

County or Sheriff’s practice in similar cases.
Motives and reasons for violating a rule.

S os W

Section 12.2 Appeals'Procedure:
All Department disciplinary actions, including counseling and written reprimands, demotions,

suspensions, and terminations, shall be subject to the grievance procedure. Grievances involving actions
for termination shall proceed directly to arbitration. Grievances mvolving counseling and written
reprimands shall be initiated at Step 1 of the grievance procedure and may be processed only through Step
3 of the procedure. For all disciplinary gricvances, the Union shall submit a written grisvance to the
Sheriff or the Sheriff’s designee within thirty (30) calendar days of the Union’s rece1pt of the formal

notice of the disciplinary action from the Employer.

Section 12.3 Reinoval of Discipline:
A written reprimand or suspension of three days or less (as a result of a summary punishment action

request form SPAR) will be disregarded and removed from an employee’s personnel file affer twelve
months from the issuance of the discipline SPAR, provided that the employee has received no other
written reprimand or suspension for a similar offense-during the twelve month period. If there is another
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similar written reprimand or suspension during this twelve month time period, then the discipline SPAR
will be removed eighteen months after the employee’s last reprimand or suspension.

Section 12.4 Disciplinary Action Form:
A. The disciplinary action’ form is to be completed for all steps of disciplinary action. A form

mutually agreed on by the Sheriff and the Union shall contain at least the following:

Name of employee being disciplined.

Date of report.

Date and time of infraction.

The infraction cominitted, with a description.

Supervisor signature space.

LR W

B. The disciplinary action form is given to an Employee by his immediate supervisor in a conference
discussing the disciplinary action. The form shall be signed by the immediate supervisor of the
Sheriffs designee and the Employee. If the Employee refuses to sign the form, the refusal will
be noted in the space designated for the Employee’s signature by both the supervisor and the

Union Representative.

C. Copies of the disciplinary action form shall be distributed to the following individuals:

1. The Employee
2. Chapter Representative

ARTICLE XIII
MISCELLANEOUS

Section 13.1 No Discrimination: _ o
No employee shall be discriminated against on the basis of race, color, sex, age, religion, disability,

national origin, ancestry, sexual orientation, marital status, parental status, military discharge status,
political affiliation and/or beliefs, or activity or non-activity on behalf of the Union. The Employer and
the Union acknowledge that the County of Cook has adopted and implemented a human rights ordinance

which will be complied with. -

Section 13.2 Americans with Disabilities Act:
Whenever an employee (or the Union at the request of an employee) requests an accommodation under

the Americans with Disabilities Act (“ADA™), or an accommodation of an employee is otherwise
contemplated by the Employer, upon request by the employee or the Union, the Employer, the employee
-and the Union will meet to discuss the matter. It is the intent of the parties that any reasonable
accommodations adopted by the Employer conform to the requirements of this Agreement where
practical. The Employer may take all steps necessary to comply with the ADA. Any such steps which
might conflict with the terms of this Agreement shall be discussed with the Union prior fo
implementation. The parties shall cooperate in resolving potential conflicts between the Employer’s
obligation under the ADA and the rights of the Union. Neither party shall unreasonably withhold its
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consent to the reasonable accommodation of an employee. Information obtained regarding the medical
“condition or history of an employee shall be treated in a confidential manner. Nothing in this section
shall require the Employer to take any action which would violate the ADA or another applicable statute.

Section 13.3 Health and Safety:
A, 7 General:

The Employer shall endeavor to provide a safe and healthful work environment for all employees.
" The Employer agrees to comply with all applicable state and federal laws. The parties shall share
information adequately and fuliy in order to assure that health and safety issues are adequately
addressed. Where there is a serious threat to the heaith and safety of an employee or employees
and the situation necessitates a speedy resolution, the issue shall be immediately referred to the

appropriate committee as set forth in sub-section 15.3(B).

B. Health and Safety Committee:
The Employer and MAP shall establish a joint labor/management Health and Safety Commiitee.

Meetings shall be scheduled and held on an as needed basis upon request of either the Employer

or the Union.

The committee and subcommittees shall meet for the purpose of identifying and correcting unsafe
or unhealthy working conditions, including inadequate ventilation, ergonomically incorrect
equipment, unsanitary conditions, inadequate personal security for employees, or inadequate
lighting. Within a reasonable period of time after the effective date of this Agreement, the parties

agree to meet to establish the composition and operation of the committes(s).

Section 13.4 Paychecks:
The County shall endeavor to have checks distributed in a timely manner. Pay day for the employee and

by this Agreement shall be bi-weekly.

The Employer agrees to make direct deposit on an employee’s paycheck to either PaySaver Credit Union..
or the Union’s affiliated credit union when the employee has authorized such direct deposit in writing,

Section 13.5 Bulletin Boards: :
‘The Employer will make space available on a bulletin board for the use of the Union at all work sites.

The Union will be permitted to have posted on these bulletin boards notices of a routine, non-
controversial nature. All other posting shall be subject to the approval of the Department Head/Designee.

There shall be no distribution or posting by employees of advertising or political material, notices or other
kinds of literature on Employer property other than herein provided.

Section 13.6 Personnel Files: .
Upon written request to the Departmental Personnel Office, an employee may inspect his/her personnel

file at any time mutually acceptable to the employee and the Employer, subject to any relevant laws

governing such files.
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The Employer shall maintain personnel records in accordance with the Personnel Record Review Act,

820 ILCS 40/1 et seq.

Section 13.7 Union and Employer Meetings:
For the purpose of conferring on matters of mutual interest that are not approptiate for consideration

under the grievance procedure, the Union and the Employer agree to meet quarterly; or as needed at the
request of either the Employer or the Union, in the department. The Union and Employer shall each
designate not more than two (2) departmental representatives to a labor-management committee for each
department ¢overed by this Agreement to meet, at the request of either party, at mutually agreed upon
times and locations. In addition, there shall be a labor-management committee designated for the entire
bargaining unit that may meet as needed at the request of either party composed of two (2) representatives

from the Employer and two (2) representatives from the Union.

Section 13.8 Meeting Rooms:
The Employer agrees to make available conference and meetings rooms upon reasonable notification by a

Union Representative, unless to do so would interfere with the operating needs of the Emplover.

Section 13.9 Partial Invalidity:
In the event any of the provisions of this Agreement shall be or become invalid or unenforceable by

reason of any federal or State law now existing or hereinafter enacted, such invalidity or unenforceability
shall not affect the remainder of the provisions hereof. The parties agree to meet and discuss revised

provisions that would be in conformity with the law,

Section 13.10 Courses and Conferences:
The Employer agrees that when it desires to send employees to courses, conferences and iraining events,

notices will be posted in all respective departments in a timely manner. These opporiunities will be
distributed as equitably as practical among employees to insure broad participation. Employees shall be
reimbursed for these events subject to the availability of funds. Approval of reimbursement and/or time
to attend conferences or courses will be limited to those subjects related to an employee’s job, and must

be obtained prior to each event.

The Employer shall pay for reasonable costs related to attendance at courses or conferences where an
employee is required to attend at the request of the Employer. .

Sebﬁon 13.11 Uniform Allowance:
The Employer will provide Telecommunications Supervisors with uniforms and uvniform

allowance of $350 per year effective December 1, 1997.

Section 13.12 Travel Reimbursement Policy:
County employees, with the prior permission of their Department Head may use private vehicles for

County business'and shall do so in accordance with the Cook County Vehicle Policy Ordinance.
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Section 13.13 Bilingual Pay:
Employees, whose positions require the employee to be bilingual, or to use sign langnage, shall receive an

additional fifty dollars ($50.00) per month. Any employee requesting bxhngual pay shall be subjecttoa
certlﬁeation process required by the Shenff’s Office.

Section 13.14 Residency Requirement:
New hires working for the County of Cook must be in compliance with the Cook County Residency

Ordinance. Employees hired prior to the date of implementation of this collective bargaining agreement
shall be exempt from the Cook County Residency Ordinance.

ARTICLE X1V
ALCOHOL AND DRUG TESTING

Section 14.1 Alcohol & Drug Testing:
The covered employsees agree to abide by the Sheriff’s current drug and alcohol testing policy, so long as

the Employer continues to provide transportation to and from the testing site for all covered employees.

ARTICLE XV
TERM

Section 15.1 Term:
This agreement shall become effective on December 1, 2010 and shall remain in effect through November

30, 2012, It shall automatically renew itself from vear to year thereafter unless either party shall give
written notice to the other party not less than sixty (60) calendar days prior to the expiration date, or any
anniversary thereof, that it desires to modify or terminate this Agreement.

In the event such written notice is given by either party, this Agreement shall continue to remain in effect
after the expiration date until a new Agreement has been reached or either party shall give the other party

five (5) calendar day’s written notice of cancellation thereafter. —

Section 15.2 Notice:
Any notice under this Agreement shall be given by registered or certified mail. If given by the

Union then such notice shall be addressed to the following individuals:

I. President
Board of Commissioners of Cook County

118 North Clark Street — Room 537
Chicago, Illinois 60602

2. Sheriff
Richard J. Daley Center — Room 704

Chicage, llinois 60602
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3. Chief
Cook County Bureau of Human Resources

118 N. Clark Street-Room 840
Chicago, II. 60602

If given by the Employer, then such notice shall be addressed to:

4. MAP Chapter #507 -
215 Remington Blvd, Suite C
Bolingbrook, Illinois 60440

Either party may, by written notice, change the address to which notice shall be given.
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Signed and entered into this _z day of 0(/(’ sber , 201 L"{

COUNTY OF COOK:

B o QA Suson$oo,
- Toni Preckwinkle, President
Cook County Board Qf (‘om;rmssmners

e

?ﬁss‘

ATTEST:

' CHAPTER:

OVED BY BOARD OF
%%EECUUNTY COMMISSIONERS

ocT 6 8 2014

COM_.

BY:

Pres1dent J oseph M. Andahna
Metropolitan Alliance of Police .

T

Martm Bennett

Metropolitan Alliance of Police Chapter #507 President

27



8T

. TYNNNY
6T0°9L PEL'EL I80°cL. - 986'LL ¥69°89 £65°59 605°79 S5L°6% Y7695 ATIHAM
6UPT6'T 1T°8€8°7 I8018°T 89°89.°¢ 90TFIT 6LTITS'E - STHOFT SUS6TT 8C'68T°T b
TE5°9¢€ 8LY'SE SEY'se 609°FE 9TOEE SESTE TS0°0€ 8TL8T L9ELT ATANOH 61
HDIAUAS ADIAYHS ADIAHES
SHVIX SUVIA SHVAX
07 % JILVY ST % LIV 01 % ALVY
ALIAIDNOT | ALIATONOT | AJIAZONOT JAIS 318
wE IVIVIL | T AVEVIA | L JIVIVIA LV SUVAA _
h 1T HALAY L AALAV 1 9ALIV T HALAV dALS 5, JALS P JALS € dELS 0T JALS LST ACYED
1107 ‘1 Arenuep ALY
TYONNY
088°8L 1959, TLR'SL LBOPL 69TIL £50°89 TS89 PGGTO LSO'6S XTI
PRIEE0'E PO PFET - PTOI6T 95'TL8T TUIRLAT TTLINT TEPEHT 0P P8ET PFILLT ~1q
£T6'LE 808°9¢ £5b°0¢ L06SE PITPE SIL°TE 6LLIE 50867 £6£'87 ATINOH 6T,
TDIAMAS HADIAMAS ADTAAAS
SHVIX SUvVAA SEVAA
07 % ALV ST % ALV 01 % ALVY
ALATONOT | ALIATONOT | XILIATONOT JALS ;8
wf LVAVEX | qZIVEVIK | 11V IVEL IV SHVAL
T HAIAY T HALAV I ALY THALAY JALS .S JAIS 5. JALS € JALS T JALS 18T _daves
TY0T ‘T sung dapoopyy
LOS dIVIN

HATHHHSYOSIAMEINS HOLVIINOWNODHTAL

SHOANOSHI NVINNH 40 NVTINg

TVIANEO-T ATNAaIHDS




APPENDIX B

GRIEVANCE FORM

29.



0g

(VIAIS -saouemorry
WNTIXBIA] JO 2[OPIYDS

J0 s820%0 ur soreyn

PuE ‘ssjquonpop [enume
‘syuetuied-00 sepnpoxy *x

(VIAS -seouesmofy
WIMIEXETA] JO S[npatdg

© FO 8S90%a Ul so8reyo
PUE ‘SeIqnonpep fentre
syuetuded-oo sepnyoxy .,

<

Sised fenuuy
000°000°1$ / pojmIun 000°000°1$ / parnmTu) PRI WINUITXBTA] STUTI)1]
x5 000°9 / 4 000°CS xx 00098 /4% 000°CS SON FXEN 199004 30 100 ey
% 000°€$ / % 00STS x 000°CS /% 000°TS StoN « KN 19Y00 J0 T “puy
0058 / 0578 ‘ 00v$ / 0% SUON  STATONP] ATruTe g
057§ / STIS 00Z$ / 0% suoN » 1qUONPa(] [enprATpU}

HI0MIIN] MA0ANIIN _

JOIMQ /HIOMPN U] | Jo N / qroanaN Uy |

LO/T/TT 2ans0y5yy (Lo/og/TT uBnOyY) | Lo/zresmooym | (Lojos/iy y3noayy) T SINONTXVIA
1249 JyouRg Spgoueg yuosan) 124977 JouRg SIS JUILIMY | NV SLIOAIT NV Id
, | | MHAIATHIAO
Odd 13Dy ONH LIAHNAL

80/T/9 HALLDHAAAH mﬂUZﬂ HO NOILQEIRILNOD TIOHAVd
- LO/T/TL HALLDAAAA STONVHD NOISHU NV1d

D XTIANAIAV/NOTSAT NV T TV XINDOD SI00D




Ie

“OJUBINSUL-00 PUE J[GHONPIp Y] 0F GonIppe

UTVIAS 24} 2A0qe souereq Aue Aed T oA “Jrompau
Jo 1m0 08 no4 31 -efreyo 039U 2] OPISINO SI0pTAOId
Tegas. Uey] 10M0] AfTe1ousd oIe syumotds OS9YJ, 'SaJAI0S
T 108 1deoor 01 9013e sawY Fromieu a1} Ul szapraoid
9IBD Y)[RI] IOUI0 PUB SI0IDOP JUNOTUR YT (YIAS)
SOOURMOITY WINWITXEIA JO STUPAYOS 0] 102 [0S sues

w4k %09 / %06

QUON

SOURINSUT-07)




[43

Aed-09 ¢7¢ 1091R 0406

% %09 / (1A [enTuL)
Aed-00 07¢ 1070 9406

1ISTA TenToY

TISTA [ROIUT J03

% 9609 / + %09 / _ suerd £q

Aed-00 57¢ e 9406 | Aed-oo 0T$ 19118 2406 TstA/Iqust/Aed-00 (1 nsiA/mequustayfed-0o ¢§ POULIP 8B “JuturesIy, AIaeug
* %009 / * %09 / _ SUOTIRZTON T}

£ed-00 7§ 1ey® o406 | Led-09 0Z$ 1013 o406 MstajtequiswyAed-00 01§ | 1sA/equIst/Aed-0o €S / suonoafuy s unso Aoy
‘ _ (S154Te1p TRULI TOTRIPE

%001 %001 ‘Adezaipowayo Surpnjour)

* %009/ %06 * %09 / %06 SOOTAIDG TSR JIN) IOTIO)
(59014198 10100D)

. x %609 / %06 % %09 / %06 %001 %00T A108mg Jueneing
I : ‘ o . . (s03xetp Lyroer)
x %009 / %06 x %009 / %06 £ed-00 001§ 191® %001 %007 AB3mg Juarredino

+ %09 / (ISta fenymy) _

10 Joquiowt / 1uetided-00 (1§ | Isquiaw / uswiAed-0o €8 | 81D Teremso J/Tereusid Alrayely
, - (Pardsoy 10 qef ut patmiofad)
* %609 / %06 % %09 / %06 %001 %001 S1591 SUSOUBRI([/ARY-X
x %09 / + %009 / :
Aed-00 ¢7¢ 10330 o406 | Ard-0o 0Z$ BT 0406 usLs/Iaquusw/Aed-00 (1§ HsIA/requisur/Aed-00 £ 2BD) PIND-TIRM
+ %09 /1 % %09 / ~ SSUINSRIOG SATIUSASI
Aed-00 ¢7¢ WR 0406 | Ard-00 0T$ 1a1Te 0406 HstA/IRquisuy/Aed-00 (1§ HsIA/sequswyAed-0o ¢g PUB SWEXH [e0ISAYJ SUINCY
* %09/ | & Y009 /
Aed-00 ¢7¢ 1oye 9406 | Ked-oo 0T$ I011e 9406 HstadoquuswyAed-00 01§ | sta/sequisur/Ked-0o €% SUSTA 90LI(0) J0100(]
EECYREINGT) HI0MIAN] JO |
IO /NI0MIDN U] | J0() / fI0AaN U]
4 (Lo/0€/1T _
LO/Y/TY A9y Ysnoayp) - LO/1/TT 2au0apyq LO/0E/TT yBnoap
[3497] JJoudy SHJoUdy Jua.iIn)) [2A9T Jjoudg | S1jJoudyg judain)
L Odd ONH MIATATAAO LIFANAG

(IVDIDANS ¥ TVOITIIN) mHO;mme INALLVALNO




£e

* %009 / %06 * 7009 / %06 %001 %001 $9818YD) AyroR ]
x %09 / %06 % %609 / %06 %001 %001 $901ATeg onsoudel( / Aeg-x
. . SSOLAISG 181
* %609 / %06 * %09 / %06 %001 %001 B0[01seYIsOUY /03 Ing merorsAyg
_ _ . 9IBD [BOLI))SqO
* %09 / %06 % %09 / %06 UOISSTUIpE Jod %001 yuetedur Ammiateyy Surpnyouy
£ed-00 001§ 193® 94001 ‘(mooy SpeAud-Tmsg) Tedsop
* %09 / %06 * %09 / %06 %001 %001 Seorae(] dnRyIsoId
(areo TerpoISnD
* %09 / %06 * %609 / %06 %001 %001 TOX9) aTe)) BUISIN PSTITS
* %09 / %06 * %09 / %06 %001 %001 S1ED) YieoH oWo
. (q129) [eIngeT punos oy Amur
+ %009 / %06 * %09 / %06 %001 %001 [BJUOPTIOE WOy Hedor) $aotatag
TBUS(] ATesSa0aN AJfesIpay
Ard-00 pg , _ (uolyedUr S poTITIpE JI poATeM
Tl %001 6001 Ked-00 b Togre 94001 %001 “Am[ur 10 ssouyyr Surusyesyy o))
. SHISTA WOy Aduadiowny
* 008 / %08 %608 / %08 - %001 %001 S9OIAIDS IoUR[NquUIY
(TmTxe ]
| [BNUTY PIULUIO) SHSLA (09)
09 / %06 09 / 94606 %001 %6007 Adexayy, reuonednosg
’ pue yoadg “[earsAyg
I0MIIN] JO HI0M)dN] Jo .
MO /q10M39N Uy | InQ / HEOMIDN Uy
_ | (Lo/og/11 |
LO/T/TT aAud9gyq ysnory) LO/Y/TT 2413957 LO/0€/TT ySnoayp
[24A97] yonag SHauag JuaLin)) [0A9T] MJouRyg S)yeuay juaaan))
Odd _

ONH

AMATATIAO LITANAGD

(Pauod TVDIHANS » TVIIAAIN) SEOIAYAS INAILVALNO




143

*‘ SAOQR PaEIS
SHIITT Tetd [JeI9A0 033030 4 %06 / %0/

Js1a Jod Avd-00 1¢

1sTA 3od Aed-0o ¢g

SO 2ATINDOSTIO0 |, M/STH 4 GUF o sy
¥ [SWHSII[/7 :9SNQY edurIsqng /IITeeH

: 9A0QE pajels
mp.aﬂ ﬁﬂm HEH®>ooﬁooBsm*ﬁoo\§om

%001

%001

RIS Tuetreding Tejustisiddng

(xewr mok/shep ()

QA0QE pojB)s
sy werd jlemao o) 100[g0S 4 %05 / %0/,

usta 1od Aed-09 1¢

1s1A 10d Avd-00 ¢g

SSNAY 20UBISqNG, e} TeIuayA] Juseduy

(S15oUq YBSY Teytot o Ajdde
10U Op WITIIXBUT 11JoUdq ) WKL QUTIIRTI]
000°001$ ® pue “ress tepusyes sod ‘Tenprarpul
32d yueneding pue uy paurquog 0o0°czs

(peyrmun) s901AIeS yuonEdIn

ST esnqy
~ Aowspuade(] Teoriusy)) pie TITBSH TeIUSIA

pajrwIu() por[n) MO/U 10 1oUag] WNTITKEIA] PITIQUIO))
puE juenedmo 000s § , _ ISNQVY DUBISYNS
-WIIXETA] [ENUTY [enpraTpuy /A3uspuada(] TS ) Qe [vIusTy
HI0M3IN] JO MI0M)IN] JO
O /A1oMLN U | INQ / YA0MJIN] U -
, (Losog/11 LO/1/TT 2A1 LO/OE/TT
LO/T/TY a1y y3noayy) WA I A IDLLAV y3noayy,
[3A0] Mausyg S}yoUay jua.LIn) [2497 JJouay STIEL EYe) Jud.LIN) :
‘ Odd | OINH MHAIATTAO LLTANTY




5¢

1500 W 90UaIeyyIp ot snjd Aed-0o OLISUST 9

"BNIp g?ﬂﬁoﬁﬂoﬁgﬁgﬁ Y1 PUB OLIDUAT () UdMIaq

W Aed [[im 104 “ojqeqreas st jusreambs OLI9ULE © UaUM SNIp AIBnuiof-uon 10 Arepnuiof & asegomd nok 7 4
Aed-0p TIRlIeyg X 7 0% Ard-0]) TBIOY X 7 Aed-0) IEIOY X | (A1ddns £=p 06) sKed-0D) BPIQ) [N
% ST$ V/IN * STS VIN (o1 e £1ddns £ep () ATe[nzo] “uoN
x S1§ Y/N xS1§ VINC (Ire3ey] 78 Ayddus £ep (¢) ATenuiiog
VN 01§ V/N 01$ (e 3e Apddns fep o¢) puerg
LS c$ LS 5% (Tre1oy 1o A[ddis Lep (¢) ouaton
LO/1/TT LO/OE/TT LO/T/TT LO/OE/LT ,
ANIH AT T IDILYV - YSnoagy, QAR T AIDILAV ysnoayy,
[3A97 1oudyg SIOUdY 1Ud.LIN)) [2A9T] youdyg SR JudIIn))
Oodd ONH MITAYHAO LIAANAT
(SINVId HUIVAH LON WADVNYIN LITINAT ADVINUVH] Ad AT HLSININGY
AOVINAVHA ONLLVAIDITAVA V LV QATTIA NTHM) SONHA NOLLIIDSTdd




9¢

SuoN auoN aorIad de))
AVd dd 8%

% STT % ST % ST'1 %< Aprure,] sayd aokordury
% 0T %G1 A % G osnodg snid seforduryg
%SLT V/IN % SL V/N (wDpiny) snid sekojdurg
%ST %S’ %S’ %S £uQ sefordury

80/1/9 80/1/9

QANDILH TA ATIDLLAV | 80/ 1€/S ganoxyy, PANDINA A TIDLLAY | 80/TS/S gsnoayy,
uonngruo) uonnqLiuo)) uonnqriuo)) uoyngLnuo)) .

Odd , ONH . (xe]-31g) Aefeq yo dvmadre g

8007 ‘I dunf 2AnRRyy
suonnqrLnuo;) afodwry




Le

SES Bugreo]) eagospTy-nuy
() , OHRLIOIR0)0Y
SI% : (stoumm-not 107 AT00) ss2I0
8% UL 3GR1peIDy 10 plOS
g BulyR0)) WIOTAELY
(AL FumEe) WESER] YoRDS
0¢$ . ) SIRUCGT20K]0.]
054 (Teoog atr-oN) aasseidol prepueg

SINTNAVA-0D SNOLLIO SNHT

"SRIEIU00 10 $955R{daAR Iatgrs w0 pouad 1eneq Tod soto A0 pesti 9g Aew {omouIE SOURMOTE S]qeondde AL ek

4800 .ﬂmaou%ﬁm UE 38 S[ARIIBAR 12 [[elRI RUSI (T4 24048 S10RU0)) "00T$30 [reled ;eMBsr-e o3 dn sast] 30epu090 Jo ed Aup SOPLYOUT JJAUR
. o 08 =35 SOSUS 12BJUO))

%07 $5°] 001§ 240 JUnROE 243 sAed Joquism “ooud [reier IERIOI (G TS 2A0QE SSURL] ‘007§ 30 onJeA [reIel TeTna1 e 0 dn stmesy © 980070 ABTH SIS

0% liex SOTUEIY

TNy T PRI0A0D BJE SIS "SS00 TBUOHIPPE 40F 2{qe[ieas or suondo sURT “2amod 10 2718 Jo ss3[preSa sasus] ouseld patRootn prepRS SOpIIoN Jgeuey

: 0%  :sesua g sse[Soky

“TOqUISTI 9T} 03 1500 [BUOTIPPE Uk 1B (T0E;Ip 8% Yous) sormpasord RUGRIDDE PUSUIoseT A2UI 10150 MOA PITROIIUE I3 ‘0sTy uondursaid pue vonoeyas ‘ToneUTEK. S39]dUO0 SITINOI B SSPIJOTE JITatae
, 0% suoneuaexy a4y

“suonwo| saplaodd dunedpyaed ginoam sead papuncosip 1€ spuedonred o) JGENEAE A.IE SIIBIU0D PUE $355€(3 [euonipps
‘PIISREYXD S1E S)OUR] IUSKQ YL MU MU p7 L1940 330 s3TrRY “IEah aepusres Liae 93uo SRSUI] PUE UONBUIHEXS 943 SUNNO ¥ 2419 ALl Sjmapuadap posoaod Py pue ssakopdma apqudy

D XIANFdAY — SLIAANHL DISVE NOISIA




8¢

PRI}

SUON

‘0457 Arsremamordde Jo mmoosip 8 03 Tenbs spuswrded-oo M (] 70 988 91 Topun URIPTED 03 S{qRBAY

%00 Areumxordde yo E:oom%w Terbs sjustIked-0o 989, "00TALS otoads 4ows 10F Toquistr o Aq JuemIfed-00 B axmboy

%L Aperennmxexdde Jo WAOISTP & Tenbs syuetrAed-00 a5y, A8 ofoads ToBe 10 soqureT o1) £q mourded-00 ® snmbayy
%001 32 Paiaro0 0sTe a1e 61 o5k Iopm URIPTHS 10f SIUSTRAL. SPUCN]] ‘04001 18 PRISACS ofe Feak Tod sHuTIRa[o oM PUR SARI-K Simrke Teiuap sapuouy

TNITANIXYIN QOTEAd LI44NAY

ATELLONAET
“SOLLNOTOHLE0
“STTANES YOIV
‘SLIENEE DISYE

| HEVO AAIINIAMA

‘BLIIENEY 40 T INAZTHOS

“Amos 00D Aq [y pred ST 91E3 [B}Uap 91 10T Esnnma U}, Spuap vuﬂm&ﬁ% Fugedoiued wEnorg mapuedap 1ot puE sraqus 1qdie o Popraoxd s s1ed e ,

ustfjos uedo [enute ot Suump swerd s8weys o ﬁo&bﬁ S18 s30A0Tdy "Odd [eIa (] o 01 FurBrren a1oyaq Jeak 207 SUS 10F QN TIUS(T 951 T 90 18nuy 6661 °T Joqus:

O XIANAJAV — SLITANAL OE.E TVINHA

JUSTIICIUS QAT JO Teak oo Jogpe
da(] JeigR pally s39401dI AT [T




6

"OOUEINSUL-00 PUE S[qRONDSP A1} 0 TORIPpE Ut “Juswiied jsusq Top1a0xd [EYUSp pue s0Freyd mnpmﬂﬂu@ FHOMISU-JO-IN0 TG IITUIJJIP
Aue 10 o1qeI] 038 SIBqUISTA] [N ur SQOUBAO[]Y WHIHTXRIA] JO S[OPaTos a1y 19098 101 op sopracid FIOMISU-JO-IN() "SIOTAIS PAIDAOD I0]
Ty w1 yuotaded S8 $eoUBMOITY WIIXEY JO O[NPSO oy 3deooe 0} pacide pary siepiacid OJg  :90UBMOTY TINTIXBIA] JO O[PIYDS 4

0sZ1%

x WINTUTX B SWSYT 03 dn o, (g
x SOUBMO[[Y WNWIXRIA] JO 0 ()G

Q8Z1$
TINTIIXBTE 9ta71] 01 dn 94 ¢

UMUITXE[A] SWHRYT
SOTUOPOYIIQ)

IVUBMOTTY WNUWIXEIA JO 94 05

* SOUBMO[[Y WINTWIXBIAL IO ¢/ 00
# SVUBMOTY WHTUIXBIA] JO 84 9

URMOTY WIIITXEIA O o 1]
NUBMO[[Y WNWIXEIA JO % (R

SOURYIS0L]
(Auoq Tenred pue onssn 1JO5)
qieo], pejorduy] Jo [eAOwIoy
SUONOBNXT SUENOY

L1081 RIO

* SOUBMOITY UMIIXBIA] JO U (9

VTLMO[[Y TINWIXBIA] JO 9 (]

s SOUBMO[TY WNWIXEIA JO 0 ()9

QOUBMOTTY WNTUTXEIA JO % (8

SOTIIOPOLI ]
SOTIIOPOPUL

% SOUBMOITY TNWIXBIA JO % ()3

SOUBMO[[Y TWNTUIXEIA JO 04 0]

(lueuyear), AousTiowrg oATIRI[R])
$a0TAIRG Aouddisurg

5 QOUBMO[TY WNUWITXBIAL JO 0/4(C
% QOUBMOT]Y WNWIXBIAT JO 94(0C
¥ SOUBMO[Y TIOTIIXEIA] JO 9409

VUBMOY WMIIXBIA IO 9% ()<
URMOY WHUILKEIA JO %, ()<
QOUBAO[Y WINUIIKEIAL JO % ()R

sAeTu() pue skeyuy
SUMOID)
SBuIIg sumnoy

% SOUBMOITY WNUHXEIA IO 0409
s SOUBMOT[Y WIMUITXEBIA] JO 0408

QOUBMOTTY WINWIXEJA] JO 9% O]

'SOIAISG QATIRIOISOY
(sIoureTTRw SoRdS ‘SARI-X) SAOIAIDS ATEUNIL]

OUBMOY TUNUITXEBIAL JO %400 |

(se01A398 OTTOpPOYLIO puUE sanuaaoId
01 A3dde jou soop “‘wmumxe [enPIAIPUI )
ATTwed 00T$ TeapAIpaI/06S

(S2OTATSS OIUOPOTIO PUR 2ATITaARIA
03 A1dde 30U S30P “WNWITKEW [ENpIAIpYT 1)

ATnue 001§ Tenpratpuy/sz

(21QHONPA(T ON) 9ANURARI]

S[qnanpaq

IeoA 12d ‘uosiod od 00S°1%

+ HOMBNTOTMO

|

NIOMIDN-U]

WNUIXE POTISJ 1Jausg

D XIANEdV - SLIAANTT Odd TV.INIQ




Vil

VI,

X

XL
XL,

X,

XV,

XV

CIVIL[AN

DRUG-F REE. WORKPLACE POLICY

TABLE OF CONTENTS

e PURPOSE ..cvcerteosersssosrasseensioresesmeonsosesossssessisscsnse
" POLICY STATEMENT

MANAGEMENT RESF’ONSIBILIT?ES

EMPLOYEE REsPonsmfquEs
'CONFIDENTIALITY ... e
'TESTING LABORATORY CERT!HCATION
| 'DRUG TESTING UNIT
RANDOM DRUG TESTING SELECTION PROGEDURES oo

EMPLOYEE NOTIFICATION PROCEDURES v crcmssonisins

DUTIES OF EMPLOYEES SELECTED FOR PRUG TESTING .
' N |

TEST RESULT PROCEDURES 1.cvcroeersreircsen
SEARCHES FOR ILLEBAL DRUGS ...ccoiiiimteonensrenesmsoscrosss

EMPLOYEE ASSISTANCE PROGRAM v e
CONFLIGT RESOLUTION AND INCLUSION OF APPENDIX . evivore

DISCIPLINARY ACTION (v s mens e s s sressarssaress i nssneias
- SAVINGS CLAUSE-...., el ; ! 13

<

© @ N » o>

A0
A

A2
13
O
1




PURPOSE

The illegal manufacture, distribution, dlspensmg, sale, fransfer, posse&safm or use of drugs or

confrolled substances is proh:bfted by federal, state and'local iaw. The Federal Drug-Free
Workplace Act of 1988, Tifle 41, Sections 702-704 are applicable to Cook County Govemnment
as a grantee of federal funds. The Covk County Board of Commissioners has adopted a
resolution that established a policy to mamtam al county govemmeni workplaces as drug-free

.workplaces,

The Depaﬁment racognizes that pervasive iffegal drug use has become a national crisis. Drug
use in the workplace poges enormous problems in the areas of public health and safety as well
as substanfial social and economic costs. The Departmiant must play a key role in “The Waron’
Drugs,” not only in terms of its public responsibilities as a faw ehforcement agerncy, but also in
ferms of its responsibilities for employee health and well-being. Itis imperative that alf civilian -
employees have the physical stamina and psychological stability to promptly perform all required
didies under gonditions of duress and possibly even great danget.

The ovemd ing pwpose ofthe cﬁmmai Justice system isio protect community safety through the
apprehension, adjudication and incarceration of law breakers. Because of the enormous
responsibilities of the Sheriff's Office, drug use by, any sheriffs personnel has a parizculady

: devastatmg effect off &l of taw enforcement,

Drug use by givilian personhel could be nothing shbrt of d?séétrous Ifit Impacts on public safety
and the ability of civillans fo perform their dulies. The purpose of this policy is fo:

A Defer and even'tualfy eliminate drug use by civilian employees.

. Pramulgate department policy that prohlb:ts the presence of either of the foi!owmg inan

. employee’s system:
1. Hlegal dfugs‘and controlled substances or their metabolites,
2. Legally prescribed dnigs tn eicess of brescribéci Jinfits
Setforth policy and procedures gcveming random, mandatory and reasonable susprmon

-' drug testing of ali oivilian employees,

D... Achieve the goal of a safe, effi clent and drugufree wotkplace through a fair, equitable,
. . . consistent,- confidential and reasonable drug testing policy that ensures due

~ consideration of the rights of employses as well as their privacy, integrity, reliability and
dignity throughout the process for the protection of both employees and the public, - .

E.  Encourage civilian employees who have drug use_ problems to participate in the
' Empioyee Assistance Program ora drug rehablhtataon program pnorto detection viathe

Department’s drug testmg program,

F.  Provide for conﬁdentiaiity of festing results,
G, Decrease absenieejsm, injuries. on the Job, liability and financial burden on emp!oyee‘
' _ health and benefit programs :

Civilian Policy
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H.  "Ensure the pmfessioi}al cfé'dibiiity, unirﬁpeachab?é integrity and judgment of civilian

employees by providing sanctions for prohibited-off.duty conduct. _ K
I. Promote public confidence in the safety and integi'ity of ali civiian personinel and ensure
their fitness for duty. . : . '

Discourage and deter any temptation fo deviate from acceplable behavior by the

J
- implementation of a drug testing program and subsequent discipiinary sanctions that
guarantee that the only acceptable course of conduct is compiete abstinenge fromillegal
_drug and controlied substance use. : ' :
K. Balance the interests of the Deparfment, employess anﬁ the general public with a fair,
‘confidential and accurate drug festing program. .
L. Féeco@nize the lflmg Testing Unit within {he Sheriffs Office as a critical component of
efforts to combat drug abuse in our gociety. :
M. - Describe responsibilities and procedures relative to the Drug'Testing Program.
N. institute the use of the Drug Testihg Program Noftifieation Form (RDT-92-100) and the
Drug Screen Specimen Affidavit Form (RDT-92-101) for civifian personnel.
' POLICY STATEMENT

The Departméht_ recognizes that the vast'majority of its civilian employees are not drug users
and will not become drug users. A-few are not drug-free, and some could possibly fall prey fo.

. the insidious spread of drug use, absent the strong preventive and deterrent effect of a drug
testing program. This policy has not arisen from distrust, but

rather from the desire fo provide a

better working envirorment.,

" Mt is imperative that all .civifian employees possess the judgment, physical stamina and

psychological stabifity and are capable of devoting constant and uninterrupted aftention fo the
pstformance of all required duties without risk of harm to themselves, other employees or fhe

public. As a result of its responsibilities, as well as the sensitive nature of its work, the,
- Department has-an obligation to eliminate ilisgal drug use from its workplace.

1t is therefore the polisy of the'Department to take all reasenable measures to maintain a wark

' environmentfree of the untawful use of drugs or controlled substances and prevent an otherwise

pervasive societal problem from invading Sheriffs givilian personnel.

This policy applies to all.civilian personne! of the Sheriff's Depatiment which includes:

A
: exempt personnel. For the purposes of this policy and direcﬁye,fqivjllian empioyees are

' defined-as persons of any t_itie who are not_ SWorh.
The terms “drug” of “controﬂed'substance” fhclude, butare hot imited to, the foflowing
substances and their respective metabolites: : '
Cé}inabifs ag defined in 720 Hinois Compiled Statutes 55_0/3 or as amended,

1,
as defined in 720 linois Compiled Statutes 5707102 or as

-2, Confrolled substances

—ameanded- :
“Ba o - Chvilian Poliey



" 6 . Anyother activifies desig

The unlawlul involvement with drugs; the presencein an employes’s gyétem of drugs or
controfied substances or their metabolifes; the use of cannabis or non-prescribed

. controlied substances; or the abuse of Isgally prescribed drugs or gonfrofled substances

by civilian employees of the Department, at any time, while on or off-duty, are strictly

prohibited.

Viofations of this -pbiicy, substantiated by a confirmed positive drug test, will reéu!; in
disciplinary action leading fo the dismissal of a civilian employee. '

This policy does not apply to the tise of controlled substances within'the fimifs of a
medically valid preseription except where such use is found to be an excesslve or
abusive use of préscribed confrolled substances; legel drugs iflegally oblained; muitiple

prescriptions for controlled substances from one or more physicians; or not in-

" accordance with the “good faith definition provided in 720 lifinois Compifed Statufes .

5707102

Al civilian employees of the Depariment shall be subject to urlnalysis drug testing on &
mmanddfory, rantlom or reasonable suspicion basis, Employees salected for drug tesfing
are required to cooperate fully i the festing prooess. The actionslisted below, whether
they oceur during or after the collection or analysis of drug specimens, are violations of
this policy. Any such action will be used as a basis for the initiation of a disciplinary
action in accordance with Article I, Section D, of this directive. L '

1. Refusal to submit fo testing,
2 Fé]lure io cooperate, |
3. . Tampering or attémpfing to tamper with urne specimens.
4. Adutteration of a test sample,

Submission of or atiempt to submit a false test sample.

ned to interfere with, impade of otherwise obstruct drug
festing. : - _

“Reasonable suspicion” is defined as a belief based on objective facts sufficient to lead &

- reasonably prudent supervisor to find that & civilian ermployae is using, or has. usad,
_drugs in violation of this policy. The suspicion must be drawn from specific, objective,
articulable facts and reasonable of rational inferences drawn from those facts in light of

" experience. The facts must fead the supervisor to believe that the employee’s ability to

perform the functions of the job Is impaired, or that the employeg’s ability fo perform

hi_aiher job safely is raduced. -

Reasonable suspicion drug testing shall be conducted when a civiifan employee
has exhibited unusual work habits or behavioral fraits and is incapable of
- performing required dutiés and & manager or supervisor has furhished wiitten
documentation ciling specific instandes of reascnabie and arficulable suspicion
that the émployee is under the Influence of drugs or has otherwise violated this

policy. - ‘
“dn C T Civilian Plolicy_
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. -Faclorstobe consrdered by command and superwsory personnel in detenmnlng :
whether a finding of reasonable suspicion is appropriate may inclide, butare not

limited fo, any.of the following, alone or in cotmbination:

Observable phenomena, such as dsrect observation of drug use andfor
the physical symptoms ot manifestations of being-under the influence of

 drugs.

&,

b. Abnormal conduct or eyratic behavior while on-duty.

‘ Excessive unexcused 3bsenteezsm, tardiness or deterforatron in work
perfarmance, .

d. . Slured speech or unsteady walking or movement.

Mlegal possession of drugs or confrolled subétances or an amest for
violation of a drug statuts, : ‘

f. Information obtained from reliable and credible sources with personal
knowledge which has been independertly corroborated.

o addmora 16 random and reasonable suspicioh drug testing, mandatory drug iestmg
© shall be conducted when & civilian employee . : _

Is appomtad foan exampt positlon, subjectfo promotion to a career serv cerank,

1.
ot is applying for assignment o certain speciahzed Department units;

2. . Qualifies for an a;dra-departmentar trainrng program of more than two weeks
duration; . .

3 is retummg to the Pepariment after an absence of 15 days or more with the
exoeption of vacation time, personal time, holiday and compensatory time due
days. However if the reason for the absence is medioal but other time eamed s -
then used in the afternative the employee will be subject fo testmg _

' tsinvolved in an accident involving a Departmentvehlcle that resul’fs ina féfahty

or injury which demands immediate medical attention away from tha scene of the
accident or any property damage .

The provisions of this policy shalf not prevent the Department from conducting medical '

o screenings, with the express writien consent of the employee to monitor exposurs to

toxic or other unhealthy sibstances in the workplace or in the performance of their

responsrbt!mas Any such. screenings shall be limited to the specific substanées

expressiy identified in the employee consent form.

 MANAGEMENT. RE‘SPONSIBILmEs

Dlrectors and superyisors are responssbie for the reasonabte enforcement of this policy.

A
- ° " required fo submit to g drug test when they have a reasonable suspicion thatthe

Supewssors shall request approval by the Department Head that a civiliah employee be

 employsa.is under the influence of drugs while on-duty or-otherwise in wotatmn of this
order and’ poiaoy - i
o o : N - Givitan Policy -
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Any di rectér or supérvi‘sof retuesting ihat'an employee be required to submitto a drug

test must dopument, in writing, the facts constitifing reasonable suspicion.

C. A summatized copy of the written repori, including the facts constituting reasonable
suspicion, shall be furnished to the employse when the employee is ordered fo submitto .
a reasonable suspicion drug test approved by the Department Head.

D~ - Directors and supervisors encountéring an employge who refuses an order to submit to
a drug analysis upon direct order shall advise the employee of the requirements of this
arder and the disciplinary consequences of this-poficy. . ‘

B Employees feasonably believed to be under the influence of drugs or controlled _

"substances shall be preventad from engaging in further work. Director and supervisory
personnel shall arrange for the safe transportation of such employees from the

workplace, .

EMPLOYEE RESPONSIBILITIES

- While the use of medically préécribed drigs is ot per se a viclation of this poficy, fallure by the
. employee to notify his/her supervisor, befere beéginhing work, when taking presoribed drugs
which could foreseeable indetfere with the safe and sffective performance of duties or operation

of Department equipment can resulf in discipline.

in the event thers is-a qtiestion regarding an employee’s ability to safely and effectively perform
assigned dufies while using prescribed drugs, clearance from a qualified physician shall be

required. Each smployee shall

A.  Notreport for duty when his/fier ab
- duty drug use.” :

Notify the Department of histher arest for a violation of any criminal drug statute

flity to perforn job duties is impaired due fo on or off

regulating the manufacture, distribution, dispensation, possession or use of a drug or
controlied substance within 24 hours of such arvest, i
c. | Promptly o;bsy‘an order to submit to.a drug testing procedure required by this ordér.
© CONFIDENTIALITY -

All information, interviews, reports, stafements, memoranda and test results, written or
othérwlse, received by the Department through the drug testing program are the property of the
Department and are confidential communications. They shall not be usad or received in
" evidence in any criminal procéeding against the employee, obtained in discovery, or disglosed in
any public or private proceedings, exceptin accordance with the provisions of this order. .

Laboratory reéports and test résults shelf not be placed in an employee’s general

personnet file, but shall be kept in'a separate confidential medical folder that shall be
'+ securely kept under the controf bf the Drug Testing Unif. The Unit is authorized to

release the contents of the confidential medical folder to_the Department Héad or- .

A

Commanderof Internal Investigations;
- “Chvillart Policy
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Disclosure of a posifive cenfirmed drug test result- wxﬂwut amproyee consenf is
authorized when it is:

1. 'Required in & disciplinary action.
2. Compelied by faw or by judicial or administrative process (providing that the
~ employe is given fimely written nofice by the Depariment). _
8. . Theinformatioriis needed by medical personnel for the emergency diaghosis or
tredtment of the emplovee, and the employee is unable to authorize disclosure.

\.

© No physician-patient relationship is created between an employee and the Depariment

oF any persen performing or evaluating a drug test, solély by the establishment,

* implementation or administration of the drug testing programs oonduoted in ascordance

with this order and pohcy

TESTING LABOﬁATORY CERTIFICATION

A

The -initial screening of urine specimens and confirmation festing "of posifive
immunoassays required by this polioy shall only be conducted by a licensed laboratory
that meets the standards appropriate to the application of analytical forensic toxicology. |
“The laboratory must conform to the guidelines of, and becertified to perform urine drig

© testing by, fie Bubstahce Abuse and Mental Health Services Administration (SAMHSA}

and must be licensed by the U.S. Department of Health and Human Services (HHS},

The laboratory must meet the strict standards established in the Mandatory Guid elme$

for Federal Workplace Drug Testing Programs (53FR 11 978, 11989) published-on April
14, 1888, or as amended. The laboratory tnust have in its possession a lefter of
ceriification from HHS/SAMHSA and bs listed in the Federal Register. In addition, the

. laboratory must be licensed and/or acoredited by the U. 8. Department of Health and -
. Human Services Clinical Labaratory

Ths Iaboratory contraoted ferthe testing of specimens submlﬁed i accordance with this
order shall be required to provide for and employ the following poiacies procedures and

personnel

4 ditial drug screemng tests utillzfng the EMTT orequa!ky rehable method.

2. Confirmation testing utilizing the Gas Chromatography /Mass Spectrometry
(GCIMS} method o _

3 Rigorous cham of custody procedures for collection of spectmens and for
handiing specimens during festing and storage. .

4, ,Stnngentstandards for making the drug festing sxte secure, for restrictmgaccess _
to all but authorized pefsonnel and providing an escort for any others who are
authonzed to be on the premises.

8, Precise requirements for quality assurance and parformance tesfing specific to-

urine specimens for the presence of contro!led substances or ll!egai drugs and

their. metabohtet

T R Dlvilianpolicy
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Speclﬁc educational and experience requirements for laburatory personnef to

‘ensure their competence and credibility as experts on forensic urine drug
testing, particularly to qualify them as witnesses [n legal proceedmgs which
challenge the finding of the laboratory. _

DRUG TESTING UNIT

The Administrator of the Drug Testing Unif shall be TeSPOHSibie for the-operafion of the drug :
program established by this policy in accordance with the Mandatory Guldeimes in Arfticle VI, of

A.

-3

this- poflcy and shall also be responsible for:

Assuring that privacy intrusions are mmtmrzed dunng the coueotlon of urine spac:mens

" and that specimens are stored and fransported to festing faboratories under such

conditsons that the quality of the specimens shall not be 3eopardnzed

‘Enstring that the idenfifies of employees whose tests show positive for the presence ofa

drug or conirolled substance are i:rmted to the Department Head or the Commander of

_internal Investigations.
‘Ensuring the use of a computer generated programto select empfoyees for random drug

testing. _
Assuring rigorous chain-of-custody procedures for the collection, _handﬁng'and pr'ope‘r'

" documentation of test specimens during testing and storage.

Ensuring the generation of the random selection listing of personnel.to ideritify
employees who are o be directed to submit to drug testing.on‘parﬁcﬂtardatesanci,shrfts.

Ensl;ring the notiﬁcation of-the dfrectors and superviso 5 of each emp!oyeeto be tested.

Maintaining standard operating prooedures to epsure the efﬁcfent operation and infegrity
of the Drug Testing Program. _

Coordrhatton and fimison with .the certified testmg iaboratory contracted by . the

Department

' Evaluating the program and collectlng and compmng anonymous stat:stloal data

including, but not limited to, reporting the number of:
1. " Random, reasonable suspicion and mandatory tests.

2, Verified posltive test results.

Disciplinary actions initiated as a result of confirmed posvtfve test resulis and
other violations of this policy.

Assisting in developing employee drug education and prevention ﬁ)rogrgms‘

. Civilian Peliey
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RANDOM DRUG TESTING SELECTION PROCEDURES

A The random selection of employees fo. be tested shall be based on a computer

: generated lisfing which shall ensure that there are ne “safe periods”™ for any civilian
employee, Each workday shall present evety affectéd employee with a new opporiurity
of being required to submit 1o the random testing program, with a substantially equal
statistical chance for all employees each new day, regardless of samples previously
subntitted. The selection process shalf employ objective, neutral oriteria and shafl not

permit sui:uectwe factors to play a role in the methodology.

' The number of random tests fo.be performad in any year shall be deferriined by =

formula based on testing twenty (20) per cent of clvifian employees who are in the
common selection pool. . ' :
L. . The collact[on ofspecimens for random testmg shall be evenly d:stnbuted throughoutthe
_ year. The number of spec;mens collected weekly, monthly or quarterly shaif remam
: refativefy constant, '
D.  Random testing shall be conducted on different days ofthe week throughout the annual

cycle to prevent employees from anticipating paﬁerns i coﬂectxon scheduies.

E. The computerized random setecﬂon lisfing shall be generated from the common
C selection pool of ali civillan employees ufilizing a-configential-identification number
uniquely assigned to each individual employee, The association with and identification

of the employee’s name shall be known only to the Administrator or designee of the Drug

- Testing Unit untit such a time as the daily se!ect:on for testmg fist Is prepared for

nofification.

IX  EMPLOYEE NOTIFICATION PROCEDURES

When a dlrectar oF supervisor recaives notif caﬁon from the Drug Testing Unit, he/she shall
~ prepare a Drug Testing Notification Form (ROT-92-100} in triplicate and read and explain the -
contents of the form fo the affected empioyee The Drug Testing Notification Form shaii be

distributed as folfows
. Original fo the affected employee for presentataon at the Drug Testmg Umt for its
retention, _

A

' B. Second copy sha!f be retained by the affected emp!oym

¢ Third capy shall be retained bythe ci:recter orsupervisor of ths affected empfoyee inthe
: unit of asslgnment or detail for 30 days.

The d;rectorfsuperwsor of an affected empioyee when nofified that the emp!oyee is !eavmg the unif of
assignment to submit the required specimen, shall immediately contact and inform the Drug Tesfing Unit

. that the employse is en roufte to the testmg site.
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 DUTIES OF EMPLOYEES SELECTED FOR DRUG TESTING

A -::[vﬂianfem-pi}oyee who is selected o be tested shal fully cooperate in the completien of all

A

A,

prescribed drug(s).

1, All employess shall be nofified, in writing, of the results

- phases of the fesfing process and shall adhers fo the following procedyres:

Upon notification that hefshe has béen selected for drug testing, the employee shall be
requjred to report to the Drug Testing Unit office site before the conclusion of his/hertour

of duty on which the notification was received, -

The civilian employee shall then immediately proceédto the Drug Testinig Unit offics site,
Affected personnel shall report in actordance with the following schedule:

1, First shfﬂ pgzréonnel shall report no earlier fhan 0500 hours and na later than
0800 houwrs, S - ) S ’ -

2. Second shift personnel
1400 hours.

3 Third shift pc_afs'onnel shall report no earfier than 1400 hours and no later than
- 2000 hours. : - ’ :

Upoh‘ artival atthe Drug Testing Unitoffice, employess shallidentify themselves, present

shaill réport no earier tﬁan 0800 hours and rio later than

~ their photo identification card-and the original Drug Testing Program Notification Form,

Answerajf pre-test questions refating fo their medical hiétow regarding the use of any/all

Upon completion of the specimen collection process, the 'em;;lqyee shall immediafely
retumn fo duty status. R ' . a

be considered compiete};i until he/she ha

s submitted the required urine specimen, An
affected amployee’s tour of duty shall not - '

- TEST RESULT PROCEDURES

Confirmation and reporting of test resuts.
of their drug screening

test, whether negative or positive.

" Adrug screening specimen that initially yislds a positive result shall be tested
second fime using a gas chromatography/mass spectrometry (GO/MS) test,

lf the second test (GC/MS) confirms the inifial positive test result, the employee
- shall be notified of the results in witing. The notification shall identify the
particular drug(s) or controfled substance(s) ortheir metaboiites and shall specify

tha coneentration level.
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Upon recsipt of nofification of a

Ifthe laboratory selected b

_ previously initiated as a result o
taboratory. ' _

An employee whose confirmation fost as sp'eciﬁed in paragraph 3, is desmad

positive may, at the employee's owh expense, have additional testing conducted

on the original test sample. The employee shall have forty-eight (48) hours to
notify the Drug Testing Unit,.in writing, that hefshe infends to have ‘the
conflrmation verified by a laboratory ofhisherown éhoice, The laboratory must -
be certified by the Federal Department of Health and Huran Services (HHS)
Substance Abuse and Mental Health Services Administration (SAMS HA).

Any erﬁpioyee w{ho is the éubject of a drug test that results in a pdsfﬁVe -

confirmed fest shall, upon writfen request, have access to any test or iaboratory
records relating fo his or her drug fest. - E )

Confirmed positive test specimens shall be defivered to the laboratory of the

:employee’s choice by the laboratory that performed the test for the Dapartment. .

The original laboratory shall be responsible for the transfer of the porfion of the
specimen to be retested and for the integrity of the chain of custody during siich

{ransfar.
Quantitation forta retest islnot subject to a specific cutoff fevel reciuiremenf, bt

must provide data sufficient fo confirm the presence of the drug or metaboliite.
Because some"analytes may deferiorate or are lost during storage, defected

'!evels of the drug bleow the defection limits. established by this policy, but equal

of greater than the established sensitivity of the assay must, as technically
appropriate, be reported and considered coroborative of the original positive

results,

An‘origina! copy of the results of the retest conducted by the employes’s chosen
laboratory shall be defivered fo the Drug Test Unit within ten (10} calendar days
from the date the specimeén was delivered to the employes’s selected laboratory -

by the Department {aboratory.
i the'HHS certifisd laboratory selected by the employee dispu-tes the positive

 finding(s) of the laboratory ufilized by the Depariment within the fime aiiotted,

using the same testing procedures used by the original laboratory, then no
further acilon shall be taken against the employee. If the retest result is
negative, the Department shall reimburse the employee for the expenses
incurred for the retest, such reimbursement shall be limited to the current costto

- the Department for GC/MS confirmation testing,

¥ the empioyse fails to dispurte the posifive finding(s)
within the allotled time, or if the employes fails of refuses fo elect the
confirmatory testing procadure within the fime or in the mapner prescribed
herein, the Drug Tesfing Unit will proceed with the preliminary investigation
f the initial confirnation finding of the original

poéitive test result, the Administrafor or designee ofthe

Drug Testing Unit shall;

T,

Notify the Department Head or the Commander of Intermal Affairs to instruct the

: employse to furnish documentation relating to the use of any legally prascribed
- drugs {e.g., pafient ma

intenance report and/or preseribing physician's statement,

- efe)
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