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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
International Brotherhood of Teamsters Local 700, (hereinafter referred to as the
“Union™).

ARTICLE I Recognition

Secti_on 1.1 Representative Unit:

The Joint Employer (*Employer”) recognizes the Union as the sole and exclusive
Representative for all employees of the Employer in the job classifications of
Correctional Officer; Investigator Il (Intensive Supervision) within the EM Division
and Records Unit of the Department of Community Supervision and intervention;
Cook County Sheriffs Boot Camp Drill Instructor’s; Cook County Correctional
Officers employed at the Department of Women'’s Justice; and Canine Officers
employed in the Corrections K-9 unit; and excluding all employees above the
rank of Correctional Officer, Investigator Il positions in the Fugitive Unit and Day
Reporting Unit, Investigator ll positions in the Records Unit responsible for Day
Reporting Unit business, Investigator Il and Investigator IV positions, alf
Investigator positions regularly assigned to conduct internal investigations or
regularly assigned to the Sheriffs Merit Board, and excluding all supervisors,
managerial and confidential employees, and all other employees of the County of
Cook and the Cook County Sheriffs Office.

Section 1.2 Union Membership:

For the purpose of this Section, an employee shall be considered to be a
member of the Union if he/she tlmely tenders the dues and initiation fee required
as a condition of membership.

The Employer will grant the Union an hour, to be scheduled during the orientation
of new employees 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 Checkoff:

With respect to any employee from whom the Employer receives individual
written authorization, signed by the employee, in a form agreed upon by the
Union and the Employer, the Employer shall deduct from the wages of the
employee the dues required as a condition of membership in the Union, or a
representation fee, and shall forward such amount to the Union within thirty (30)
calendar days after close of the pay period for which the deductions are made.
The amounts deducted shall be set by the Union, and the Employer shall
continue to retain a service charge of five cents ($.05) for making each such
deduction.



Section 1.4 "Fair Share™:

1. In accordance with Section 6(e)-(g) of the lllinois Public Labor Relations
Act, all employees covered by this Agreement will within 30 days of the Union
meeting said condition or within 30 days of their employment by the County
either (1) become members of the Union and pay to the Union regular Union
dues and fees or (2) will pay to the Union each month their fair share of the
Union’s costs of the collective bargaining process, contract administration and
pursuing matters affecting employee wages, hours, and other conditions of .
employment.

2. Such fair share payment by non-members shall be deducted by the
County from the earnings of the non-member employees and remitted to the
Union, provided, however, that the Union shall certify to the County the amount
constituting said fair share, not exceedmg the dues uniformly required of
members of the Union, and shall certify that said amount constitutes the non-
members’ proportionate share of the Union’s costs of the collective bargaining
process, contract administration and pursuing matters affecting employee wages,
hours and other conditions of employment.

3. Upon receipt of such certification, the County shall cooperate with the
Union to ascertain the names of and addresses of all employee non-members of
- the Union from whose earnings the fair share payments shall be deducted and
their work locations.

4. Upon the Union’s receipt of notice of an objection by a non-member to the
fair share amount, the Union shall deposit in an escrow account, separate from
all other Union funds, 10% of alt fees being collected from non-member
employees. The Union shall furnish objectors and the County with verification of
the terms of the escrow arrangement and, upon request, the status of the Fund
as reported by the bank.

The escrow fund will be established and maintained by a reputable independent
bank or trust company and the agreement therefore shall provide that the escrow
accounts be interest bearing at the highest possible rate; that the escrowed funds
be outside of the Union’s control until the final disposition of the objection; and
that the escrow fund will terminate and the fund therein be distributed by the
terms of an ultimate award, determination, or judgment including any appeals or
by the terms of mutually agreeable settlement between the Union and an
objector or group of objectors.

5, If an ultimate decision in any proceeding under state or federal law directs
that the amount of the fair share should be different than the amount fixed by the
Union, the Union shall promptly adopt said determination and notify the County to
change deductions from the earnings of non-members to said prescribed amount.



Section 1.5 Religious 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 lllinois Public Labor Relations Act.

~ Section 1.6 Indemnification:

The Union shall indemnify and save the County harmless against any and all
claims, demands, suits, or other forms of liability that may arise out of or by
reason of any action taken by the County for the purpose of complying with any
provisions of this Article. If an incorrect deduction is made, the Union shall refund
any such amount directly to the involved employee.

Section 1.7 D.R.I.V.E. Authorization and Deduction:

The Employer agrees to deduct from the paychecks of all employees who are
covered by this Agreement who submit specific written authorizations for
voluntary contributions to D.R.LV.E. D.R.LV.E. shall notify the Employer of the
amounts designated by each contributing employee that are to be deducted from
his/her paycheck on a weekly basis for all weeks worked. The phrase “weeks
worked” excludes a week other than a week in which the employee earned a
wage. The Employer shall transmit, on a monthly basis, in one check, the totai
amount deducted along with the name of each employee on whose behalf a
deduction is made, the employee’s social security number and the amount
deducted from the employee’s paycheck to:

D.RIVE.

International Brotherhood of Teamsters
25 Louisiana Ave., NW

Washington, D.C. 20001

No such authorization shall be recognized if in violation of State and Federal law.
No deduction shall be made which is prohibited by applicable law.

ARTICLE II 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 State and Federal statutes and Constitutions, and to adopt and
apply all ruies, regulations and policies as it may deem necessary to carry out its
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statutory and constitutional responsibilities.. Employer rights shall be limited only
by the specific and express terms of this Agreement. Employer rights include, but
are not limited to: _

A

The Union recognizes the exclusive rights of the Employer to determine its
policies, standards of services and to operate and manage its affairs and
to direct its work force in accordance with its responsibilities. The
Employer has all the customary and usual rights, power and functions of
management.

The Union recognizes the exclusive rights of the Employer to hire, transfer,
promote, discipline and suspend employees for just cause and to establish
reasonable work rules, make work assignments, determine schedules of
work, methods, processes and procedures by which work is to be
performed, place, methods, means and number of personnel needed to
carry out the Employer’s responsibilities and duties as well as the right to
determine reasonable work, productivity, reasonable performance and
evaluation standards.

The Union recognizes that the Employer has the right to change existing or
introduce new methods, equipment or facilities and the right to contract for
goods and services.

The Employer has the right to make, publish and enforce general orders,
rules and regulations and the Employer has the right to reclassify existing
positions based on assigned duties and responsibilities, or make changes
in assigned duties and responsibilities. However, any such changes in
existing positions will be discussed with the Union prior to implementation.

The Employer has the right to enter into mutual aid and assistance

agreements with other units of government.

The Employer has the right to establish standards to which force, including
deadly force, can be used.

The Employer has the right to take any and all actions as may be
necessary to carry out the duties and responsibilities of the employer in
situations of civil emergency as may be declared by the employer. It is the
sole discretion of the employer to determine that civil emergency
conditions exist, which may include but not be limited to riots, civil
disorders, tornado conditions, floods, other emergency conditions, or other
circumstances beyond the control of the employer which call for immediate
action whereas it may be required to assigh employees as the Employer
deems necessary to carry out its duties and responsibilities. Upon
completion of the emergency assignment, the Officer shall be returned to
his original assignment immediately.
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Section 2.2 Employer leiqations:

The Union recognizes that this Agreement does not empower the Employer to do
anything that it is prohibited from doing by law. It is further understood that any
actions taken in the areas of wages, hours, and terms and conditions of
employment shall be done in accordance with the lllinois Public Labor Relations
Act. ‘

Section 2.3 Union and Employer Meetings:

A. Department of Corrections:

For the purpose of conferring on and resolving matters of Union and
Employer interest, within the Department of Corrections, which are not
appropriate for consideration under the grievance procedure, the Union
and the Employer agree to meet monthly through their designated
Representatives. The Union designated representatives will be comprised
of the Union Business Representatives, the Chief Union Representative
and seven (7) Department of Corrections Union Representatives. Either
party may invite additional an employee to any labor/management
meeting to address a specific issue. Such invited person shall only attend
during the discussion of the issue for which he/she was invited.

A written agenda will be prepared by and submitted by the Union and
Employer. Each agenda will be prepared and distributed to each side one-
week prior to the meeting date. Matters taken up in the scheduled
meetings will be confined to the agenda.

Minutes from the Union and Employer meetings will be prepared and
approved by the Union’s and Employers’ designated Representatives.
Upon approval of the meeting minutes, copies will be distributed to the
Union and to the Employer. Additional copies will be distributed to the
Sheriff and the Director. '

B. Department of Community Supervision and Intervention and Department
of Cook County Sheriffs Boot Camp and Department of Women's Justice:

For the Department of Community Supervision and Intervention and the
Department of Cook County Sheriffs Boot Camp, and Department of
Women'’s Justice labor/management meetings will be scheduled on an as
need basis. Arrangements for such meetings shall be made reasonably in
advance, at mutually agreed upon times and both parties will provide a
written agenda. Matters taken up in the scheduled meetings will be
confined to the agenda. The number of designated representatives for
-each side will be mutually agreed upon.
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ARTICLE Il Hours of Work and Overtime

Section 3.1 Purpose of Atticle:

The provisions of this Article are intended to define and establish regular work
hours and to provide the basis for calculating overtime pay, and shalil not be
construed as a guarantee of hours of work per day or days per week or pay in
lieu thereof, or as a limitation upon the maximum hours per day which may be
required. '

Section 3.2 Reqular Work Periods:

1. DOC:

A

The work schedule for Correctional Officers working in the Department of
Corrections shall consist of five (5) consecutive days of work and two (2)
consecutive days off.

Generally, the workweek for Correctional Officers working in the
Department of Corrections will consist of the same eight (8) hour units
within a seven-day period. The hours of work will generally be either one
of the following schedules:

6:00a.m. - 2:00 p.m.
2:00 p.m. - 10:00 p.m.
10:00 p.m. - 6:00 a.m.
or

7:00am. - 3:00 p.m.
3:00 p.m. - 11:00 p.m.
11:.00 p.m. - 7:00 a.m.

Transportation unit shifts will be either one of the following:
12.00 pm. - 8:00 p.m.
6:00 a.m. - 2:.00 p.m.

Based on identified needs, the Employer will decide the number of
Corrections Officers for each shift and days off. Any changes of the above
work schedules will be discussed with the Union prior to implementation.

No Officer shall be required to work more than two (2) consecutive shifts
in a twenty-four (24) hour period, nor shall an employee be required to
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work different shifts (i.e., 8:00 a.m. to 4:00 p.m. one day, 4:00 p.m. to
12:00 midnight another day) within a seven (7) day period.

C. Except as provided elsewhere in this Agreement, an Employee’s normal
work hours shall generally consist of eight (8) consecutive hours of work.
Each eight (8) hour workday shall include and be interrupted by a one (1)
hour paid lunch break. In the event an employee is ordered not to take all
or any part of his lunch break, the Employer shall give an employee who
works through their paid lunch period the option of either receiving one-
half { 72 ) hour of additional pay or one (1) full hour of compensatory time
for doing so. This additional pay or compensatory time does not count
towards an employee’s 80-hour overtime threshold. Example: if
employee A is ordered not to take a lunch on a given day and works an
eight hour shift, then Employee A can choose either to receive eight and a
half (8 72 ) hours of pay for that day or eight (8) hours of straight pay for
that day plus one (1) hour of compensatory time.

D. The Employer agrees to provide lunch periods to all Ofﬂcers/lnvestlgators
between the 3rd and 6th hour of their shift or to allow Officers who did not
receive a lunch within these hours to leave the compound one hour prior
to the end of their shift. If an officer does not receive a lunch break
between the 3rd and 6th hours of their shift or is not permitted to leave
after their 7th hour, the Employer will provide a lunch premium in
accordance with paragraph immediately (C) above.

Il Boot Camp:

On or after February 1, 1997, Boot Camp will, where appropriate, institute a 6
and 2 work schedule. The Employer agrees that an Employee will have
consecutive days off within a scheduled calendar week.

The normal workweek consists of forty (40) hours; eight (8) hours per day, five
days per calendar week. The basic schedule of hours will be determined by the
unit commanding officer and will generally conform to one of the following three

watches;

First Watch: 0530 to 1330 hours

- Second Watch: 1330 to 2130 hours
Third Watch: 2130 to 0530 hours

Based on identified needs, the Employer will decide the number of Officers for
each shift and days off. Any changes in the above work schedules will be
discussed with the Union prior to implementation.

No officer shall be required to work more than two (2) consecutive shifts in a
twenty-four (24) hour period, nor shall an employee be required to work different
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shifts (i.e., 8:00 a.m. to 4:00 p.m. one day, 4:00 p.m. to 12:00 a.m. (midnight)
another day) within a seven (7) day period.

M. DCSI (Electronic Monitoring): -

The normal work week consists of forty (40) hours, with a five-two (5/2) work -
schedule consisting of eight (8) hours each day per calendar week. The basic
schedule of hours will be determined by the unit commanding officer and will
generally conform to one of the following three watches: .

First Watch: 11:00 p.m. to 7:00 a.m.
Second Watch:  7:00 a.m. to 3:00 p.m.
Third Watch: 3:00 p.m. to 11:00 p.m.

Based on identified needs, the Employer will decide the number of employees for
each shift and days off. Any changes in the above work schedules will be
discussed with the Union prior to implementation.

No officer shall be required to work more than two (2) consecutive shifts in a
twenty-four (24) hour period, nor shall an Employee be required to work different
shifts (i.e., 8:00 a.m. to 4:00 p.m. one day, 4:00 a.m. to 12:00 midnight another
day) within a seven (7) day period.

The Employer agrees that Electronic Monitoring Employees will have two (2)
consecutive days off.

V. Women’ Justice:

The normal workweek consists of forty (40) hours, with a maximum of five (5)
consecutive eight (8) hour days per calendar week. The basic schedule of hours
will be determined by the unit commanding officer and will generally conform to
one of the following watches:

Second Watch: 7:00 a.m. to 3:00 p.m.
Third Watch: 3:00 p.m. to 1_1:00 p.m.

Based on identified needs, the Employer will decide the number of employees for
each shift and days off. Any changes in the above work schedules will be
discussed with the Union prior to implementation.

No officer shall be required to work more than two (2) consecutive shifts in a
twenty-four (24) hour period, nor shall an employee be required to work different
shifts (i.e., 7:00 a.m. to 3:00 p.m. one day, 3:00 a.m. to 11:00 p.m. another day)
‘within a seven (7) day period. _
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The Employer agrees that the Women'’s Justice Employees will have two (2)
consecutive days off.

Section 3.3 Overlime Policy and Procedures:

Contingent upon the needs of the Employer, qualifying Officers will be afforded
the opportunity to work extra hours/shifts at their regular rate of pay plus a
premium. In order to ensure the fair and equitable distribution of overtime, a
tracking system, which is agreed upon, by the Employer and the Union will be
created and implemented upon the ratification of this agreement.

Officers will be eligible to participate in this program and earn extra money if they
meet the following requirement:

Within the previous three month period, the employee must not have: (1) used
any sick leave when that employee had no accrued sick leave on the books; (2)
been absent no call; or, (3) been absent late call without documented justification
reasonably acceptable to the Employer, to include but not limited to approved
FMLA.

PROCEDURES AND PROVISIONS

Where possible, the Employer will determine staffing levels for all shifts, for all
locations and all Officers. The Employer will also determine minimum staffing
levels, for all locations, which may be changed from time to time as institutional
needs are evaluated and justified. Whenever a Unit falls below the established
minimum level, additional staff will be added using the following. procedure:

A. Temporary Reassignments

The Employer agrees not to temporarily transfer bidded officers, instructors, or
investigators who are bidded to divisions or units to other divisions or units
unless a bidded officer(s), instructor(s) or investigator(s) volunteers. Bidded
officers, instructors, or investigators who volunteer for the temporary transfer and
actually work in a different division or unit will receive one (1) hour of
compensatory time for that shift. If multiple bidded officers, instructors or
investigators volunteer, the employer will select the volunteers by seniority from
- most to least on a rotating basis per pay period. For purposes of this section, a
“unit” is any specialty unit as defined in the collective bargaining agreement,
including the creation of a new “unit.” The Administrative Relief Unit (or any
group with a similar function) is not subject to this provision.

B. Voluntary Overtime

When it is not possible to secure staff from other locations, overtime can be
offered using seniority in the following manner:

1. Using Officers already at work and on duty in the Division/Units on a
rotation basis based on seniority.
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2. The next Officers to be offered overtime are those on duty in other
Divisions/Units on a voluntary basis based on seniority.

3. ‘The next Officers to be offered overtime are those on duty in
Divisions/Units outside the DOC desiring to work overtime inside the DOC
on a voluntary basis based upon seniority.

4, The Shift commander may call Officers from the Division/Unit in need who
are on an RDO or RTO who have volunteered.

5. The Shift commander may call Officers from the Division/Unit in need who
are on an RDO or RTO from another shift, who have volunteered.

In order to ensure the fair and equitable distribution of overtime under Section B
(1) above, no Officer will work voluntary overtime more than once in the same
‘pay period unless every on duty Officer within that Division/Unit has been offered
the opportunity to work voluntary overtime.

Remedy: The Employer and the Union agree that the appropriate remedy for a

violation of this provision is that the member who's rights have been violated by
an error in regards to this procedure shall be entitled to work the next available

overtime shift of the member’s choosing.

The Union shall keep the Employer informed of the Employer's suspected
systematic abuse of this provision and the Employer will cooperate with the
Union in correcting any such systematic abuse. In the event that the suspected
abuse is not corrected to the satisfaction of the grievant, any remedy shall not be
limited to the above.

C. Mandatory Overtime

When it has been determined that there is a critical need for overtime, the

Superintendent/Unit Supervisor will make the decision to require that Officers

work overtime after completion of C.B.A Article 3.3 B(2), beginning with those
with the least seniority.

If all Officers refuse voluntary overtime, the Superintendent/Unit Supervisor will
choose Officers beginning with those on duty within their Division/Unit, with the
least seniority each time and without rotation. However, no officer shall be
assigned to work mandatory overtime more than once in the same pay period,
unless every on duty Officer within that Division/Unit has already performed
mandatory overtime during that same pay period.

D. Voluntary and Mandatory Overtime for Speciaity Units

Notwithstanding the above, if no Officers in the specialty units voluntarily accept
said overtime assignments then Officers on duty in the specialty unit shall be
assigned beginning with those with the feast seniority.
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No Ofticer shall be assigned to work mandatory overtime more than once in the
same pay period, unless every on duty Officer within that specialty unit has
already performed mandatory overtime during that same pay period. This shall
not preclude any members in special assignments from being abie fo volunteer
for overtime in other assignments if so qualified.

Section 3.4 Overlime Compensation:

Overtime which has been duly authorized or approved shall be compensated as
follows: All hours actually worked in excess of eighty (80) hours per biweekly pay
period by an Employee shall be compensated at the rate of one and cne-half (1
2) times the regular hourly rate. For purposes of calculating overtime, all
compensated hours shall be counted, except sick leave, during a fourteen (14)
day period.

Consistent with the grievance arbitration decision issued May 31, 2012 by
Arbitrator Brian Reynolds, if officers on FMLA leave choose to use leave time
other than sick leave, such paid leave shall be counted as hours worked for
purposes of this Section 3.4 Overtime Compensation.

Section 3.5 Compensatory Time and/or Overtime:

Effective upon ratification and Board approval, at the Officer’s option, time and
one-half (1 %2) overtime may be accumulated as compensatory time due,
.calculated at overtime rate, in lieu of pay. All compensatory time due (earned
from whatever source) shall be accumulated to a maximum of four hundred and
eighty (480) hours. All hours earned in excess of four hundred and eighty (480)
shall be paid in cash. 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.

Seclion 3.6 Shift Relief:

Officers shall be released from their assignment at the end of their work period
when the relieving officer assumes responsibility for the assignment and verifies
with the supervisor or supervisors designee that the responsibility of the
assignment has been transferred from the off-going officer to the on — coming
officer.

in the event that the officer has not been released to leave the workplace by one
~ minute past the end of their assigned work period, the officer shall receive 15
minutes of pay or compensatory time. For example: Officer A leave the
workplace at 1502 hours, Officer A is entitled to 15 minutes of compensation at
the overtime rate. If Officer A leaves the workplace at 1517 hours, Officer A is
entitled to 30 minutes compensatory time or pay at the overtime rate, at the
officer's election.
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ARTICLE IV Seniority

Section 4.1 Definition of Seniority:

A

For the purpose of this agreement, other than Section C below, seniority
shall be defined as commencing on the member’s date of hire as a sworn
law enforcement officer with the Cook County Sheriff's Office. Employees
wilt bid based upon seniority for shift, detail and divisional/unit, vacation
dates, and overtime assignments within their departments or specialized
units. Currently, the specialized units for purposes of this Section are:
Canine, Transportation and ERT in the DOC; the Department of Women

Justice Services; the Sheriff's Impact incarceration unit commonly known

as Boot Camp; and, the Electronic Monitoring Unit.

Beginning March 25, 2013, an Employee’s union seniority shall be their
date of hire as a sworn Law Enforcement Officer with the Cook County
Sheriff's Office. This section 4.1 (B) supersedes any contradictory
language in the CBA. In the event two or more Officers have the same
seniority date, preference shall be given based on the lower County
employee number first, then second by lower JDE number.

County-Wide Seniority shall be used for purposes of vacation earned and
accrued under Section 7.1 of this agreement, defined as a combination of
Department seniority plus any time that is credited under Section 1 below
or COUNTY SERVICE IN ANOTHER DEPARTMENT OF COOK
COUNTY.

(1)  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 Water Reclamation District of Greater
Chicago and/or Chicago Board of Education shall have the right to

. have the period of such service credited and counted for the
purpose of computing the number of years of service as Employees
of the County for vacation credit only. All discharges and
resignations not followed by reinstatement within one (1) year shall
interrupt continuous service, and shall result in the loss of all prior

service credit.

(2) - 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.

Termination of Seniority: An Employee shall be separated from
employment and have his/her seniority terminated for the following
reasons only: ’

a. The Employee resigns or quits,

b. The Employee retires on regular service retirement,
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C. The Employee is discharged or permanently removed from
the payroll and the separation is not reversed through the
grievance procedure,

d. The Employee does not return or renew at the expiration of a
leave of absence, and _ '
e. The Employee does not return to work when recalled from
layoff.
E. Any new employee shall be considered a probationary employee

for a period of twelve (12) months from the beginning of their
employment during which time they shall have no seniority rights
except for vacation purposes. A new Employee may be summarily
dismissed within said twelve (12) months from the date of
employment at the sole discretion of the Employer. If such
Employee is retained beyond the twelve (12) month probationary
period from the beginning of his employment, he shall immediately
thereafter be classified as a regular Employee and his seniority
shall commence as of the date of his original employment.

F. An employee will not earn additional seniority during any absence
from County Service on leave without pay in excess of thirty (30)
consecutive calendar days, or suspension for more than thirty (30)
consecutive calendar days, or time after layoff of more than thirty
(30) consecutive calendar days, except as provided by law or
regulation.

Section 4.2 Reduction in Work Force, Layoff and Recall:

Should the Employer determine that it is necessary to decrease the number of
employees within a job classification, within a department, the employees to be
laid off in that classification shall be removed from it in inverse order of
department seniority. Where possible, surplus employees and the Union shall be
given notice thereof at east two (2) weeks prior to the effective date. Employees
s0 removed shall be able to exercise their seniority in any other department
covered by this collective bargaining agreement provided said employee has the
ability to perform the job and said employee meets all qualification standards
required by the unit. Employees laid off as a result of this procedure shall be
subject to recall in order of department seniority before new employees are hired
in the classifications held by them at the time of the reduction in force.

Section 4.3 Seniority List:

Within thirty (30) days of ratification, the Employer will furnish the Union a master
list showing the name, employee number, Department of Corrections/Department
of Community Supervision and Intervention/Boot Camp seniority date within each
such Department, current job assignment and star number of each employee.
The Employer shall post a similar list. Within thirty (30) calendar days after the
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date of posting, an employee must notify the Employer of any error as it appears
on that list or it will be considered correct and binding on the employee and the
Union for the duration of that list. The Employer will furnish the Union a revised
list quarterly, including before each occasion of a compound-wide bidding under
Section 14.3. A copy of each subsequent revised list will be available for
inspection and review in the Security Office of each Division/Unit. After furnishing
any such list, an employee must notify the Employer of any error within ten (10)
calendar days thereafter, or the information so furnished will be considered
correct and binding on the employee and the Union until a subsequent list is
furnished by the Employer as provided herein.

ARTICLE V Rates of Pay

Section 5.1 Job Classifications:

All bargaining unit employees shall receive the biweekly salary provided for their
respective grade and length of service as set forth in Appendix A of this
Agreement. Employees will be increased to the appropriate step upon completion
of the required length of service in the classification. '

The salary grades and steps applicable to this bargaining unit shall be increased
as follows during the term of this agreement:

Effective the first full pay period on or after 6-1-13, a 1% wage increase
Effective the first full pay period on or after 6-1-14, a 1.5%. wage increase
Effective the first full pay period on or after 6-1-15, a 2.0% wage increase
Effective the first full pay period on or after 12-1-195, a 2.0% wage increase
Effective the first full pay period on or after 12-1-16, a.2.25% wage increase
Effective the first full pay period on or after 6-1-17, a 2.0% wage increase

Section 5.2 Court Time:

if a Correctional Officer is required by the Department to appear in court during
off-duty hours, such court time will be compensated at the rate of one and one-
half (1 ¥2) times the Officer’s regular hourly rate of pay so long as these hours are
in excess of the Officer's regularly scheduled work hours.

ARTICLE VI Holidays

Section 6.1 Designation of Holidays:

A. The following days are hereby declared holidays, except in emergency
and for necessary operations, for all employees in the bargaining unit. It is
understood that for those employees working on a 4-on, 2-off schedule,
holidays are included in the scheduling and may or may not fall on the
appointed day:
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12.

New Year's Day - January 1

Martin Luther King’s Birthday - Third Monday in January
Lincoln’s Birthday - February 12

Washington's Birthday - Third Monday in February
Casimir Pulaski’s Birthday - First Monday in March
Memorial Day - Last Monday in May
Independence Day - July 4

Labor Day - First Monday in September
Columbus Day - Second Monday in October
Veteran's Day - November 11

Thanksgiving Day - Fourth Thursday in November
Christmas Day - December 25

It is the intent of the Board of Commissioners of Cook County that all salaried
Cook County employees be granted twelve (12) holidays, or equivalent paid days
off per year. Holidays will be celebrated on the day on which it actually occurs.

B.

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 of Cook

County.

Effective December 1, 1993, Employees who work on any one of the six
(6) major holidays, i.e., New Years Day, Memorial Day, July 4th, Labor
Day, Thanksgiving Day and Christmas Day shall receive time and one-haif
(1 ) for all hours worked, plus an additional day off with pay.

Employees who work on any one of the seven (7) minor holidays, shall
receive straight time pay for all hours worked plus an additional day off

with pay.

In addition to the holidays listed, an employee shall be credited with one
(1) floating holiday on December 1 of each year, which must be used by
the employee between December 1 and November 30. The floating
holiday may not be carried over into the next fiscal year by the employee
except as provided below. The floating holiday will be scheduled in
accordance with the procedures for vacation selection. Use of the floating
holiday is restricted to a full day increment. Requests shall not be ‘
unreasonably denied. If the floating holiday is not used prior to end of the
fiscal year (November 30th), the employee shall be compensated in cash
(at the applicable rate) or compensatory time, in accordance with current
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practice provided that the employee has submitted at least three (3)
requests for such floating holiday by September 1 and the employer failed
to grant one of the three days requested.

If an Employee is required to work on an approved floating holiday, the
Employee shall receive one and one-half (1 12} times the Employee’s,
regular hourly rate for the hours actually worked plus, at the officers
discretion, either: 1) eight (8) hours pay, including shift premium, if
applicable, at the same hourly rate or; 2) eight (8) hours compensatory
time. The form of compensation (cash or compensatory time), and the
usage of such time, shall be in accordance with current practice of the
Employer in effect on the date of the Agreement.

Section 6.2 Eligibility:

To be eligible for holiday pay, an Employee must satisfy each of the following
requirements:

A

The Employee must have worked the regularly scheduled number of
hours on the last scheduied day before and the first scheduled day after
the holiday, unless said officer received authority to take those days off.

The Employee must have worked at least forty (40) hours during the pay
period in which the holiday occurs unless the empioyee was on vacation
or paid sick leave or other authorized paid time during such period.

-Holiday compensation will not be credited to members scheduled to work

on a holiday if the member is on the medical roll (except IOD) or absent
due to sickness.

Section 6.3 Holidays in Vacations:

if a holiday falls within an Employee’s scheduled vacation, such Employee, if
otherwise eligible, shall be granted an additional day of vacation.
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ARTICLE Vi ~ Vacations

Section 7.1 Vacation Leave:

A

Ali bargaining unit employees, who have completed one year of service
with Cook County, including service mentioned in Article IV, Section
4.1(C) 1, shall be granted vacation leave with pay for periods as follows:

Anniversary of Days of Vacation Maximum
Employment Accumulation

1%t thrus® 80 hours 160 hours

7" thru 14" -120 hours 240 hours

15 year and over 160 hours : 320 hours

B.

Vacation 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
days in a pay period to accrue time in that period. Vacation time will be

~earned and accrued at the following rates:

1% thru 8" years: 3.08 hours per pay period x 26 pay periods

7" thru 14" vears: | 4.62 hours per pay period x 26 pay periods

15" vear and after: 6.16 hours per pay period x 26 pay periods

C.

Employees may use only such vacation leave as has been earned and
accrued provided, however, that five (5) working days of the initial
vacation allowance may be allowed after the first six (6) months of service.
The Sheriff may establish the time when the vacation shall be taken.
Employees shall be allowed to schedule their vacation periods in
increments of five (5) days beginning on a Sunday and ending on a
Saturday. Employees shall be allowed to schedule all unused vacation
time as mutually agreed upon by the employer and the affected employee
in increments of (l) one day or more and shall be scheduled pursuant to
Section 9.7 contained herein.

All discharges and resignations not followed by reinstatement within one
(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.

- In the event an employee has not taken vacation leave as provided by

reason of separation from service, the employee, or in the event of death,

24



the employee's spouse or estate, shall be entitled to receive the
employee’s prevailing salary for such unused vacation period.

F. In computing years of service for vacation leave, employees shall be
credited with regular working time plus the time of duty disability.

G. Any Cook County employee who is a re-employed veteran shall be
entitled to be credited with working time for each of the years absent due
to Military or Naval service. The veteran’s years of service for purposes of
accrual of vacation time in the year of return to employment with Cook
County shall be the same as if employment had continued without
interruption by Military Service.

H. Holidays recognized by the Board of Commissioners of Cook County are
not to be counted as part of a vacation.

Section 7.2 Vacation:

The Employer agrees to post vacation schedule request periods, and the choice
of vacation scheduling shall be given on a department seniority basis as a
bargaining unit member within each division/unit of the department.

The vacation period will begin December 1 and end on November 30. Each
bargaining unit member desiring to select vacation time for this period must
select a minimum of forty (40) hours, five (5) working days. However, the
bargaining unit member may at his/her option, use all or part of the maximum
allotted vacation time earned for one (1) fiscal year. The employee who wishes to
split his/her vacation may do so in as many weeks as are earned for one (1)
fiscal year. Once the vacation periods are selected by the bargaining unit
members, he/she will within a reasonable time period receive a copy of the
selections signed by both the member and the unit supervisor. The vacation bid
period shall begin on or before November 1% and be concluded no later than

- November 15" of each year, or earlier as may be agreed.

At least eight percent (8%) of the sworn personnel on each shift within each
division/unit will be allowed off for vacation. Civilian personnel, training,
suspensions, meetings, excused absences, etc., will not be used in this
determining number of bargaining unit members that may be allowed off for
vacation. (Personal time, holiday time, and time due are not a part of vacation,
therefore at least an additional two percent (2%) will be allowed for such time.
Usage of vacation time in one (1) day increments shall be included in this
calculation.) -

Bargaining unit members with additional vacation time will be allowed to select
any available period(s) after the vacation list has been completed and posted, or
he/she may carry the additional time over to the next year, subject to Cook
County iimitations. Once a vacation is selected, the bargaining unit member must
receive that vacation even if he/she has been transferred to another division/unit.
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If a bargaining unit member is in danger of losing vacation time because he/she
has accumulated more vacation than the County allows, the superintendent or
unit supervisor shall notify the member of such danger and inform the member
the week(s) available prior to losing his/her vacation time. However, vacations
already selected cannot be switched, except upon written application with
exceptional circumstances. The Employer will not unreasonably deny any such
request. — '

Section 7.3 Sixty Day Calendar:

The Employer shall establish a 60 day calendar to reflect time off requests other
than bid vacation under Article Ill. The 80 day calendar will be used to enter
vacation or compensatory time-off requests to be taken in the upcoming 60 day
period. Requests shall be approved on a first-come, first-served basis, regardiess
of seniority, commencing at the start of roll call on the 60" day. Requests shall be
time-stamped or initialed by a supervisor.

ARTICLE VI Welfare Benefits

Secﬁon 8.1 Hospitalization Insurance:

A. The various hospitalization insurance plans (as described in the attached
Appendix C) that are in effect shall remain in effect for the duration of this
Agreement. An explanation booklet of the various health insurance plans
shall be prepared and made available to the employees.

B. All rules and procedures governing the calculation and collection of such
contributions shall be established by the County’s Department of Risk
Management, after consuitation with the Union. All employee contributions
for Health Insurance shall be made on a pre-tax basis.

The County may institute or continue a cost containment program (such a
second opinion on elective surgery, out-patient surgery, weekend
admission prohibition, etc.) so long as the health insurance coverage
remains the same. The Union will be notified before any proposed change
in hospitalization benefits are implemented and shall have the right to
bargain over the impact of such changes.

All new employees covered by this Agreement shall be required to enroll
in the County HMO plan of their choosing, such enroliment to be effective
from the date of hire through the expiration of the first full health plan year
following such date of hire.

C. The employer will provide prescription benefits and mail order prescription
program as described in the attached Appendix C.
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Section 8.2 Sick Leave:

A

Sick leave 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 o accrue sick time in that period. Sick leave will be earned and
accrued by all eligible employees at the rate of 3.70 hours per pay period.

Accrued sick leave will carry over if employees change offices or
Departments within the County as long as there is no break in service
longer than thirty (30) days.

Sick leave may be accumulated to equal, but at no time to exceed, one
hundred seventy-five (175) working days, at the rate of twelve (12)
working days per year. Records of sick leave credit and use shall be
maintained by the Personnel Department of Cook County Department of
Corrections. Severance of employment terminates ail rights for the
compensation hereunder. Additional leave shall continue to accrue while
an employee is using that already accumulated.

Sick pay is not to be used by employees as vacations or simply to take
time off with pay. The Employer shall keep the Union informed of
employees suspected of abusing sick pay and the Union will cooperate
with the County in counseling individuals in an effort to minimize such
abuse. Employees who continued to abuse sick pay will be subject to
disciplinary action up to and including discharge.

Sick leave may be used for iliness, disability incidental to pregnancy, or
non-job related injury to the employee; appointments with physicians,
dentists, or other recognized practitioners; or for serious illness, disability,
or injury in the immediate family of the employee. After five (5)
consecutive working days or more of absence due to illness, employees
shall submit to their department/unit head a doctor’s certificate as proof of

illness.
Sick leave may be used as maternity or paternity leave by employees.

An employee who has been off duty for five (5) consecutive working days
or more for any health reason shall be required to undergo examination by
the Employer’s physician before returning to work.

For health related absences of less than four (4) consecutive working days,
a doctor’s statement or proof of iliness will not be required except in
individual instances where the sheriff has sufficient reason to suspect that
the individual did not have a valid health reason for the absence. i
indicated by the nature of a health related absence, examination by a
Facility physician may be required to make sure that the employee is
physically fit for return to work.
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F. If, in the opinion of a physician designated and retained by the County, the
health of an employee or immediate family warrants prolonged absence
from duty, the employee will be permitted to combine his/her vacation, sick
leave and personal days, and any other compensatory time for such leave.

G. The employee may apply for disability under the rules and regulations
established by the Retirement Board.

Section 8.3 Disability Benefits:

Employees incurring any occupational iliness 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 purposes. 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.

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 $1,000), 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 covered by this Agreement shall be as
mandated under the {llinois Compiled Statutes.
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Section 8.6 Dental:

All Employees shall be eligible to participate, at no cost to them, in the dental
plan that is set forth in Appendix C as revised by this agreement and specifically
described in Appendix C. No dental coverage shali be offered through the
County’s HMO plans.

- Section 8.7 Maintenance of Benefits:

All economic benefits which are not set forth in this Agreement and are currently
in effect shall continue and remain in effect until such time as the Employer shall
notify the Union of its intention to change them. Upon such notification, and if
requested by the Union, the Employer shall meet and discuss such change
before it is finally implemented. Any change made without such notice shall be
~ considered temporary pending the completion of such discussion. The Union
reserves the right to bargain over such changes, including the right to arbitrate
any dispute over such changes.

Section 8.8 Employee Assistance Program:

The Employer has established an Employee Assistance Program (EAP) to
function as a professional diagnostic and referral service for employees. This
program is designed to deal comprehensively with any personal problems of
employees which affect their physical or mental health and which may have a
negative impact on their work productivity. It is understood that EAP is not
intended to be a substitute or alternative to disciplinary action, when such action

is warranted.

Section 8.9 Vision Plan:

All employees shall be eligible to participate, at no cost to them, in the vision plan
as set forth in Appendix C as revised by this Agreement and specifically
described in Appendix C. No vision coverage shall be offered through the

County’s HMO pians.

Section 8.10 Insurance Opt-Out:

Effective 12/01/99, the Employer agrees to pay $800.00/year to eligible
employees who opt-out of the Employer’s health benefit program. 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 lose their alternative healthcare
coverage may enroll in or be reinstated to the Employer's health benefit program.
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Section 8.11 Transitional Work Plan:

No less than forty-five (45) qualifying employees shali be permitted to temporarily
work in fulltime, medicaily restricted assignments as part of a transitional work
pian. To be eligible to participate in a transitional work plan, the employee must
provide a medical prognosis from their treating physician that indicates that the
officer is capable of physically performing the transitional assignment and that

the officer is expected to return to full-duty during their prescribed time in the
transitional work plan. The employer has the right to send the employee to its
own physician for a second opinion by an Independent Medical Examiner (“IME"),
whose opinion shall be final and binding.

The employer will determine the potential assignments available for a transitional
work plan and provide this list to the Union annually. Placement into the
transitional work plan shall be filled on a first come, first served basis, regardless
of seniority, with notification of such assignment to the union. The Employer shall
not be obligated to increase the number of officers or assignments available for a
transitional work plan.

An officer cannot participate in a transitional work plan for more than six (6)
months in a rolling twenty-four (24) month period. The employer has the right to
change the shift, location, and detail of the officer’s transitional assignment once
every two weeks, but the Employer will make a good faith effort to keep the shift
and detail of the transitional assignment the same as the employee’s regular shift
and detail. After the employee has worked his/her authorized period of time in the
transitional work plan, the employee will be required either to return to full duty or,
if medically unable to return to full duty, utilize available leave options or resign.
Once an employee has been accepted into a transitional work plan, the
employee shall not be displaced by another employee for the duration of his or
her time in the transitional work plan. In the event that an officer, released to
work by his physician with medical restrictions is denied placement in the
transitional work plan, the Union will be notified with the reasons for the failure.

The Employer will establish a waiting list for eligible employees for whom there is
no current available medically restricted position, and employees who remain
qualified shall be selected from the waiting list in the order of their placement on

the list. _
Section 8.12 Proof Status Policy:

The following language shall satisfy the arbitrator’s ruling of November 14, 2008,
concerning the affirmative attendance policy.

A. Definitions .

1. A pattern of medical time misuse shall be defined as: three (3) or
more instances of medical time use over a 30-day period:
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a. In conjunction with any scheduled day off (holiday,
RDQ, vacation, etc.); or

b. . On the same day of the week; or
C. In conjunction with paydays.
2. A pattern of medical time misuse may be defined as use of medical

time over a 60 day period when the member has eight or less hours
of accrued medical time, otherwise known as "earn and burn.”

3. Counseling shall remain in effect for a period of thirty (30) days or
until the following month’s attendance review and consists of a
meeting between the member and a command staff member to
review medical time misuse. :

4, Proof status shall be for a pattern of misuse of medical time, after
the member was counseled for medical misuse in the previous
month and shall last for a 90-day period.

Action plan:

When a pattern of this use of medical time is discovered, the employee
shall meet with his or her supervisor in an affirmative attendance
counseling session.

. A union representative shall be present when the employee
is called for the counséling session;

. The counseling session will use a standardized counseling
form that is completed and signed by the supervisor,
employee and union representative;

. The counseling shall ensure that the employee understands
his or her options of EAP (Employee Assistance Program),
disability leave, and FMLA,;

. The fourth misuse of medical time following this pattern
within the 30 day period immediately following the
“counseling session will result in placement on Proof Status,
except when the employee has 96 hours of accumulated
medical time or more; :

. The employee will be notified of the Proof Status placement
prior to being placed on Proof Status, and this will be verified
by signatures of the supervisor, employee, and union
representative.
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C.

Abuse of Proof Status with an incident of conduct as described in
paragraph A-1 within the 90 days of Proof Status period will result in
progressive discipline or docking of pay if the following criteria is not met:

a.

If employee is placed on proof status and provides
proper medical documentation within three (3)
business days after returning to work. The employee
will not be docked or receive progressive discipline for
the day(s) taken.

Proper medical documentation must contain the
following minimum criteria:

i. Printed name, address, phone number, and
signature of the medical practitioner;

i Date(s) of the examination/visit, date(s)
employee was unable to work, and the date the
employee can return to work; and

iii. Indication that the employee was unable to
work due to personal or family iliness.

Documents that do not meet the minimum criteria
required will not be accepted and the employee will
immediately be notified. If acceptable documentation
is not provided within three (3) business days after

returning to work, the employee will be docked for the

day(s) in question.

Upon acceptance of proper medical documentation,
the shift commander must attach a copy of the
medical documentation to the daily payroll/attendance
sheets.

The affected member will be taken off of proof status after 20 working
days without any use of medical time while in Proof Status. A “working
day” shall be defined as any day on duty of four hours or more.

Exceptions to Proof Status:

a. Any employee who has accrued substantial medical time (96
hours or more), the employee shall not be subject to Proof
Status;

b. Employees on disability or EAP shall be excused from

counseling or proof status during that period of disability or
while enrolled in an EAP program;
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C. Preapproved medical time used for doctor’s visits and/or
medical procedures; and

d. Authorized use of approved FMLA.
F. Mere placement on Proof Status will not cause de-deputization.

G.  Proof Status placement cannot be a basis to deny a member of the
opportunity to work overtime.

Any Proof Status counseling or placement of any officer on Proof Status
prior to March 10, 2011 is considered invalid and all documentation
pertaining to Proof Status prior to March 10, 2011 shall be permanently
removed from the officer’s personnel file.

Section 8.13 Compensatory Time/Unscheduled Absences:

Effective upon execution of the collective bargaining agreement by the Cook
County Board of Commissioners, members of the bargaining unit shall accrue
eight (8) hours of compensatory time for each of the following calendar periods
where there are no unscheduled absences. Unscheduled absences include but
are not limited to sick days, vacation days, personal days, or any other accrued
time used that was not approved in advance. Any unpaid absences will also be
counted as unscheduled absences. .

The calendar periods are as follows: June 1 through September 30; October 1
through January 31; and, February 1 through May 31. At the end of the calendar
year, the employee may opt to receive paid compensation for any days earned
under this provision (up to a maximum. of three (3)) except, those employees
whose accrual exceeds four hundred eighty (480) hours of compensatory time
shall be compensated with pay for all hours of compensatory time in excess of
the four hundred and eighty (480) hour maximum which can be accumulated.

ARTICLE IX Additional Benefits

Section 9.1 Bereavement Leave:

A Excused leave with pay will be granted up to three (3) days to an
employee for the funeral of a member of the employee's immediate family
or household. For purposes of this Section, an employee’s immediate
family includes parents, or such persons who have reared the employee,
(either one or the other not both may be used), husband, wife, child
(including step children and foster children), brothers, sisters,
grandchildren, grandparents, spouses, and parents. An additional two (2)
days leave with pay will be granted for an employee to attend a funeral of
a member of the employee’s immediate family or household if said funeral
takes place more than one hundred fifty (150) miles from the Cook County
Department of Corrections, 2700 S. California Ave., Chicago, IL.
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B. Leave requested to attend the funeral of someone other than a member of
an employee’s immediate family or household may be granted, but time so
used shall be deducted from the accumulated vacation or personal leave
of the employee making the request.

C.  Allleaves requested must be in writing.

Section 9.2 Maternity/Paternity Leave:

Employees shall be granted maternity or paternity leaves of absence to cover
periods of pregnancy and post partum childcare. The length of such leave, in
general, shall not exceed six (6) months, but may be renewed by the
Sheriff/Designee.

Section 9.3 Personal Days:

All employees shall earn and accrue four (4) days or 32 hours off with pay each
fiscal year. Employees may be permitted this time off with pay for personal leave
for such occurrences as observance of a religious holiday or for other personal
reasons. Such personal days shall not be used in increments of less than one-
half (1/2) day at a time. Scheduling of personal time shall be pursuant to Section
9.7 herein. The Employer will allow, however, 4% of the sworn personnel on
each shift within the Division/Unit to take a personal day on an emergency basis
by calling in between 1 to 24 hours prior to the shift. Employees entitled to
receive personal leave, who enter Cook county employment during the fiscal
year, shall be given credit for such personal leave at the rate of eight (8) hours
for each full fiscal quarter in pay status; except that 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.

Accruals shall be at the rate of 1.24 hours per pay period; except that 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 or 32 hours may be used in a fiscal year.

Personal days may be used as additional vacation leave with the prior approval
of the Sheriff/Designee. 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.

Personal days may be used consecutively with the approval' of the Sheriff's
Designee. Personal days off shall be scheduled in advance to be consistent with

operating necessities and the convenience of the employee, subject to
Department Head approval.

Severance of employment shall terminate all rights to accrued personal days.
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Section 9.4 Family Medical Leave Act:

Employees shall be entitled to family medical leave in accordance with the
Family Medical Leave Act. The Employer may require employees first to use
(substitute) up to 96 hours if available, of earned and accrued time in conjunction
with their FMLA absences per calendar year before commencing unpaid FMLA
absences, in accordance with the FMLA. '

The Employer agrees to issue a memorandum to all Superintendents within five
work days of execution of this Agreement advising them that, effective
immediately, employees who have approved Family and Medical Leave can use
all benefit time (medical, holiday, personal, vacation, or time due) on less than 24
hours notice for this purpose.

| Section 9.5 Jury Duty:

Approval will be granted for leave with pay for any jury duty imposed upon an
Employee. Any compensation, however, exclusive of travel allowance received,

must be turned over to the Employer by the Employee.

Section 9.6 Americans with Disabilities Act:

The parties acknowledge that the employers are bound by the provisions of the
Americans with Disabilities Act.

Section 9.7 Notice of Leave:

Employees must give at least twenty-four (24) hours notice before utilizing any
leave benefits, including but not limited to a vacation day, personal day,
compensatory time day, floating holiday, or any other paid time off which was not
previously scheduled. All requests for time off shall be granted, man power
allowing. Request for time off shall not be unreasonably denied by the Employer.

ARTICLE X Leaves of Absence

Section 10.1 Reqular Leave:

Leaves of absence without pay for Employees shall be granted in compliance
with the Rules and Reguiations of the Employer and the Cook County Sheriff's

Merit Board. _ -

A. Leaves of absence without pay may be granted any member of the
Department of Corrections or Investigator Il (Intensive Supervision). The
leave shall be from the position and rank he or she holds at the time the
leave is granted and on termination of the leave, the officer shall be
returned to the same rank he or she held at the time the leave was
granted provided a vacancy exists. Leaves of absences shall not be
granted to any County Correctional Officer or Investigator |l (Intensive
Supervision) who has not completed his or her probationary period.
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B. All leaves of absence except for military service, shall be for one year or
less, with the pr|V|Iege of obtaining a new leave at the expiration of the first.
Leaves_of absence shall be granted by the Sheriff, with notification to the
Board. An officer, who fails to return to his position following the granted
leave, or to request and be granted a new leave of absence on or before
the expiration of this first leave, shall be deemed to have resigned.

C. Leaves of absence without pay may be granted for the following reasons
and purposes:

1. lliness of an Employee properly certified by a physician acceptable
to the Sheriff and the Board; however, the Board may require a
member who has applied for such leave to submit to a physical
examination by a physician of its choosing;

2. Active duty in the military or naval service of the United States;
3. Training in an institution of higher learning;
4, Other reasons acceptable to the Sheriff and the Board.

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

Section 10.2 Seniority on Leave:

An Employee on an approved leave of absence shall retain seniority, but shali
not accrue pension benefits during such period (except as may be otherwise
provided in the County’s Pension Plan). '

Section 10.3 Retention of Benefits:

An Employee will not earn sick pay or vacation credits while on an unpaid leave
of absence. An Employee 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
VIIl'in order to keep these benefits in full force and effect during the period of
leave. Arrangements for payments of such costs through normal deductions 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 Employer 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 10.4 Union Leave:

A leave of absence not to exceed one (1) year without pay will be granted to an
employee who is elected, delegated, or appointed to participate in duly
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authorized business of the Union that requires absence from the job. Such leave
may be extended by mutual agreement. Employees duly elected as delegates of
the Union will be allowed time off, without pay, to attend State and National
conferences and conventions of the Union, not to exceed ten (10) work days for
all employees. Sick pay, vacation and insurance benefits will be provided as set
forth in Section 3 of this Article, provided that it will not seriously affect the
performance of the office. '

Section 10.5 Military Leave:

Employees who enter the armed services of the United States shall be entitled to
all the re—employment rights provided for in the Uniformed Services Employment
and Reempioyment Rights Act of 1994 (USERRA), as amended, and under
lllinois law, and applicable ordinances.

In accordance with Cook County ordinance, as amended an employee, who has
at least six (6) months or more of continuous actual service and is a member of
the lllinois 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.

All Employees who attend monthly drills on the weekends that are not on their
regular days off must work two of their regular days off before attending the drill.
If the Employee does not work off days first, the Sheriff/Designee will allow the
Employee to take vacation, compensatory time, or personal days for the
weekend. The Employee must notify the Sheriff/Designee in writing (To/From) at
least ten (10) working days before the scheduled drill date. If the Employee does
not have any accrued vacation, compensatory time, or personal days, the
Sheriff/Designee shall switch the Employee’s days off for the affected drill
weekend.

The parties agree that bargaining unit employees will be afforded all rights and
privilege to military leaves, and reemployment following such leaves, in
accordance with federal and state law and Cook County ordinance; as such
enactments may be amended from time to time. This listis not intended to
commit or bind the Sheriff or Cook County to any certain benefits or privileges in
the future, but is simply to summarize the parties’ mutual understanding that the
applicable military leave and reemployment rights currently include:

. Leaves of absence for up to five years of military duty.
. Continued accumulation of seniority during leave.
. Continued accumulation of pension credit during leave subject to

the employee making appropriate employee pension contributions.

. Wage continuation, or supplementation of military pay, during some
leaves, currently including 15 working days per year under Cook
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County ordinance for eligible employees taking certain Reserve and
lllincis National Guard leaves.

Prompt reinstatement from leave with health coverage intact ubon
timely reapplication.

Training or ret.raining if necessary to acquire essential job skills,
and reasonable accommodation of any service disability.

Protection against discrimination based on military service.

Service members must give advance notice of upcoming military
duty if possible. An employee’s right to reinstatement after leave
currently is contingent upon reporting back to work or making
reapplication for empioyment at the beginning of the next
scheduled work period if the tour of duty was less than thirty-one
(31) days; or within fourteen (14) days of release if the tour was for
more than thirty (30) but less than 180 days; or within 90 days after
release if the tour as for more than180 days.

Section 10.6 Veteran’s Conventions:

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 attending said convention, providing, however, that
any employee requesting a leave of absence with pay must meet the foIIowmg

conditions:

1.

The Employee must be a delegate or alternate delegate to the
convention as established in the by-laws 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 aftended no other convention, with a leave of
absence with pay, during the fiscal year.

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

Section 10.7 Approval of Leave:

No request for a leave, as defined in Sections 1 and 4 of this Article will be
considered unless approved by the Sheriff/Designee. The Sheriff/Designee may
withhold such approval, if, in his judgment, such absence from duty at the
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particular time requested would interfere with the conduct of Employer business.
Approval of leaves of absence will not be arbitrarily or capriciously denied,
providing that the reasons for the leaves are in conformance with the existing
policies regarding leaves of absence.

ARTICLE XI Grievance Procedure

Section 11.1 Policy:

The provisions of this Article supplement and modify the provisions of the .
Employer's Grievance Procedure applicable to all employees.

The purpose of this Article is to specify the method by which employees may
present grievances and seek redress.

This policy shall apply to all bargaining unit employees under the jurisdiction of

‘the Employer.

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

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

The term “Employer” as read throughout this procedure refers to both the County
and the Sheriff as “Joint Employers.” It is recognized that because a joint
employer relationship exists, certain grievances are appropriately answered by
the elected official and others by county admlmstratlon dependlng on the subject
matter of the grievance.

The Employer is committed to fair employment practices and recognizes its
responsibility to review and make reasonable effort to resolve employees’

-grievances.

An employee is encouraged first to discuss the problem with the 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 Union and the employer
with respect to the interpretation or application of, or compliance with the terms of
this Agreement between the Employer and Union.

Matters that fall within the jurisdiction of the Merit Board cannot be challenged as
a grievance. However, discipline of thirty (30) days or less may be grieved as
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outlined in"Article XV Section 15.4 and as maybe further outlined in this
Agreement. '

Section 11.3 Répresentation:

Only the aggrieved employee(s) and/or Representatives of the Union may
present grievances. Employees may take up grievances through Steps One to
Four either on their own and individually or with representation by the Union. If an
employee takes up a grievance without Union representation, any resolution of
the grievance shall be consistent with this Agreement and the Union
representative shall have the right to be present at and receive a copy of such
resolution.

A grievance relating to all or a substantial number of employees (Class Action)
or to the Union's own interests or rights with the Employer may be initiated at
Step Four per the Chief Union Representative or his designee only. Once a
Grievance has been filed for discipline of thirty (30) days or less, the Employer’
shall not impose such discipline until the completion of the 4" Step of the
Grievance Procedure.
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Grievances must be submitted on an approved Grievance Form. The steps and

_Section 11.4 Grievance Procedure Steps:

time limits shown as calendar days as provided in the Employer's Grievance

Procedure are as follows:

Step Submission Time To Whom Time Limits Response
Limit this Step Submitted Meeting
(calendar days) (working days) '
1 15 days Superintendent 7 10 days
or Designee’
2 5 days Asst. Exec Dir. 10 15 days
or Designee?
3 ‘5 days Exec. Director 15 20 days
| or Designee |
4 10 days Sheriff or 20 30 days
Designee®
5 30 days Impartial Third 15 30 days
Party
Step One
1. The Employee obtains a Grievance Form from the Union Representative.
2. The Employee writes the nature of the griévance, attaches a copy of the
write-up, if disciplinary, and the resolution sought on the Grievance Form,
signs it, returns it to the Representative who will present it to the
Superintendent/Designee (DCSI: Immediate Supervisor/Designee). The
employee, Representative, and Superintendent/Designee (DCSI:
Immediate Supervisor/Designee) will each keep their appropriate copy.
Within the seven (7) calendar days after receipt, the

Superintendent/Designee (DCSI: Immediate Supervisor/Designee) shall
meet with the employee to discuss the grievance.

" DCSI: Immediate Supervisor/Designee
2 DCSI: Division Director/Unit Chief/Designee

3 Director Bureau of Human Resources/Designee
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Within the ten (10) calendar days after the meeting, the
Superintendent/Designee (DCSI: Immediate Supervisor/Designee
answers the grievance on the Grievance Form and transmits the answer
to the Employee.

If the answer is satisfactory; the grievance procedure is concluded at Step
1.

If the answer is not satisfactory, the employee may, within the five (5)
calendar days after receipt, or if no answer is given, advance the
Grievance to Step 2.

Failure to advance the grievance within five (5) calendar days after the
Step 1 answer is due concludes the grievance procedure.

Step Two

1.

On the Grievance Form, the Employee checks that the answer is not
satisfactory, writes the date referred to Step 2, signs the form, attaches a
copy of the write up, if disciplinary, together with the Step 1 answer, and
returns it to the Representative. The Representative presents the
grievance to the Assistant Director/Designee (DCSI Division Director/Unit
Chief/Designee).

Within ten (10) calendar days after receipt, the Assistant
Director/Designee (DCSI Division Director/Unit Chief/Designee) shall meet
with the Employee to discuss the grievance.

Within fifteen (15) calendar days after the meeting specified in (2} above,
Assistant Director/Designee (DCSI Division Director/Unit Chief/Designee)
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 five (5) calendar days after the Step 2 answer is due, the
grievance procedure is concluded.

Step Three

1..

Within five (5) calendar days after receipt of the Step 2 answer, the
Employee states that the answer given at Step 2 is unsatisfactory,
including specific reasons as to why the answer given at Step 2 is
unsatisfactory, writes the date referred to Step 3, signs the form, attaches
a copy of the write-up, if disciplinary, together with copies of the Step 1

and Step 2 answers, and returns it to the Chief Representative. The Chief
Representative presents the grievance to the Executive Director/Designee.
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2. Within fifteen (15) calendar days of receipt of the letter, the Executive
Director/Designee will hear an appeal and submit a written decision to the
Employee within twenty (20) calendar days.

3. If the answer is satisfactory or if the Union/Employee fails to advance the
grievance within ten (10) calendar days after the Step 3 answer is due, the
grievance procedure is concluded.

Step' Four

1. Within ten (10) calendar days after receipt of the Step 3 answer, the
Employee states that the answer given at Step 3 is unsatisfactory,
including specific reasons as to why the answer given at Step 3 is
unsatisfactory, writes the date referred to Step 4, signs the form, attaches
a copy of the write-up, if disciplinary, together with copies of the Step 1
and Step 2 and Step 3 answers and returns it to the Chief Representative.
If the Union concurs the business representative will advance the
Grievance to the Sheriff's Designee.

2. Within twenty (20) calendar days of receipt of the Iettef, the
Sheriff/Designee will hear an appeal and submit a written decision to the
Employee within thirty (30} calendar days.

Step Five - Impartial Arbitration

If the Union is not satisfied with the Step 4 answer, it shall within thirty (30)
calendar days after receipt of the Step 4 answer submit in writing to the Employer
notice that the grievance is to enter impartial arbitration. If the two parties fail to
reach agreement on an Arbitrator within ten (10) calendar days, the Employer
and Union may request the Local Labor Relations Board, the Federal Mediation
and Conciliation Service, or the American Arbitration Association to provide a
panel of arbitrators. The parties agree to utilize the Local |Labor Relations Board
and Federal Mediation and Conciliation Service before resorting to the American
Arbitration Association. Each of the two parties will confer within seven (7) days
of receipt of the panel to alternately strike one name at a time from the panel until
only one shall remain. The remaining name shali be the Arbitrator. The Union
and the Employer will make arrangements with the Arbitrator to hear and decide
the grievance without unreasonable delay. The decision of the Arbitrator shall be

binding. -

Expenses for the Arbitrator’s services and the expenses which are common to
both parties to the arbitration shall be borne equally by the County and the Union.
Each party to an arbitration proceeding shall be responsible for compensating its
own Representatives and witnesses.

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_
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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.

The Employer currently provides copies of the internal affairs investigative files to
the Teamster's attorney(s) as discovery for grievance arbitrations of discipline
resulting from internal affairs investigations. The employer agrees to provide
these copies to the Teamsters to be delivered to the Union’s attorney through the
office of the Chief Union Representative as discovery prior to the Step 4 hearing
in an effort to reduce the number of grievances advanced to arbitration. The
Teamsters Chief Union Representative shall be responsibie for ensuring the
confidentiality of the files. '

" In all other matters, the parties agree there is a general duty on both sides to
provide and share relevant information with one another concerning the
processing of grievances. In these matters, the Employer agrees to provide such
information to the union, upon request, within fourteen (14) working days after
the request is received. In the event that the Employer deems the information to
be confidential, the Employer will provide the union within 1 response within
fourteen (14) working days after the request is received. The parties agree to
work to resolve any problems that may arise with respect to the release of the
information to the union. If the parties are unable to resolve the dispute, the
parties agree to advance the dispute to step five (impartial arbitrations) as
provided by provision 11.4 of the Grievance Procedure. The parties further agree
to suspend any time limitations otherwise provided for in this agreement
regarding grievances that are relevant to this information, until such time as an
Arbitrator issues a decision on this information. '

The parties recognize that any arbitration award in violation of, inconsistent with,
or in conflict with any statue or statutes enacted by the general assembly of
lllinois is not a valid and binding award.

ESTABLISHED HEARING DATES:

Step 4 grievance hearings shall be heard on the third Thursday of every month. If
circumstances arise that make this date operationally burdensome, the hearings
will be held on the following Tuesday. If there is an unusually high amount of
grievances, the time limits established above for the step-four grievances will not
be applicable, but the hearing must be held as soon as possible thereafter.

Section 11.5 Time Limits:

The initial time limit for presenting a grievance shall be fifteen (15) days. Time
limits may be extended by mutual agreement in writing between the Employee
and/or the Union and the Employer.
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Section 11.6 Representatives:

The Union will advise the Employer in writing of the names of the
Representatives 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 process
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 proportional-representation is-a-seund- -—————- - - - -

and sensible basis for determining the number of Representatives.

The Employer recognizes that the Union shall be granted a total of six (6) Union
Representative (which includes one (1) Chief Union Representative) to service
the members of the bargaining unit and handle grievances in conjunction with the
unit Representatives. Said Chief Representative will have the time necessary to
act in this manner without loss of pay or benefits.

All individuals designated as stewards by the Union will be excused without loss
of pay or benefits for the purpose of attending quarterly Union steward meetlngs
at a date, time, and location determined by the Union.

The following Divisions/Units/Shifts shall be represented by the below listed shift
Representatives:

Division | (one Representative for each shift)
Division Il (one Representative for each s-hift)
Division IV (one Representative for each shift)
Division V (one Representative for each shift)
Division VI (one Represehtative for each shift)
Division VII - (one Representative for each shift)
Division VIII (one Representative for each shift)
Division IX (one Representative for each shift)
Division X (one Representative for each shift) .
Division XI (one Representative for each shift)
RCDC (one Representative for each shift)

External Operations

Ex Ops/Hospital

(one Representative for each shift)

(one Representative for each shift)
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Administration
Boot Camp
DCSI/Pre-Release
EM Investigator Il
Sheriffs Furlough
ERT
Transportation
Canine

Central Kitchen

(one Representative)

(one Representative for each shift)

(one Representative for each shift)
(one Representative for each shift)
(one Representative for each shift)
{one Representative)
(one Representative for each shift)
(one Representative)

(one Representative for each shift)

ARU (one Representative for each shift)
Sanitation (one Representative for each shift)
Women’s Residential {one Répresentative for each shift)

Training Academy (one Representative for each shift)

The above listed divisions/units/shifts shall also be représented by Union Field
Representatives who will act in the absence of the Shift Representative.

The Employer recognizes that the Teamsters shall be granted a total of one (1)
Chief Union Representative to service the members of the bargaining unit and
handle grievances in conjunction with the unit Representatives. Said Chief
Representative will have the time necessary to act in this manner without loss of
pay or benefits. -

[t is further mutually agreed that the Union will, within two (2) weeks of the date of
the signing of this Agreement, serve upon the Employer a written notice listing
the Union’s authorized Union 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 authorized. The Union shall notify the Employer
of any changes of these Representatives during the term of this agreement.

Section 11.7 Union Representatives:

Duly authorized Business Representatives of the Union will be permitted 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 Sherifi/Designee in a
manner suitable to the Employer and on each occasion 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
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privilege, and such right of entry shall at all times be subject to general Sheriff
department rules applicable to non-employees.

Section 11.8 Union Office Working Hours:

Officers who are assigned to work in the officer’s union office at the Department
of Corrections shall work a total of 80 hours per pay period. Any time off shall be
requested by timesheet and/or three-part form.

Officers assigned to the union office who are assigned to work in the union office
shall not be held to a set eight hour schedule per day, for example, if Ofc. A
works sixteen hours on Monday, Ofc. A shall not have to work a regularly
scheduled eight-hour shift on Tuesday. Officers assigned to the union office shall
be required to sign in and out regardless of location or shift under penalty of

perjury.
ARTICLE Xl Continuity of Operation

Section 12.1 No Strike:

The Union will not cause or permit its members to cause, and will not sanction in
any way, any work stoppage, strike, picketing or slowdown of any kind or for any
reason, or the honoring of any picket line or other curtaitment, restriction or
interference with any of the Employer’s functions or operations; and no employee
will participate in any such activities during the term of this Agreement or any
extension thereof.

Section 12.2 Union Responsibility:

Should any activity prescribed in Section 1 of this Article occur, which the Union
has or has not sanctioned, the Union shall immediately:

(a)  publicly disavow such action by the Employees or other persons involved,;

(b)  advise the Employer in writing that such action has not been caused or
sanctioned by the Union;

(c) notify the Employees stating that it disapproves of such action instructing
all Employees to cease such action and return to work immediately;

(d)  take such other steps as are reasonably appropriate to bring about
observance of the provisions of this Article, including compliance with
reasonable requests of the Employer to accomplish this end.

Section 12.3 Discharge of Violators:

The Employer shall have the right to discharge or otherwise discipline any or all
Employees who violate any of the provisions of this Article. In such event, the

Employee or Employees, or the Union in their behalf, shall have no recourse to
the grievance procedure, except for the sole purpose of determining whether an
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employee or employees participated in the action prohibited by this Article. If it is
determined that an employee did so participate, the disciplinary action taken by
the Employer may not be disturbed.

Section 12.4 No Lockout:

The Employer agrees that it will not lock out its employees during the term of this
Agreement or any extension thereof.

Section 12.5 Reservation of Rights:

In the event of any violation of this Article by the Union or the Employer, the
offended party may pursue any legal or equitable remedy otherwise available,
and it will not be a condition precedent to the pursuit of any judicial remedy that
any grievance procedure provided in this Agreement be first exhausted.

ARTICLE Xliit Miscellaneous

Section 13.1 No Discrimination:

The Employer and the Union agree that neither shall discriminate in employment
by reason of race, color, religion, national origin, political belief or activity, age,
sex, marital status, disability, ancestry, sexual orientation,
marital/parental/military discharge status, source of income or housing, or activity
on behalf of the Union.

It is the policy of the Employer that applicants for employment and promotion are
recruited, selected, and hired on the basis of individual merit and ability with
respect to positions being filled and potential for promotlons or transfer which
may be expected to develop.

Section 13.2 Safety and Working Cohdiﬁons:

It is agreed that the Employer is subject to applicable statutory responsibilities in
the area of Health and Safety

Section 13.3 Bulfetin Boards:

The Employer will make bulletin boards available for the use of the Union in non-
public locations. The Union will be permitted to have posted on these bulletin
boards notices of a non-controversial nature, but only after submitting them to the -
Sheriff/Designee for approval and posting. Notices may be posted unless the
Sheriff/Designee disapproves within 24 hours of hand receipt by the Director's
office (excluding weekends and holidays). There shall be no distribution or
posting by employees of advertising or political material, notices or other kinds of
literature on the Employer’s property other than herein provided.
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Section 13.4 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 or local ordinance now
existing or hereinafter enacted, such invalidity or unenforceability shail not affect
the remainder of the provisions hereof. The parties agree to meet, negotiate and
replace those provisions declared invalid.

Section 13.5 Sub-Contracting:

It is the general policy of the Employer to continue to utilize its employees to
perform work they are qualified to perform. The Employer may, however,
subcontract where circumstances warrant. The Employer will advise the Union at
least 3 months in advance when such changes are contemplated and will discuss
such contemplated changes with the Union, pursuant to the lllinois Public Labor
Relations Act of 1984. The Employer will work with the Union in making every
reasonable effort to place adversely affected employees into other bargaining
unit positions.

The Union recognizes that the County has statutory and charter rights and
obligations in contracting for matters relating to County operations. The rights of
contracting or subcontracting are vested in the County. In cases of contracting or
subcontracting resulting in layoff of employees covered by this Agreement, the
County will hold advance discussions with the Union prior to letting the contract
and will advise the Union of the nature, scope and work fo be performed by the
subcontracting. The Union will have the opportunity to submit proposals during
these meetings for the purpose of decreasing the effects of any subcontracting
on members of the bargaining unit. It is understood by the parties that the right to
contract or subcontract shall not be used for the purpose or intention of
undermining the Union.

Section 13.6 Tuition Reimbursement:

A The Employer recognizes the benefits of a well-educated work force and
therefore encourages employees to continue their education and
acquisition of new skills through any state accredited college or university.

1. The Employee’s selected major or minor discipline can be related
to his/her present job or a perspective departmental position.

2. The Employee completes the course with a minimum passing
grade of “C".

3. The Employee notifies and completes the request for

reimbursement procedure within 30 days prior to the
commencement of the course, employees shall notify the Employer
within thirty (30) days of the successful completion of said course in
order to qualify for this benefit. Applications for reimbursement are
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“available by contacting the Cook County Department of Human
Resources - Training Division.

B. All County of departmentally sponsored courses and training programs will
be afforded to all employees fairly and without restrictions. Notice of these
courses or programs will be posted on all bulletin boards where notices to
employees are normally posted. These postings will be for a period of five
(5) working days during the period when each course or program is open
for application.

C. The allocation shalt be $20,000 per fiscal year. It is understood that the
education reimbursement fund allocations are designed to refund
educational expenses to employees and not supplement the existing
training budget or plans. Reimbursements shall not exceed $500 per
employee per fiscal year on a first come basis.

D. Tuition fund allocations shall be used for the sole purpose of uses defined
under this article. If funds fall in danger of depletion/exhaustion, employee
departmental seniority (in addition to A-l, 2, & 3) will be the primary factor
of consideration for remaining disbursement of funds.

E. The Employee will receive reimbursement within 60 days of approval and
verification of courses taken, grades received and expenses incurred.
Effective FY 2000, in the event the $20,000 is exhausted, employees will
be eligible to participate in the County-wide Tuition Program.

Section 13.7 Personnel Files:

Upon written request to the Department Personnel Office, an employee may
inspect on a reasonable basis, his/her personnel file at any time mutually
acceptable to the employee and employer. Copies of materials in an employee’s
personnel file shall be provided to the employee upon request. It is understood
that only one official file shall exist for each employee.

A. Number. Type and Content - Only one (1) Personnel file will be
maintained at the Employee’s respective department for each
employee. The County shall have the right to maintain a personnel
file at their central office. No other files, records or notations shall
be kept by the employer or any of its Representatives except as
may be prepared or used by the employer or its counsel in the
course of preparation for any pending case, such as a Merit Board
matter or grievance.

B. Division Files - All Personnel files shall be maintained in the
Personnel office only. Divisions or units shall maintain attendance
records and those files necessary for the efficient operation of that
Division or unit. All files pertaining to any disciplinary action shall be
maintained in the Personnel office, Executive Director’s office, or
Investigative section. .
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Superintendents or unit supervisors may maintain disciplinary write-
up action taken, for a period of tweive (12) months. After twelve
(12) months with no disciplinary write-ups, all material will be
removed.

C. Employee Review - Employees and/or their authorized Union
Representative, if authorized by the employee, shall have the right,
at reasonable intervals, upon request, to review the contents of
their personnel file or Division/Unit files. Such review may be during
working hours, with no loss of pay for time spent and the employee
may be accompanied by a Union representative if he/she so wishes.
Reasonable reguests to copy documents in the files shall be
honored and shall be provided to the employee writing a
reasonable period time.

D. Employee Notification - A copy of any disciplinary action or material
related to employee performance that is placed in the Personnel file
shall be served upon the employee (the employee so noting
receipt) or sent by certified mail (return receipt requested) to his/her
last address appearing on the records of the employer. It is the
obligation of each employee to provide the employer with his/her
current address.

Section 13.8 Indemnification:

A- .

Employee Responsibility

The Empioyer shall be responsible for, hold officers harmless from and
pay for damages or moneys that may be adjudged, assessed, or
otherwise levied against any officer covered by this Agreement, subject to
the conditions set forth in Section D.

Legal Representation

Officers shall have legal representation by the Employer in any civil cause
of action brought against an officer resulting from or arising out of the
performance or execution of his/her duties and within the scope of his/her
employment, or in the furtherance of the business of the Employer. Civil
causes of action that arise from acts committed by the Officer solely for
his/her own benefit and which are not ordered, authorized, directed or
sanctioned by the Employer shall not, for purposes of this document, be
considered within the scope of the Officer's employment, nor pursuant to
the performance of his/her duties.
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C. Cooperation

Officers shall be required to cooperate with the Employer during the
course of the investigation, administration or litigation of any claim arising
under this Section.

D. Applicability

The Employer will provide the protections set forth in Sections A and B
above so long as the officer is acting within the scope of his employment
and where the officer cooperates, as defined in Section C with the County
of Cook in defense of the action or actions or claims.

Section 13.9 Cook County Sheriffs Merit Board:

It is understood that employees are subject to the Rules and Regulations of the
Cook County Sheriffs Merit Board. '

Section 13.10 Credit Union:

The Employer agrees to deduct from the wages of employees who so authorize
and remit payments to either the Members Advantage Credit Union or Paysaver
Credit Union, offered by the County. These funds will be remitted on the same
day as the employee's payday.

Section 13.11 General Orders:

-Notwithstan'ding any other provision of this Agreement, the Union must be
notified in advance of any contemplated change in the general orders directly
affecting Correctional Officers.

Upon hire, the Employer shall provide each Correctional Officer covered by this
Agreement with an up-to-date copy of all general orders, which shall be in a 3-
ring binder. Upon issuance of any newly published General Order(s) or addenda,
each Correctional Officer covered by this agreement will be tendered a copy of
such Order(s) and/or addenda. Each Correctional Officer shall sign for his/her
copy upon receipt of these general orders and/or addenda. A current copy of all
General Orders will be kept by each Superintendent/Unit Supervisor in each
Division/Unit for reference by the Officers.

Secfion 13.12 Uniform:

The parties have agreed that the uniform allowance will be as follows during the
term of this agreement:

FY 2013 - $650/yr
FY 2014 - $650/yr
FY 2015 - $750/yr
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FY 2016 - $750/yr
FY 2017-$750/yr

All employees will receive badges and patches that only read “Deputy Sheriff” by
January of 2014. Officers will be required to purchase and affix patches by
January 1, of 2014.

Correctional officers in the Cook County Department of Corrections will be
permitted to wear "utility uniforms” throughout the calendar year as an optional
item. This agreement will not affect the requirement that correctional officers

maintain a “Class A uniform.”

The Employer agrees to follow the guidelines of General Order #3.13 as
amended by General Order 3.13A (dated 10-01-98) in all regards, mcludmg the
issuance of a “No Shaving Card”.

‘Secfion 13.13 Travel Reimbursement:

Employees required to use personally owned automobiles in the course of their
employment shall comply with the Cook County Vehicle Ordinance and be
reimbursed in accordance with the Cook County Transportatlon Expense
Reimbursement Policy.

Section 13.14 Union Communication with Employees:

A Representative of the bargaining unit will be allowed to address newly hired
employees during the initial probationary period advising them of their Union
rights and benefits and to solicit their membership in the Union under the terms
of the Agreement. Material covering benefits, wage schedules and copies of the
contract may be distributed to all probationary employees during this period.

Section 13.15 Secondary Employment:

It is understood that employment with the Cook County Sheriff is the Employee’s
primary job. In all instances the employee will operate within the guidelines of the
Department General Order, where the employee is assigned, regarding
secondary employment. Employees working in the capacity of law enforcement
officer, security guard or investigator shall furnish proof of the secondary
employer’s indemnification/liability insurance. Employees engaged in secondary
employment with permission shall be allowed to work unlimited hours as long as
these hours do not affect the employee’s ability to perform his assignments with
the employer. Once allowed, secondary employment shall not be terminated
except for just cause.

A request for secondary employment shall be denied, under the following
circumstances, when the secondary employment is an establishment where the
primary business is the sale of intoxicating liguor or gambling and:
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1. The employment includes serving as a bartender and/or dispensing
intoxicating liquor,;

2. The employment includes serving as a cocktail waiter/waitress;

3. The employment is security refated and prior permlssmn is not
granted; and

4. The Sheriff's Office deems that the employment will bring discredit
upon the department.

The Teamsters agrees to the terms of the attached general order regarding
secondary employment. This letter of agreement will clarify the followmg section
of the general order for Union bargaining unit members:

“When the CCSO member is on the Medical Roll for any reason, unless
expressly authorized in writing by the appropriate Department Head or designee.”

if a correctional officer or other member of Union, after receiving a release from
the County doctor or the member’'s own treating physician, is not permitted to
return to duty due to medical restrictions, the correctional officer or other member
of Union will not be restricted from working secondary employment unless the
medical restrictions are related to the secondary employment.

Section 13.16 Duty-Related Injury:

In the event a Correctional Officer is injured on a duty and is unable to perform
his/her duties, the Correctional Officer may be placed on duty related injury leave
until such time as the Correctional Officer is deemed fit to return to duty. During

" the time the officer is on a duty related injury leave he/she shall retain all seniority
and benefits, to include, but not limited to, their credentials and badge; however,
the Sheriff retains the right to recall credentials for just cause, and officers shall
surrender their credentials and badge if they are absent from work for more than

180 days (six months).
Section 13.17 Payments for Injury on Duty:

Employees incurring an injury on duty will be covered by the lllinois Workers
Compensation Act. Members who notify their supervisor in writing on forms
specified by Cook County Risk Management of any on-duty injuries within forty-
eight (48) hours , or as soon as possible if medically unable to do so, of the
occurrence of the injury shall be paid their regular wages for up to thirty (30) days
pending determination of eligibility- for workers’ compensation. Members are
required to cooperate and provide prompt information as requested during the
determination of claim eligibility process and throughout the duration of their
workers compensation claim. Members whose injuries are deemed not to be duty
related will reimburse the County for wages paid in the interim by substituting
sick days, vacation days or other accumulated time due, or reimbursing the
County for such wages if the member has no available accrued time. However,
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such reimbursement shall be held in abeyance pending any claim filed before the
lllinois Workers' Compensation Commission. '

In the event the bargaining unit member’s injury is deemed “an injury on duty” by
the County and the bargaining unit member does not file a claim within the
statutory time frame before the lllinois Workers' Compensation Commission or
the bargaining unit member receives a denial from the lllinois Workers’
Compensation Commission, solely for the purpose of determining whether the
bargaining unit member must reimburse the County for any paid days up to the
30 specifically provided for in this Section, the bargaining unit member may file a
grievance for hearing before a neutral arbitrator pursuant to the collective
bargaining agreement. The County unqualifiedly waives any estoppel or res
judicata argument as to the lllinois Worker's Compensation Commission
determination for purposes of the grievance hearing regarding reimbursement for
any paid days up to 30 provided for in this Section. In no event shall the

. bargaining unit member be required to reimburse the County for any paid days
up to the 30 specifically provided for in this Section until an arbitration decision
and/or award is issued, unless the bargaining unit member fails to grieve the
denial by the County or decision from the lllinois Workers’ Compensation
Commission within fourteen (14) days of either: the statute tolling for purposes of
filing a claim before the lllinois Workers’ Compensation Commission or the
decision is received by the bargaining unit member from the lllinois Workers’
Compensatlon Commission.

Section 13.18 Residency Requirements:

The Parties agree that they will both agree to abide by the outcome of the
litigation currently pending before the lllinois Public Labor Relations Board.

Section 13.19 Creation of New Units:

The Employer agrees that when a new unit is sought to be created the Union will
be given in advance notice of at least thirty (30) days and will be given an
opportunity to discuss the Unit.

Section 13.20 Fundraising:

The parties expressly agree that medical and family issues that the Union's
membership will have or have had to endure may necessitate fundraising to bear
these expenses. The foregoing notwithstanding, fundraising shall not be limited
only by paragraphs 2 and 4 below.

1. The parties agree that the Union shall be able to collect funds
through raffles, donations, and other mutually approved forms of
fundraising, from its membership at the Department of Corrections.

2. Approval by the Sheriff's Department/Department of Correction
shall not be unreasonably withheld.
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3. The parties agree that these fundraising efforts can take place on
the Employer’s property at the Department of Corrections, and the
parties further agree that by allowing the union to partake in its
fundraising activities, the Sheriff or County of Cook, do not bear any
liability for any or all activities associated with the Union'’s

fundraising.

4, The parties agree that the Union shall provide notification to the
County of Cook one full business day prior to any fundraising
activities. '

| 5. The parties agree that all costs or expenses associated with the

Union's fundraising activity shall be paid by the Union, unless
mutually agreed upon by both parties.

6. The parties agree that any member associated with the Union’s
fundraising efforts shall conduct those activities during periods of
the day that are not work related, i.e. lunch breaks, before and after
an officer’s shift, or other such time that does not take the officer
away from her/his shift duties.

Section 13.21 Transportation Optional Uniform:

From May 1 through October 15 of any year, officers working in the
transportation unit of the Cook County Department of Corrections shall be
allowed to wear lightweight tactical shorts while performing transportation duties.

The following brand will be the approved tactical uniform shorts for the
transportation unit of the Cook County Department of Corrections:

Brand:Propper

Type: Lightweight Tactical Shorts

Style: #F5233-50

Color: LAPD navy |

Material Composition: 65% polyester, 35% cotton rip stop

Section 13.22 Optional uniform t-shirts:

There is an optional uniform for officers who work in support services and other
maintenance related duties in the department of corrections. The following, a
navy blue t- shirt that has the Cook County sheriff's logo on the upper left hand
side of the shirt, and the Word officer abbreviated (*OFC") with the officers last
name on the upper right side of the shirt. Officers are required to keep any
optional t-shirt presentable and consistent with Cook County Department of
Corrections uniform General Orders.
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~ Officers who aré responsible for the supervision of detainees who complete
maintenance, cleaning, or feeding tasks will be allowed to use this optional

uniform item.

Section 13. 23 Qﬁicer searches:

In the event that an officer’s locker must be searched by the employer, the officer
shall be allowed to have a union steward present during the search to act as a
witness.

In the event that a search of an officer’s locker must be conducted by the
employer and the officer cannot be present, the employer shall not search any of
the property until a union steward is present to act as a witness on behalf of the
officer. The time for a union steward to be present shall be limited to a
reasonable one, e.g. 15 minutes is reasonable, 30 minutes is not.

Section 13.24 Stun cuff training:

All officers who have successfully bid into the éxternal operations division/unit,
and who also volunteer for training, shall be trained in the operation and
deployment of stun cuffs within 365 days of the officer's awarded bid.

In the event that stun cuffs are replaced by a new or different technology, this
Section 13.24 of the contract shall define the time frame that the employer is

required to train officers in the external operations division/unit on the new or
different technology that replaces the stun cuffs.

, Section 13.25 CDL training:

All officers who have successfully bid into the transportation division/unit, Division
X!, or PRC, shall receive the employer's CDL training within six (6) months of
their awarded bid. Division X| and PRC training shalf be based upon assignment
within Division XI and PRC. In the event that any officer is unable to take the
CDL training for any reason, the officer shall be sent to the employer’'s CDL
training during the next available class.

Section 13.26 Firearm registration:

Officers at the Cook County Department of Corrections shall comply with local
jurisdictions/municipal gun registration laws or ordinances. It is the officer's
responsibility to be in compliance with the governing law(s). If an officer violates
any local jurisdiction/municipal gun registration, the officer may be subject to

discipline by the employer.

The employer shall monitor and ensure that officers at the Cook County
Department of Corrections have a current firearm ownership identification card
(“FOID"). In the event Employer issues a revocation of an officer's Deputy Card
due to an expired FOID, the Officer shall surrender the officer's Deputy Card,
unless the officer has a current FOID card, in which case the officer shall take the
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FOID card to the personnel office to demonstrate the officer has such a card. The
personnel office shall make a copy of the officer’s current FOID card, notify the
department that the officer is in compliance, and the officer shall retain the
officer's deputy card; this applies only to expired FOID cards, not revoked FOID

cards.

Section 13.27 C/0 to P/O Training:

The Sheriff will begin sending employees to C/O to P/O (law enforcement
certification) training in 2013 and will continue to do so every year through 2017.
Upon the union’s request, but at least annually, the parties will meet to discuss
the total numbers of officers trained and the tentative schedule for training in the
upcoming year. Prior to the end of the fifth year, the parties will meet to make
arrangements for sending more officers to C/O to P/O training dunng the next 5

(five) year cycle.

Section 13.28 Attendance Incenlive Program:

Beginning in 2013, both parties agree that if the combination of medical time and
zero time usage at the end of a year is at least 10% lower than the combined
medical time and zero time usage during the previous year, the Sheriff will
contribute half of the hours saved in excess of the 10% reduction to a “training
hours fund.” This fund will be used to send officers during the following year to
C/O to P/O training or other relevant and useful correctional training, mutually
agreed to by the parties, that is above and beyond the courses ofiered during the
annual in-service training. For instance, if the total medical time and zero time in
2012 was 300,000 hours, and the 2013 medical and zero time is reduced to
240,000 hours, then there would be a 20% reduction. The Sheriff would then
spht the difference between 270,000 hours (10% reduction) and 240,000 hours
(20% reduction) and give 15,000 (30,000 / 2) manpower hours into the “training
hours fund.” As an example, a week of self-defense training takes 40 hours, so
375 (15,000/400) employees would be selected to attend this self-defense
training in 2014. For purposes of this section, medical time means all straight
sick time or intermittent FMLA leave, and zero time means any kind of
unauthorized absence time or approved no-pay time (“0 time”). The parties
further agree to meet annually to discuss ways to keep this incentive program
effective and beneficial.

ARTICLE XIV “ Job Posting and Transfers

Section 14.1 Vacancy:

" A recognized vacancy for the purpose of this Article exists when an employee is
transferred, resigns, retires, dies, is discharged, when there are new
facilities/units created, or when the Employer increases the number of authorized
employees in a facility/unit, except for details for not more than 60 days. The
Employer shall determine at any time before said vacancy is filled whether or not
a recognized vacancy shall be filled. Further, there is no recognized vacancy
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created as a result of emergencies, or when an employee is removed for
disciplinary reason for up to 30 days. When an employee is suspended and
removed for disciplinary reasons for more than 30 days, a recognized vacancy is
created. A successful bidder may not bid for another recognized vacancy for one
(1) year or until the next Department/Division-wide bid (whichever occurs first).

Section 14.2 Division/Units Open to Posting and Bidding Process:

The Employer is required to post a recognized vacancy (including shift and
detail) in a division/unit not a specific assignment within the division/unit. The
Employer has the exclusive right to permanently or temporarily assign any
employee within the same division/unit.

Section 14.3 Posting of Vacancies and Bidding:

l. DOC:

In order to bid for any vacancy, an officer must be on active and paid duty status.
No officer shall be allowed to bid who is on duty-injury, disability, maternity leave,
leave of absence, or suspensions of thirty (30) days or more.

A. Department-Wide Bidding:

1. At least thirty days prior to the Department-wide bid, the employer
shall provide to the Union a list of all eligible bid positions in each
unit and division which clearly sets forth all shifts and details which
will be available for bid.

2. By September 15, 2006 and by September 15" of every even year
after that, the employer will complete a Department Wide Bid,
which will allow all staff based on their seniority date, to bid for their
Division or Unit, shift and detail. The department wide bid will be
open to all staff members regardless of when they were last
awarded a bid. Staff members can bid for their division or shift and
detail and the bid will be awarded to the bidder with the most

seniority.

3. The Executive Director will establish the number of staff assigned
to each shift and detail in each Division or Unit. There will be seven
(7} details:

1. Monday through Friday with Saturday and Sunday off days.
Tuesday through Saturday with Sunday and Monday off days.
Wednesday through Sunday with Monday and Tuesday off days.
Thursday through Monday with Tuesday and Wed nes'day off days.

o AW N

Friday through Tuesday with Wednesday and Thursday off days.
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Saturday through Wednesday with Thursday and Friday off days.
Sunday through Thursday with Friday and Saturday off days.

Based upon a verified seniority list, each officer will be allowed to
select the Division or Unit, shift and detail they prefer. This process
would allow groups of 100 officers to review all available
assignments and make their selection. Once an employee makes a
selection, that selection will no longer be an option for.other
employees. This process would continue over a designated period
of time until all staff members have made their selection.

This choice process would allow one (1) officer at a time, based on
seniority, to select his/her assignment from the identified
assignments. This process avoids duplication by allowing only one
(1) assignment per officer. This process is designed to ensure that
officers with the most seniority have the most assignments to select
from and an officer with the least seniority has the least
assignments to select from.

Administrative Relief Unit ("ARU")

1. The Administrative Review Unit shall be allowed to have no
more than 200 officers assigned to the Unit at any time. The
Employer shall be allowed to keep new Officers who have
completed training at the Sheriff's Training Institute for a
period of four (4) months before moving those Officers to
Divisions/Units.

2. . The parties agree to develop a system to allow ARU officers
eligible for overtime opportunities consistent with their
seniority.

City dog kennel

1. The parties agree that six (6) assignments in the Support
Services Unit will be created to monitor detainees assigned
by the department of corrections for the purpose of cleaning
the City of Chicago dog kennels. The parties agree that the
six (8) assignments will be open to bid by all officers. The
parties agree that should the contract for the cleaning of the
kennels be terminated, the bidded officers will be returned to
the support services unit on the same shift and detail that the
officers are bidded to, for the purpose of supervising
detainees at the City of Chicago dog kennels.

2. The hours of work for the dog kennel assignments shall be
from 0600 hrs. to 1400 hrs. '
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3. The parties agree there will be three details for the dog
kennel assignments: details one, two, and seven. Two (2)
officers of the six (6) assigned to the City of Chicago dog
kennels will be assigned to each detail.

4. Two officers will be assigned to every eighteen (18)
detainees assigned to clean the City of Chicago dog kennels.

March/September Bids:

When a vacancy occurs in between Departmental/Unit-wide bids, the
vacancy will be filled by the following method: .

1.

All vacancies will be identified by Division or Unit, shift, and detail.
The employer shall review all vacancies, including positions
occupied by probationary and non-bided employees and will
conduct a Bid by the 15th of every March and September to fill said
positions. During even years (2006 as an example), the
Department Wide Bid will serve to satisfy the September portion of
this provision.

All vacancies will be posted on bulletin boards in all divisions
accessible to all staff for a minimum of (10) days.

All staff will be eligible to bid on all vacancies regardless of their
current assignment.

In order to be considered for the job vacancy, the interested eligible
employees must submit their bids in writing to the Executive
Director's Office within the ten (10) day posting period.

All vacancies will be filled by the most senior eligible employee who
bids thereon, provided said employee has the ability to perform the
job and said employee meets all qualifications standards required
by the unit.

if bids are solicited and a successful bidder is chosen the staff
member shall remain in that assignment for at least thirty (30) days
or until the next department wide or March / September bids,
whichever occurs first.

If bids are solicited and there are no successful bidders, the
Executive Director may fill the vacancy with probationary
employees until the next department wide bid or March /
September bids, whichever occurs first.

Special Assighments:

The Executive Director of each department must identify to the
Union those units or positions which require special or specific
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licenses, education, skills, knowledge, criteria and/or training in
order to be assigned to those positions. Currently there are several
Special Assignment units in the Department of Corrections,
including, SORT, Division VIII, Witness Protection, and
Transportation. Also, in the Department of Women’s Justice,
Department of the Sheriff s Impact Incarceration, commonly known
as Boot Camp, and the Department of Community Supervision
Intervention (DCSI). These positions will be identified as “Special
Assignments”. Special Assignments vacancies shall be filled in the
following manner:

1.

The respective Executive Director will establish the number
of staff assigned to each shift and detail of the Special
Assignment unit.

Staff assigned to Special Assignment positions will have the
right to remain in their respective Special Assignments. Any
staff that is reassigned due to pending disciplinary action, if
found at no fault, will be transferred back to their original bid
position in that Special Assignment.

Any special Assignment that has multiple shifts and/or
details, staff members working that Special Assignment will,
based on seniority, choose/bid their shift and/or detail on an
annual basis.

Any staff member working in a Special Assignment may
elect to vacate the Special Assignment and participate in the
Departmental wide bid.

Any vacancies within a Special Assignment will be filled first
by staff assigned to the particular Special Assignment,
based upon seniority. Once the position has been filled from
within, the initial position or vacancy created by the filling of
the initial position will then remain unfilled at the respective
Executive Director’s discretion or then will be offered to all
staff that can satisfy the special and specific requirement,
based upon seniority. Then the position may either remain
unfilled or the Executive Director may solicit bids from all
staff who can satisfy the special or specific requirement.

All officers currently assigned to E.M. or Boot Camp wil

have their seniority status revised and shall be converted to-
give them all of their Department-wide seniority, i.e. they will
be allowed to bid their vacation, shift and detail in the current
order allowed utilizing their seniority date from the date of
hire as a sworn law enforcement officer with the County
Sheriff's Department.
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{l. Boot Camp:

In order to bid for any vacancy, bargaining unit members must be on active duty
status. No bargaining unit member shall be allowed to bid who is on duty injury,
disability, maternity leave, leave of absence, or suspension of 30 days or more.
Whenever a recognized vacancy occurs within the divisions/units in Section 2
above, the vacancy will be posted and filled in the following manner:

A

All vacancies shall be posted for a minimum of seven (7) worklng or
calendar days in all locations, and in plain view.

In order to be considered for the job vacancy, the interested
employees must submit their bids in writing to the Executive
Director’s Office within the seven (7) day posting period.

All vacancies will first be filled by the seniority with the bargaining
unit member who bids thereon, provided said employee has the
ability to perform the job and said employee meets all qualification
standards required by the unit. Officers bidding into the Boot Camp
must meet the following criteria:

1. Not have been suspended for more than five (5) days
during the previous twelve (12) month period;

2. Possess a valid lllinois Driver's License;

3. Submit to a formal interview;

4. Successfully complete a mandatory drug test and
background investigation;,

5. Successfully complete physical fitness testing and
evatuation;

8. Successfully complete and receive a graduation

diploma from the U.S. Army Military Police School's
Rehabilitation Training Instructors Course.

Department-Wide Bidding:

1.

At least thirty (30) days prior to the initial annual Boot Camp-wide

bid, the employer shall provide to the Union a list of all eligible bid

positions in each unit and division which clearly sets forth all shifts
and groups which will be available for bid.

Periodically, but no more frequently than annually, the Director of
Boot Camp (hereafter referred to as Director) will institute a Boot
Camp-wide bid which will allow staff, based on seniority, to bid for
shifts and groups. The Boot Camp-wide bid will be open to all
eligible staff members regardless of when they were last awarded a
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bid. Staff members can bid for their shift and group and the bid will
be awarded to the bidder with the most Seniority.

3. The Director will establish the number of staff assigned to each shiit.
There will be seven (7) groups.

4. Based upon a verified seniority list, each officer will be ailowed to
select the shift and group they prefer. This process would allow
officers to review all available assignments and make their selection.

- Once an employee makes a selection, that selection will no longer
be an option for other employees. This process would continue over
a designated period of time until all staff members have made their
selection.

5. This choice process would allow one (1) officer at a time, based on
seniority to select his/her shift and group from the identified shifts
and groups available.

This process avoids duplication by allowing only one (1) shift and
group per officer. This process is designated to ensure that officers
with the most seniority have the most shifts and groups to select
from and an officer with the least seniority has the least shifts and
groups to select from.

6. After implementation of these selections, the staff members would
remain in their respective assignments for one (1) year or until the
next Boot Camp-wide bid or until the next Quarterly bid (described
below) if sooner.

7. In the event there are no bidders, or no bidders with the ability to do
the job, the employer may fill a recognized vacancy at his discretion
with the iease senior employee with the ability to do the job or with
any consenting employee.

8. No more frequently than quarterly, the Boot Camp shall conduct
interim postings and bids for any vacancies created during the
previous quarters. Such quarterly bid shall be conducted in the
same/manner as described above.

Ill. D.C.S.I. Electronic Monitoring:
D.C.S.I. and E.M JOB BIDDING AND POSTING

In order to bid for any vacancy a bargaining unit member must be on active duty
status. No bargaining unit member shall be allowed to bid who is on duty injury,
disability, maternity leave, leave of absence, or suspensions of thirty (30) days or
more. :
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Whenever a recognized vacancy occurs within the DCSI, the vacancy will be
posted in the following manner:

In the Electronic Monitoring Unit, Management agrees to post all vacancies
within EM, shift and detail only. Not a specific assignment as follows:

A All vacancies shall be posted for a minimum of seven (7) working or
calendar days in all locations, and in plain view.

B. In order to be considered for the job vacancy, the interested
employees must submit their bids in writing to the D.C.S.1.
Executive Director's Office within the seven (7) day posting period.

C. All vacancies will first be filled by the most senior bargaining unit
' member who bids thereon, provided said officer has the ability to
perform the job and said officer meets all qualification standards
required by the unit. Officers bidding into the Electronic Monitoring
Unit must meet the following criteria:

1. Not have been suspended for more than five (5) days
during the previous twelve (12) month period;

2. Possess a valid lllinois driver’s license;

_3. Submit to a formal interview;

4. Successfully complete a mandatory drug test and
background investigation;

5. Successfully complete Aphy'sical fitness testing and
evaluation.

6.  Electronic Monitoring Unit candidates must have

successfully completed a firearms qualification within
the previous twelve (12) months.

D. In the event there are no bidders, or no bidders with the
ability to do the job, the Employer may fill a recognized
vacancy at his discretion with the least senior employee with
the ability to do the job or with any consenting employee.

E. It is recognized that the Employer shall fill a vacancy with the
successful bidder as soon as possible taking into account
staffing needs. '

V. E.RR.T.

In order to bid for any vacancy, a bargaining unit member must be on active duty
status. No bargaining unit member shall be allowed to bid who is on duty injury,
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disability, maternity leave, leave of absence, or suspension of thirty (30) days or
more.

Whenever a recognized vacancy occurs within the divisions/units in Section 2
above, the vacancy will be posted in the following manner:

A All vacancies shall be posted for a minimum of seven (7) working or
calendar days in all locations, and in plain view.

B. In order to be considered for the job vacancy, the interested
employees must submit their bids in writing to the E.R.T. Director's
Office within the seven (7) day posting period.

C. All vacancies will first be filled by the most senior bargaining unit
member who bids thereon, provided said officer has the ability to
perform the job and said officer meets all qualification standards .
required by the unit. Officers bidding into the Electronic Monitoring
Unit and bargaining unit positions in the Records Unit must meet
the following criteria: '

1. Not have been suspended for more than five (5) days
during the previous twelve (12) month period,;

2. Possess a valid lllinois driver's license;

3. Submit to a formal interview;

4, Successfully complete a mandatory drug test and

background investigation;

5, Successfully complete physical fitness testing and
evaluation (outside agency to be consulted to modify
test process).

D. In the event there are no bidders, or no bidders with the
ability to do the job, the Employer may fill a recognized
vacancy at his discretion with the least senior employee with
the ability to do the job or with any consenting employee.

E. It is recognized that the Employer shall fill a vacancy with the
successful bidder as soon as possible taking into account
staffing needs. :

F. The E.R.T. shift shall be 0600 to 1400 hours.

G. The only detail available for E.R.T. is Detaif 1 for all 28 E.R.T.
Officers.
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V. Department of Women'’s Justice:

DEPARTMENTAL ANNUAL BID FOR SHIFT AND DETAIL

In order to bid for any vacancy, an officer must be on active and paid duty status.
No officer shall be allowed to bid who is on duty injury, disability maternity leave,
leave of absence, or suspensions of thirty (30) days or more.

1.

A N O o0 0N

At least thirty (30) days prior to the annual individual Departmental
bid, the employer shall provide to the Union a list of all eligible bid
positions in the department that clearly sets forth all shifts and
details that will be available forbid. '

For the duration of this agreement, the Executive Directors will
institute an individual Departmental bid which will allow staff, based
on senjority, to bid for their shift and detail. The individual
Departmental bid will be open to all eligible staff members (as

~ identified above) regardless of when they were last awarded a bid.

Staff members can bid for their shift and detail and the bid will be
awarded to the bidder with the most seniority.

The Executive Directors will establish the number of staff assigned
to each shift and detail in each division or Unit. There wil! be seven
(7) details:

Monday through Friday with Saturday and Sunday off days.
Tuesday through Saturday with Sunday and Monday off days.
Wednesday through Sunday with Monday and Tuesday off days.
Thursday through Monday with Tuesday and Wednesday off days.
Friday through Tuesday with Wednesday and Thursday off days.
Saturday through Wednesday with Thursday and Friday off days.
Sunday through Thursday with Friday and Saturday of days.

Based upon a verified seniority list for each department, each
officer will be allowed to select the shift and detail they prefer. This
process would allow groups of officers to review all available
assignments and make their selection. Once an employee makes a
selection, that selection will no longer be an option for other
employees. This process would continue over a designated period
of time in each department until all staff members have made their
selection.

This choice process would allow one (1) officer at a time, based on
seniority, to select his/her assignment from the identified
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assignments in each department. This process avoids duplication
by allowing only one (1) assignment per officer. This process is

- designed to ensure that officers with the most seniority in each
department have the most assignments to select from and an
officer with the least seniority has the lease assignments to select
from.

After implementation of these selections in each department, the
staff members would remain in their respective assignments for one
(1) year or until the next Department-wide bid or until the next bid if
sooner.

In the event there are no bidders, or no bidders with the ability to do
the job, the Employer may fill a recognized vacancy at his
discretion with the least senior employee with the ability to do the
job or with consenting employee.

;’The following bid criteria applies to Female Furlough bidding:

A. Recognizing that certain identified positions in Sheriff's
Women’s Justice Programs are gender specific, and there
being nine (9) open Correctional Officer positions available
presently in the Sheriffs Female Furlough Program, five (5)
positions will be limited to female bidders as a bona fide
occupational qualification (‘BFOQ").

B. No probationary employees can bid.
The member must be on active and paid duty status.

D. No bargaining unit member that is de-deputized or on duty
injury, disability, or leave of absence can bid.

E. The bargaining unit member shall have none of the
following:

. Seven (7) or more instance of tardiness; or

. Written disciplinary action as a result of no sick time,
absent late call, or absent no call within the previous
twelve (12) months.

F. Counseling for any rule infraction shall not disqualify an
applicant.

G. The member cannot have any Department or Office of
Professional Review discipline sustained, resulting in a
suspension of five (5) or more days within the previous
twelve (12) months.
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In the case of a pending grievance or open Office of
Professional Review investigation in which the bargaining
unit member may receive a suspension of five (5) days or
more, or a suspension that would bring the member's
number of suspension days to five (5) or more within the
previous twelve (12) months, the member may bid into the
unit under the following procedure:

If the discipline ultimately imposed by the Office of
Professional Review equals five (5) or more days, or would
bring the member's number of suspension days to five (3) or
more within the previous twelve (12) months, Sheriff's
Women's Justice Programs may remove the member ffom
the unit.

Sheriffs Women'’s Justice Programs will comply with a final
disposition or order in a disciplinary matter by an arbitrator,
judge, or the Merit Board.

The bargaining unit member must be authorized to carry a
firearm by the Cook County Sheriff's Office; possess a valid
Firearm Ownership Identification Card; and, while on duty,
carry a firearm that meets the Sheriff's General Orders at the
time the weapon was purchased and approved.

The bargaining unit member must have a valid driver's
license at the time of the bid.

The bargaining unit member shall successfully complete a
background check, including criminal background check and
a driver's license abstract, at the time of the bid.

The bargaining unit member must successfully pass a
Physical Ability Test, the requirements of which are attached

hereto.

The bargaining unit member shall submit to an oral interview
consisting of operational and personal aftribute questions, as
follows:

. Operational: questions derived from the
Sheriffs Orders, General Orders and other
written policies and procedures.

’ Must pass the operational portion of the oral
interview with a minimum combined score of
70%.
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. Personal attributes: questions to evaluate
whether an applicant has the necessary
disposition for the position of Women's Justice
Sheriffs Female Furlough Program
Correctional Officer.

. Must pass the personal attributes portion of the
oral interview with a minimum combined of
70%.

The bargaining unit member must successfully submit an NPCC
Form according to the application instructions.

VI. Court Services Bid and Transfer:

Subject to the state laws governing the Cook County Sheriff's Merit Board and
the staffing provisions of the Agreed Order in the federal case US v. Cook
County and the Cook County Sheriff's Office (10-cv-2946), all Deputy Sherift
vacancies in the Court Services Department will first be filled by sworn
employees from the Cook County Department of Corrections who meet all
transfer requirements. If not enough sworn staff from the Cook County _
Department of Corrections meet the transfer requirements to fill all posted deputy
sheriff vacancies for a particular transfer process, the Sheriff may hire or transfer
applicants from elsewhere to fill those vacancies. Beginning with the next
Correctional Officer to Deputy Sheriff bid transfer process, the officers by
seniority, most to least, who meet the following qualifications will be selected to
transfer:

1. Must be on active and paid-duty status;

2. Must not be de-deputized or on duty-injury, disability, or a leave of
absence; and

3. Must not have any of the following:

i. Written disciplinary action for unauthorized absences or
attendance violations within the last twelve (12) months,
including violations of the Affirmative Attendance policy. If
an employee wishing to transfer has a valid, pending
grievance over an unauthorized absence or attendance
violation that is the sole reason an employee is disqualified
from the transfer process, the union may bring the grievance
to an expedited 4th step hearing process and the Employer
will hear it prior to making a decision about the employee’s
eligibility for the transfer. In the event the 4™ Step hearing
officer denies the grievance, the Union has the right to bring
the grievance to expedited arbitration. If the Union elects to
advance the grievance to arbitration, it must notify the
Employer in writing within 72 hours of the 4" Step hearing. If
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the grievance is formally advanced to arbitration, the
Employer will not take the employee off the eligibility list until
a final decision is made by the arbitrator;

ii. Seven (7) or more instances of tardiness within the last
eighteen (18) months; or

i Five (5) or more days of Department or Office of
Professional Review discipline sustained within the previous
twelve (12) months. In the case of a pending grievance or
an open Office of Professional Review investigation in which
the employee may receive a suspension of five (5) days or
more when concluded, or a suspension that would bring the
member’'s number of suspension days to five (5) or more
within the previous twelve (12) months, the member may be
permitted to continue the transfer process under the

-following circumstances: If the discipline ultimately imposed
by the Department or the Office of Professional Review
equals five (5) or more days, or would bring the member’s
number of suspension days to five (5) or more within the
previous twelve (12) months, the Sheriffs Office may
terminate the transfer process for the employee or, in the
event of a completed transfer, return the employee to their
former position.

4. The bargaining unit member must be authorized to carry a firearm
by the Cook County Sheriff's Office; possess a valid Firearm
Ownership Identification Card; and, while on duty, carry a firearm
that meets the Sheriff's General Orders.

5. The bargaining unit member will be subject a one-year probationary
period. The Employer will only be able o transfer the employee
back to CCDOC during this probationary period for just cause. The
Union will have the right to arbitrate whether the employee was
transferred back for just cause.

6. The bargaining unit member must have a valid driver’s license at
the time of the bid.

7. The bargaining unit member shall successfully complete a
background check, including criminal background check and a
driver’s license abstract. '

Quarterly Bids:

When a vacancy occurs in between Departmental bids, the vacancy will be filled
by the following method: :
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10.

All vacancies will be identified by shift and detail. The vacancy will
be posted in the department.

The vacancy will be posted in the department. The vacancies shall
be posted on bulietin boards in areas accessible to all staff
members in the department for a minimum of ten (10) days.

Only staff assigned in the department will be allowed to bid on the
vacancy.

In order to be considered for the job vacancy, the interested eligible-
employees must submit their bids in writing to the appropriate
Executive Director's Office within the ten (10} day posting period.

All vacancies in each department will be filled by the most senior
eligible employee who bids thereon, provided said employee has
the ability to perform the job and said employee meets all
qualifications standards required by the unit.

The successful bidder must remain on the chosen assignment for
the duration of this agreement or until the next
Departmental/Divisional wide bid whichever occurs first.

If a vacancy receives no successful bidders in the department, the
vacancy must remain unfiled or the Executive Director may sohcﬁ
applications from other Divisions.

If applications are solicited from other Divisions and there are no
successful bidders, the appropriate Executive Director may fill the
vacancy with a probationary employee until the next Departmental-
wide bid.

If bids are solicited from other Divisions and successful bidder is
chosen, the staff member shall remain in that assignment for the
duration of this agreement or until the next Departmental wide or
Divisional bid, whichever occurs first.

The Employer shall review all vacancies and positions occupied by
probationary employees each March, June, September and
December. These positions shall be filled according to sections one
(1) through nine (9) above or by a Departmental-wide bid.

Section 14.4 Exceptions to the Requirements of Job Posting, Bidding and

Transfers:

A

Probationary Employees: Notwithstanding any other provision of
this Article XIV, the Employer has the exclusive right on his sole
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discretion, to fill a recognized vacancy with any probationary
employee until the next Divisional Department bid.

Reassignment Under Investigation: The Employer may, at its
discretion, reassign any employee while investigation of possible
wrongful behavior is completed. Such assignment shall not be
precedent setting.

During the term of this agreement the Employer and the Union shall
have the right in their sole discretion and for any reason, to fill
recognized vacancies by transferring to such vacancy up to, and
including, seventy-five (75) employees for the Employer and fifty-
five (55) employees for the Union, provided, that no employee shall
be so transferred or reassigned under this section involuntarily. The
Parties will notify each other in writing, within five (5) working days
of such transfers. Said transfer orders shall be dated, and in writing
and shall clearly, on its face, designate the employee being
transferred and the position to which said employee is being
transferred. The Parties further agree that if such transferred
employee is returned to his/her original position during the term of
this agreement then that Party shall be able to re-use that transfer
right. The Union may ask for, and shall receive a list of available
spots/positions in order to accommodate said moves.

1. Boot Camp:

Reassignment Under Investigation - The Employer may, at its discretion,
reassign any employee while investigation of possible wrongful behavior is
completed. Such assignment shall not be precedent setting.

. D.C.S.I:
A.

Reassignment Under Investigation - The Employer may, at its
discretion, reassign any employee while investigation of possible
wrongful behavior is completed. Such assignment shall not be
precedent setting.

The D.C.S.1. may, at its discretion, fill 25% of all vacancies in the
Electronic Monitoring Unit and bargaining unit positions in the
Records Unit with Correctional Officers and Court Service Deputies
without regard to seniority.

Section 14.5 Notification:

A

The Employer shall notify the Union in writing of all of the:
recognized vacancies or transfers for each year of this Agreement
by January 1 of the following year. The Employer will identify to the
Union, in writing, the name of each employee, the division/unit
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occupied by said employee, whether such assignment is in a
special unit or not.

B. The Employer shall keep a record of all posting for 90 days in the
Personnel Office, which shall be available for inspection by the
Chief Union Representative and/or a Union official once every three
(3) months at a date and time mutually agreeable to by the
Employer and the Union.

C. The Employer shall inform the Chief Union Representative and/or a
Union official at the quarterly meeting above, of the number of
quarterly divisional seniority bids accomplished.

Section 14.6 Bid Exchange:

Officers in the Department of Corrections (DOC) that are not assigned to a
specialty unit or non-DOC Department shall be allowed a one-time switch of
assignments with an officer that is not assigned to a specialty unit or non-DOC
Department. Similarly, officers in specialty units may have a one-time switch with
officers in the same specialty unit, and officers in units in non-DOC Departments
may have a one-time switch with officers in that same unit in non-DOC
Departments. The Union will post positions offered for switch (including
assignment and day off group) on Union bulletin boards and any officer who
wishes to switch his or her current assignment for the posted assignment shall fill
out the appropriate form at the Union office. The Union will conduct a review to
determine if the employees are eligible. Officers may only switch shifts once a
bidding cycle, and the switch will remain in effect until the next bidding cycle. If
there is more than one officer who wishes to accept a shift-exchange with
anather officer, the officer with the most seniority will be chosen. The shift
exchange will occur within five (5) workdays of the final selection. Should one of
the individuals involved in the bid exchange develop attendance and/or
disciplinary problems within sixty (60) days, that person may be returned to their
previous shift and the next individual, by seniority, who indicated their desire to
exchange bids would then be selected.

Section 14.7 Duty Injury and Disability bids:

Officers who return from a duty injuries shall be assigned to a shift in detail that
they would have been awarded during the previous compound bid, and shall be
allowed to choose their division or unit if there is a vacancy.

ARTICLE XV Disciplinary Action Policy and Procedure

Section 15.1 General Statement:

This policy shall apply to all Correctional Officers under the jurisdiction of the
Sheriff of Cook County. The term “Employee,” as used throughout this procedure,
shall also be understood to include any recognized employee Representative.
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The Employer shall not take any disciplinary action against an employee without
just cause. Employees who are to be or may be disciplined are entitled to
Representation and rights consistent with the lllinois Uniform Peace Officers
Disciplinary Act “lllinois Police Officer's Bill of Rights”, as amended from time to
time in the lllinois Compiled Statues. The Union and the Employer agree that
discipline should be timely, progressive and accompanied by counseling where
appropriate. It is understood that employees are subject to the general orders,
rules and regulations of the Employer.

All investigations conducted by the Office of Professional Review (“OPR”) shall
be conducted and completed within a reasonable time period based upon the
complexity of the investigation, and the workload of the Office of Professional
Review investigators. '

An open investigation into an officer will not preclude that officer from
volunteering for overtime or participating in compound-wide and divisional bids.
Any OPR investigation resulting in the de-deputizing of an officer may be moved
to expedited arbitration within thirty (30) days of said action. The only issue
presented at the arbitration will be whether the de-deputization was just. If the
employer cannot proceed and barring the filing of criminal charges, the officer
shall be re-deputized. A group of arbitrators shall be selected who agree to the
conditions and procedures put into place and who agree to render their decision
within thirty (30) days.

Section 15.2 Purpose:

To provide a mechanism whereby disciplinary action will be initiated in a series of
progressive steps, depending upon the severity of the rules infraction.

Section 15.3 Policy:

A. Disciplinary action is taken when an Employee has committed an
infraction of a County rule or regulation or general or special order of the
Sheriffs Office as specified in rules governing employee conduct or other
behavior deemed unacceptable.

B. Discipline is intended to be corrective and should follow a series of timely
and progressive steps to change the Employee’s unacceptable conduct or
behavior and is based upon the Commission of the same or similar
infraction, except for major cause infractions as defined elsewhere.

C. in general, discipline will inciude the following steps:
1. Written reprimand(s)
2. Suspension(s)

3. Discharge
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Sick time is not to be used by Employees as vacations or simply to take
time off with pay, but Employees shall not be disciplined for the legitimate
use of earned and accrued sick time for medically related reasons.

Excessive absences from work when not documented as a major iliness,
disability, or injury on duty are unacceptable. This includes the m:suse or
abuse of available medical time, as well as dock time.

Notwithstanding any other section of this contract or any prior agreement
between the Employer and the bargaining unit's representatives, an
employee will be sent to the Merit board for termination if he/she has ten
(10) or more unauthorized days of absence (or 80 hours}) during a rolling
365-day period (leaves of absences or all non-attendance related
suspensions stop the running of the 365-day period.) Unauthorized
absences include calling in absent because of an alleged medical
condition when an employee does not have sick time to cover the
absence; attempting to use a certain kind of benefit time, e.g. vacation,
personal or C/E time, when the employee does not have that type of time
to cover the absence; being absent-no-call (“ANC"); or when an employee
cails in FMLA but does not have the FMLA certification to cover the
absence and later fails to get the absence(s) property and tlmely certified
or re-certified as an FMLA-approved absence.

For all unauthorized absences that occur prior to the tenth unauthorized

absence in a rolling 365-day period that warrant discipline and fall under
the purview of 15.6, the Employer shall use progressive discipline, which
could include termination. '

In rare circumstances, a period of compassionate leave-pursuant to the
terms of Section 15.8 may in good faith be granted to an employee whose
approved FMLA leave has expired and show does not have any remaining
ordinary disability credits (if applicable) yet still needs to tend to a serious
medical condition of themselves or an immediate family member.

The Employer will provide written, quarterly reports to all employees who
have incurred an unauthorized absence during the past quarter advising
them of their available benefit time and their total number of unauthorized
days of absence within the last 365-day period.

All empioyees will start at zero unauthorized absences for the rolling 365-
~day calendar on February 21, 2012.

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, which
increase the severity of the offense. Any subsequent adjustment of the
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discipline shall be made only by mutual agreement in settiement of the
dispute.

F. 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 (example: never on roll call or in the
presence.of an inmate or visitor).

G. All discipline shall be given only for just cause. 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 not the Employee was adequately warned and
counseled of the consequences of his/her conduct.
3 Length of service.
4. Seriousness and circumstances of the infracfion.
5 County or Sheriffs Office practice in similar cases.
6. Motives and reasons for violating a rule.
H. Generally, employees shall be permitted to exercise options to satisfy

disciplinary suspension.

Section 15.4 Appeals Procedures:

Department disciplinary actions for suspensions of thirty (30) days or less,
excluding counseling and/or written reprimands shall be subject to the grievance
procedure. Merit Board action is subject to administrative review of the Circuit
Court of Cook County. Grievances involving written reprimands shall be initiated
at Step 1 and may be processed only through Step 3 of the grievance procedure.
Should the Union consider the suspension of an Employee to be improper, the
Union shall submit a written grievance to the Sheriff or his/her designated '
- Representative within ten (10) calendar days of the Union’s receipt of the formal
‘notice of the action. The grievance shall be processed in accordance with Step 3
of the grievance procedure.

Section 15.5 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:
1. Name of employee being disciplined.

2. Date of report.
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-3 Date and time of infraction.
4, The infraction committed, with a description.
5. Supervisor signature space.

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 or 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.

Copies of the disciplinary action form are distributed as follows:
1. The Employee
2 Division/Unit Union Representative
3. Assistant Director
4 Superintendent and/or unit supervisor

5. Internal Investigations

Section 15.6 Suspension for Thirty (30) Calendar Days or Less:

Sﬁspensions for thirty (30) calendar days or less may be given when there has

A

been previous disciplinary action or for the first infraction of a serious nature.

Suspensions for thirty (30) calendar days or less is documented on a
disciplinary action form and given to an Employee in a conference, after
approval of the Sheriff/Designee.

A disciplinary action form is completed and distributed as specified
previously. ' :

A disciplinary action form documenting a suspension of three (3) days or
less will be disregarded and removed from the Employee’s personnel file
after twelve (12) months from the occurrence provided that the Employee

has received no other suspensions during this twelve (12) month period. If

there was another suspension of three (3) days or less during this time
period, then the disciplinary action forms will be so removed eighteen (18)
months after the Employee’s last suspension.

A disciplinary action form documenting a suspension of more than three
(3) days for a single infraction, but less than thirty-one (31) days shall not
be considered against the employee for purposes of promotion after two
(2) years from the occurrence, provided that the Employee has not
received any other suspensions involving more than three (3) days for a
single infraction during this two (2) year period.
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Section 15.7 Representation:

The parties agree that all bargaining unit employees shall be afforded
“Weingarten Rights” under the lllinois Public Labor Relations Act.

Section 15.8 Compassionate Leave:

If an employee with an attendance problem is unable to return to work due to the
serious medical condition of himself or herself or an immediate family member
and has exhausted all available leave options, e.g. FMLA and disability leave, the
Employer may grant a compassionate leave. The length of the leave will be
determined by the Employer based on the medical prognosis of the employee’s
physician and the expected return to duty date provided by the employee’s
physician. The Employer reserves the right to get a second opinion regarding the
prognosis and expected return to duty date. Compassionate leave shall never
exceed one year and shall never be given again to the same employee or
renewed. Any employee granted a compassionate leave shall sign an agreement
prior to going on leave that he/she will resign if unable to return to work after the
leave expires or if the employee incurs three or more unauthorized absences
during the year following the compassionate leave.

ARTICLE XVI Summary Punishment

Section 16.1 Purpose:

A Defines the scope of Summary Punishment procedures.

B. Qutlines a schedule of penalties for use by supervisory and
command members to ensure uniformity in administering Summary
Punishment.

C. Sets forth procedures to be followed by supervisory personnel in
imposing Summary Punishment.

Section 16.2 Definition:

A Summary Punishment is an alternative to formal disciplinary procedures
when conduct of a less serious misconduct is observed by or comes to the

attention of a department supervisor.

B. Less serious misconduct are acts of omissions, not of a serious nature,
which lend themselves to prompt and appropriate corrective action. It
would include those violations of the Department of Corrections rules,
orders and procedures that pose no threat to the safety or security of
correctional staff, inmates or the institution.
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Section 16.3 Summary Punishment Limitations:

A

Supervisors will exercise discretion without favoritism in the application of
Summary Punishment. Care will be taken that critical assignments are not
left unstaffed as a result of the imposition of Summary Punishment.

The Summary Punishment that may be administered for less serious
misconduct other than tardiness and minor abuse of medical roll shall be
limited to:

FIRST OFFENSE: A written reprimand.
SECOND OFFENSE: Suspending an affected member for one
: (1) day without pay.
THIRD OFFENSE: Suspending an affected member three
(3) days without pay.

More than three (3) sustained less serious misconduct charges will result
in action taken under major cause infraction.

An officer will be allowed to use accumulated time due, personal days or
work regular days off without pay to satisfy days off without pay, i.e.,
suspension, imposed against said officer as a result of Summary
Punishment. However, the initial loss of wages as a resuit of being absent
without permission shall not be considered as Summary Punishment
served.

Action recommended under Summary Punishment shall not bar a
recommendation for a more severe penalty, when additional facts give rise
to a potentially more serious offense.

Summary Punishment shall not be used to process a citizen comblaint. All
citizen complaints shall be forwarded to the Internal Investigation Division.

Section 16.4 Procedures:

A

When Summary Punishment is deemed appropriate, the supervisor
initiating the process will complete the Summary Punishment Action
Request form within twenty (20) days upon which he will indicate the less
serious misconduct and recommendation for Summary Punishment -
Penalty and sign in the appropriate signature block. The Summary
Punishment Action Request form will then be reviewed with the affected
member who shall (no later than the next reporting date) sign the form on
the appropriate signature block and indicate on the form by checking the
appropriate box one of the following three (3) options:

1. Acceptance of the recommended Summary Punishment that
- shall constitute a waiver of the grievance and hearing
procedure.
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2. Refuse to accept the Summary Punishment and request a
Hearing that shall constitute a waiver of the grievance
procedure.

3. Refuse to accept the Summary Punishment and implement
the Grievance procedure.

B.  Acceptance of Summary Punishment:

1.

1.

Upon acceptance of the Summary Punishment by the affected
member, the initiating supervisor shall sign the Summary
Punishment Action Request form in the indicated signature block
along with the affected member and forward the form with any other
pertinent documentation to the Shift Commander. The Shift
Commander shall review the form for completeness and accuracy
and sign in the appropriate signature block indicating approval or
disapproval. The Shift Commander then shall forward the form to
the appropriate Superintendent/Unit Supervisor, who shall review
the form with any other attached pertinent information and sign in
the appropriate signature block indicating approval or disapproval.
The Superintendent/Unit Supervisor shall then forward the form to
the Executive Director/Designee for final approval. '

Each level of review shall have the authority to aiter the
recommendation within the scope of the Summary Punishment
limitation contained in this Article.

Refusal - Request for Hearing:

Upon refusal of the acceptance of Summary Punishment by the
affected member by signing in the appropriate space for the
request of a Hearing, the Summary Punishment Action Request
form shall be forwarded through the same Chain-of-Command as
delineated in B. (1) above. Each level of review shall have the
authority to alter or disapprove the prior recommendation within the
scope of the Summary Punishment limitations contained in this
Article.

If the affected member still requests a Hearing, the Executive

Director/Designee shall submit the Summary Punishment Action
Request to a Hearing board for final determination. The Hearing
board’s determination shall be binding and final on both parties and
not subject to the grievance procedure.

Refusal - Grievance:

Upon refusal of the acceptance of Summary Punishment by the affected
member by signing in the appropriate space for grievance, the affected
member shall have 15 calendar days to submit a Union grievance form to

81



Step 1 of the grievance procedure. Failure to submit a Union grievance
form within the time limits shall constitute a waiver of the grievance
procedure and acceptance of the Summary Punishment.

E. Miscellaneous:

1. Nothing contained in this Article shall preclude obtaining an internal
investigation number and investigation, when additional facts give
rise to a potentially more serious charge.

2. A copy of the Summary Punishment Action Request form shall be
forwarded to the personnel/payroll supervisor and indicate all
pertinent information for payroll/timekeeping purposes.

F. De-Deputization:

1. “De-Deputization” is a process wherein the Officer is required to
relinquish his/her deputy card and/or credentials (the affected
officer shall be allowed to keep their badges as long as they are
employed). No officer covered herein shall be subject to De-
Deputization except for just cause.

2. All officers who have been De-deputized and who have either
served their suspensions or who are exonerated or whose
disciplinary matter had been otherwise disposed of shall have their
credentials and deputy card returned immediately following such
action or disposition except for just cause.

G. Summary Punishment Action Request Form (SPAR):

A written reprimand or suspension of three (3) days or less will be
disregarded and removed from the employees personnel file after twelve
(12) months from the occurrence, provided that the employee has
received no other written reprimand or suspension during this twelve
month time period. If there is another written reprimand or suspension of
three (3) days or less during this time period, then the (SPAR) will be
removed twelve (18) months after the employee’s last written reprimand or
suspension.

ARTICLE XVl Evaluations

Section 17.1 Written Evaluations:

The Empl'oyer shall prepare and evaluate all non-probationary officers on an
annual basis. Said evaluation shall be typed or written in ink before being
presented to the affected officer for signature and the officer shall be provided a

copy of said evaluation at the time of signing.
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Section 17.2 Authority:

A The CCDOC Performance Appraisal Form currently in use for Correctional
Officers is hereby established as the only method by which the Department will
evaluate individual performances.

B. The Performance Appraisal Form will be prepared for the rating periods of
July 1 through June 30. '

C. Data from the Performance Appraisal Form will be used for:

1. Counseling employees as to their job perfformance, strengths and
weaknesses.

2. Determining training needs.

3. Promotional considerations.

4. Providing current employee statistics and personal data.

Section 17.3 Responsibilities of the Department:

A. One month prior to the end of the rating period, May 31, the Department
will forward the correct number of Performance Appraisal Forms to

appropriate divisions.

B. The Department will ensure that all completed Performance Appraisal
Forms are returned to them fifteen (15) days after the end of the rating

period.

C. The Department will review each Performance Appraisal Form for
completeness, compile a list of numerical scores and forward them to the
Director and the Cook County Sheriff's Merit Board.

D. The completed Performance Appraisal Form will be fited in the appropriate
personnel folder.

Section 17.4 Responsibilities of Superintendents/Unit Supervisors.

A Superintendents/Unit Supervisors are responsible for the administration of
the Performance Appraisal Form within Divisions and Sections under their

control.

B. The Superintendents/Unit Supervisors upon receipt of the Performance
Appraisal Form will distribute to supervisors who wili rate only those
personnel under their immediate control.

C. Superintendents/Unit Supervisors will review and sign each Performance
Appraisal Form to ensure that the system is administered fairty throughout
their Division.
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The Superintendent/Unit Supervisor has the right to adjust any of the
ratings regardless of an appeal by ratee, but must attach a To/From
Memorandum to the Performance Appraisal Form explaining the reason
for the adjustment and notify the ratee.

Section 17.5 Responsibilities of the Rater:

A

The rater will check the approved furlough list and schedule his ratings so
the appropriate ratee will be available for counseling and signature.

in cases where the officer being rated has been under the supervision of
the rater for less than sixty (60) days, the rater will forward the
Performance Appraisal Form to the previous supervisor.

The rater is responsible for the proper execution of the Performance
Appraisal Form and will sign his name in the designated space.

The rater is required to inform the ratee of the final results of the
evaluation. The rater should point out strengths as well as areas where
improvement is needed.

The interview between the rater and ratee should be viewed as a two-way
training session whereby both parties are permitted to express themselves
and explain reasons for past performance.

Section 17.6 Responsibilities of the Ratee:

A

C.

The ratee will review the Performance Appraisal Form in the presence of
the rater and at that time question any items not understood.

The ratee is required to sign the Performance Appraisal Form. This
signature is not an indication of agreement with the rater's evaluation but
merely indicates that the ratee has seen and reviewed the Performance
Appraisal Form.

If the ratee does not agree with the evaluation he has the right to note this
fact in the comment section of the Performance Appraisal form.

Section 17.7 Appeal Procedure:

A.-.

The employees Performance Appraisal Form will influence many vital
personnel decisions; therefore, the right of an immediate Appeal, to the
Superintendent/Unit Supervisor of the rater is hereby established.

The Appeal Process will consist of an informal counseling session
between the ratee, his rater, and the Superintendent/Unit Supervisor.

Section 17.8 Performance Appraisal Form Adjustment:

The Superintendent/Unit Supervisor has the right to adjust any of the ratings
regardless of an appeal by ratee, but must attach a To/From Memorandum to the
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Performance Appraisal Form explaining the reason for the adjustment and notify
the rate.

ARTICLE Xvil Duration

Section 18.1 Term:

Five (5) year collective bargaining agreement beginning December 1, 2012
through November 30, 2017.

It shall automaticaily renew itself from year to year thereafter unless either party
shall give written notice to the other party not less than ninety (90) calendar days
prior to the expiration date, or any anniversary thereof, that it desires to modify or
terminate this Agreement. :

Section 18.2 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:

Cook County Board President

Board of Commissioners of Cook County
118 North Clark Street - Room 537

Chicago, IL 60602

Cook County Sheriff

Daley Center - Room 704 Chicago, IL 60602

Chief, Bureau of Human Resources, Cook County

118 North Clark Street - Room 840
Chicago, IL 60602
If given by the County, then such notice shall be addressed to:

Becky Strzechowski, President

Teamsters Local 700
1300 West Higgins, #301
Park Ridge, IL 60068

Either party may, by like written notice, change the address to which notice shall
be given.
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 APPROVED BY BOARD OF
£00K COUNTY £OMMISSINER

A 0CT 87 2015
ATTESTATION, R

“COM_.

@cbm

‘Agreed-and entered into-this /7%

Torii Preckwinkle, President,

Caok County Board of Commissioners

Sheriff 6f Cook County:

CATIEST:

UNION:

.,.. Teamsters Local Unjon. No. 700 <z

N | Becky Strzechowski, Pr

Secrefary-Treasurer




APPENDIX A

EFFECTIVE JUNE 1, 2013

SCHEDULE I

BUREAU OF HUMAN RESOURCES
TEAMSTERS 700 - COUNTY CORRECTIONAL OFFICERS

AFTER 1 AFTER 1 AFTER 1 _AFTER 1
YR AT YRATIST YRAT2ND YR AT 3RD
MAXIMUM  LONGEVITY LONGEVITY LONGEVITY
RATESS RATE&10 RATEX1S RATE & 20

YRSSERVC YRSSERVC YRSSERVC YRS SERVC

- 18T 2ND 3RD . 4TH 5TH 8TH 7 8TH §TH

e STEP STEP . SIEP SIEP STEP STER STEP STEP SIEP
COt Hourly 23680 24.753 26003 27272 28550 29692 30876  32.107 33.385

Bl-Weekly 1,892.80 1,880.24 2,079.44 2,181.768 2,284.00 2,375.38 2470.08 2568.56 2,8570.80
. Annual 49213 51486 540656 66,726 69384 61,750 64222 66,783 89,441

AFTER 1
YR AT4TH
LONGEVITY
RATE & 25
YRS SERVC

10TH

34.721
2,777.68
72,220



: EFFECTVEJUNE4, 2044
SCHEDULE HlI o

BUREAU OF HUMAN RESOURCES
TEAMSTERS 700 - COUNTY CORRECTIONAL OFFICERS

AFTER 1- AFTERA1 AFTER 1 AFTER 1- AFTER 1
YRAT YRAT8T YRATIND YRATIRD YR AT 4TH
MAXIMUM  LONGEVITY LONGEVITY LONGEVITY LONGEVITY .
RATE&S RATE&10 RATE&S RATE& 20 ~ RATE&ZS
YRSSERVC YRESERVC YRSSERVC YRSSERVC YRS SERVC
18T IND 3RD 4TH 8TH 6TH o . ¥ STH 10TH
sp : SIEL STEP BIER b1 SIER SIEP STEP SIEP 112

COt Houry 24015 25124 26383 27681 28978  30.137 31339 . 32.589 33888 35.24:2 :
Bi-Weekly 1,921.20 2,000.92 2,110.64 221448 2,31824 2410986 250712 2607.12 2710.88 2,819.38
Annual 49,951 52258 54877 57,576 60,274 62,685 65185 67,785 70,483 73,303



EFFECTIVE JUNE1; 2016

SCHEDULE Hli
'BUREAU OF HUMAN RESOURCES
TEAMSTERS 700 - COUNTY CORRECTIONAL OFFICERS

AFTER 1 AFTER 1 AFTER 1 AFTER1
YRAT YRAT18T YRAT2ND  YRAT3RD

WAXIMUM  LONGEVITY LONGEVITY LONGEVITY

RATES § RATER10 RATE& 15 RATE & 20

. YRS SERVC YRSSERVC YRSSERVC YRSSERVC
18T 2ND 3RD 4TH 5TH 8TH TTH 8TH 9TH
L:2) STEP SIER SEE  STEP 1174 STEP SIEP SYEP STEP

CO1 Hourly 24495 25626 - 26911 28235 29558 30740 31.966 33241 34564

Bi-Weekly 1,850.60 2,050.08 2,152.88 2,258.80 2,364.64 245920 2557.28 2,659.28 2,765.12
Annual - 50,950, 53,302 55975 58728 61,481 63,939 668488 68141 71,883

AFTER 1
YR AT4TH
LONGEVITY
RATE & 25
YRS SERVC
10TH
STEP

36.947
2,876.76
74,770



EFFECTIVE DECEMBER1, 2018
SCHEDULE I '

BUREAU OF HUMAN RESOURCES
TEAMSTERS 700 - COUNTY CORRECTIONAL OFFICERS

AFTER 1 AFTER 1 AFTER 1 AFTER 1 AFTER1
YRAT YRAT1ST YRAT2ND  YRATJIRD YRAT 4TH
MAXIMUM  LONGEVITY LONGEVITY LONGEVITY LONGEVITY
RATEA S RATES10 RATE&18 RATE & 20 RATE & 25
i YRSSERVC YRESERVC YRSSERVC YRBSERVC YRSSERVC
. 187 2ND 3RD 4TH &6TH &TH TH 8TH 9TH 10TH
Go STEP STEP SIEe F:11 4 STEP STEP STEP 111 SIEP SIEE

CO1 Hourly 24985 26139 27449 28.800 30.149  31.355 32605  33.906 ~ 36.255 36.666
. Bi-Weekly 1,088.80 2,081.12 2,195.92 2,304.00 2,411.82 250840 260840 271248 282040 2,933.28
Annual 51,969 54,360 57,084 59904 62,710 65218 67,818 70,524 73,330 76,2685



EFFECTIVE DECEMBER 1, 2016

. SCHEDULE il

BUREAU OF HUMAN RESOURCES
TEAMSTERS 700 - COUNTY CORRECTIONAL OFFICERS

AFTER1  AFTERA1 AFTER 1 AFTER 1 AFTER 1
YR AT YRAT1ST  YRAT2ND YR AT 3RO YRAT4TH
MAXIMUM  LONGEVITY LORGEVITY LONGEWITY  LONGEMITY
RATE&S RATEA10 RATE&1S RATE & 20 RATE & 28
YRSSERVC YRSSERVC YRSSERVC YRSSERVC YRSSERVC

: 15T 2ND 3IRD 4TH STH 6TH AL aTH 9TH 10TH
<] 21 STEP STEP SIER SIEP  STEP SIER . BIEP STEP

CO1 Hourly 25547 26727 28.087 29448 30.827 32080 33.330 34660 36048  37.491
Bi-Weekly 2,043.76 2,138.16 2,245.36 2,355.84 2,466.16 2,564.80 2667.12 277352 2,883.84 2,998.28
. Annual 637138 555892 58379 61,252 64,120 66685 60,346 72112 74980 77,961



EFFECTIVE JUNE 1, .2017

SCHEDULE Il

BUREAU OF HUMAN RESOURCES
TEAMSTERS 700 - COUNTY CORRECTIONAL OFFICERS

AFTER 1 AFTER1 AFTER 1 AFTER 1 © AFTER1
* YRAT YRATIST VYRATZND  YRATIRD YRAT4TH
MAXIMUM  LONGEVITY LONGEVITY LONGEVITY LONGEVITY
RATE&S RATE&10 RATE&1S RATE & 20 RATE & 25
YRS SERVC YRSSERVC YRSSERVC YRSSERVC YRS SERVC

' 18T 2ND 3RD ATH 5TH &TH *m™H 8TH BTH 10TH
[<i2] ’ STEP SIEe STEP STER SIEP SIEP SIEP gIEP a1Ee .

CO1 Hourly 26.058 27.262 28628 30.037 31444 - 32701 34006  36.382 36.760 38.241
" Bi-Weskly 2,084.64 2,180.96 2,200.24 240296 2,615.52 2,616.08 272048 252886 284152 3,059.28
Annual 54,201 56,706 69,646 62477 65404 68018 70,732 73,563 - 76480 79,541



EFFECTIVE JUNE 1, 2013

SCHEDULE XXX

BUREAU OF HUMAN RESOURCES
TEAMSTERS 700 - SHERIFF'S INVESTIGATOR Il {INTENSIVE SUPERVISION)

AFTER1  AFTER1 AFTER 1 AFTER 1 AFTER 1
YRATY YRAT18T YRAT2ND YRAT3RD  YRAT4TH
MAXIMUNM LONGEVITY LONGEVITY LONGEVITY LONGEWITY
RATE&E RATEZ10 RATER1S  RATE&R20  RATE&2S
YROSERVC YRSSERVC YRSSERVC YRSSERVC YRS SERVC
18T 2HD 3RD 4TH STH 8TH TTH 8TH 9TH 10TH
ep STER STEP S1ER SIER SIEP STEP - JIER STEP SIEP SIEP

CS2 Hourly 24346 25501 28708 27.083 29.344 30697 31824  33.195 34.514 35.893
Bi-Weekly 1,947.68 2,040.08 2,136.72 2,239.44 2,347.52 245576 256392 268560 276112 287144
Annual 80,840 53,042 55555 58225 61036 63,850 656,402 69,046 71,789 74,657



EFFECTIVE JUNE 1, 2014

SCHEDULE XXX
BUREAU OF HUMAN RESOURCES
TEAMSTERS 700 - SHERIFF'S INVESTIGATOR I (INTENSIVE SUPERVISION)

AFTER1  AFTER1 AFTER 1 AFTER 1
YRAT  YRATY8T YRATZND  YRAT3RD
MAXIMUM  LONGEVITY LONGEVITY LONGEWITY
RATE&S . RATE&10 RATE&15  RATE&2
_ YRS SERVC YRS SERVC YRS SERVC * YRS SERVC
- 18T D 3RD . 4TH 5T 6TH TTH 8TH 8TH
Lt} SIEE. STER 114 S1EP ©  SIEP STER SIEP STEP STEPR

CS2 Hourly 24711 25884 27.110 28413 29784 311657 32403  33.693 35.032
Bi-Weekly 1,978.88 2,070.72 2,168.80 2,273.04 2,382.72 249256 259224 269544 280256
Annual 51,389 53,839 56,388 59,002 61,951 64,807 67,388 70,081 72,867

AFTER 1
YRAT4TH
LONGEVITY
RATE& 28
YRS SERVC
16TH

36431
2,914.48
75,776



EFFECTIVE JUNE 1, 2016

SCHEDULE XXX

BUREAU OF HUMAN RESOURCES
TEAMSTERS 700 - SHERIFF'S INVESTIGATOR Il (INTENSIVE SUPERVISION)

AFTER 1 AFTER 1 AFTER 4 AFTER 1
YR AT YRAT48T YRATIND YRAT3RD

MAXIMUM  LONGEVITY LONGEWVITY ~LONGEVITY

RATE&S RATE&1C RATE& 18 RATE & 20

-YR8 8ERVC YRSSERVC YRSSERVC YRS BERVC
18T 2ZND 3RD 4TH §TH 6TH TTH 8TH 9TH

&b SIEP  STEP  SIEP  S[EP  STEP  SvEP STEP SIER STEP

CSZ Hourly 25205 26402 27652 28981 30380 31780  33.051 34.367 35.733
Bi-Weekly 2,016.40 2,112.16 2,212.16 2,318.48 2,430.40 254240 264408 274936 2,858.64

Annual 52,426 54,916 57,516 60280 63180 66102 68,746 71,483 74,325 -

" AFTER1

YRAT4TH
LONGEVITY
RATE & 26
YRB BERVC
0TH
SIEP

37.160
2,972.80
77,203



EFFECTIVE DECEMBER 1, 2015

SCHEDULE XXX
BUREAU OF HUMAN RESOURCES

TEAMSTERS 700 - SHERIFF'S INVESTIGATOR l) (INTENSIVE SUPERVISION)

AFTER 1 AFTER1
YR AT YR AT 18T
MAXIMUNM  LONGEVITY
RATE& S RATE 5,10

: YRS S8ERVG YRS SERVC
18T 2ND 3RD 4TH 5TH 6TH TTH
gp - SIER STEP. STER STEP 1114 SIEP STER

CS2 Hourly 25709 26930 28205 20561 30.988 32416  33.712
Bi-Weekly 2,058.72 2,154.40 2,256.40 2,364.88 2,479.04 2,583.28 2,686.96
Annual 63476 566,014 658666 61,487 64455 67425 70,121

AFTER1 -
YR AT 2ND
LONGEVITY

RATE& 15 .

YRS SERVC
8TH
STEP

35.054
.2,804.32
72,912

AFTER 1
YR AT 3RD
LONGEVITY
RATE & 20
YRS SERVC

9TH
dTEP

36448

2,915.84
75,812

AFTER1
YRAT4TH

LONGEVITY -

RATE & 25
YRS SERVC
10TH
1174

37.603
3,03224

78838 .




EFFECTIVE DECEMBER 1, 2016

SCHEDULE XXX
BUREAU OF HUMAN RESOURCES

TEAMSTERS 700 - SHERIFF'S INVESTIGATOR H (INTENSIVE SUPERVISION)

AFTER1  AFTER1 AFTER1
YRAT YRAT18T  YRAT2ND
MAXIMUM  LONGEVITY LONGEVITY
RATE&S RATE&10 - RATE&15
- YRS SERVC YRS SERVC YRS SERVC
_ 18T 2ND 3RD 4TH STH §TH 1TH aTH
L<:2) 114 §Ir STER SIEP 1124 STER SIEP STEP

CS52 Hourly 26287 27.536 28.840 30226 31.685 33145  34.471 35.843
Bi-Weekly 2,102.96 2,202.88 2,307.20 2,418.08 2,534.80 265180 2,767.68 2,857.44
Annual 54677 57275 69,987 62870 65905 68942 71,700 74,553

AFTERA1
YR AT 3RD
LONGEVITY
RATE 5 20
YRS SERVC

© 9TH

STEP

37.268
2,981.44
77,517

AFTER 1
YRAT4TH
LONGEVITY
RATE & 25
YRS SERVC
10TH
STER

38.756
310048
80612




EFFECTIVE JUNE 1, 2017

SCHEDULE XXX
BUREAU OF HUMAN RESOURCES
TEAMSTERS 700 - SHERIFF'S INVESTIGATOR (I (INTENSWE SUPERVISION)

. 1
* AFIER1 AFTER 1 AFTER 1 AFTER 1 AFTER 1
YRAT YRAT1ST YRATZND YR AT3RD YR AT 4TH
MAXIMUN  LONGEVITY LONGEVITY  LONGEVITY  LONGEVITY
RATE G § RATE&10 RATE&16  RATE&20 RATE & 25
YRS SERVC YRSSERVC YRSSERVC YRSSERVC VRS SERVC

18T 2D SRD 4TH STH eTH " TTH 8TH - 9TH 10TH
(2] STEP JTEP STER STEP SIEP SIEP [TEP STER STEP

CS2 Houly ~ 26.813 28.087 20417 30831 32319 33808 35160  38.560 38.013 39.531
Bi-Weekly 2,145.04 2,246.96 2,353.36 2466.48 2,585.52 270464 2,81280 292480 3,041.04 3,18248
Annual 55771 58421 61,187 64,128 67,224 70,329 73133 76,045 79,067 82,224




APPENDIX B
APPLICATION AND NOTICE
For Membership in Local Union No. 700
Affiliated with the International Brotherhood of Teamsters

| voluntarily submit this Application for Membership in Local Union 700,
affiliated with the International Brotherhood of Teamsters, so that | may fully
participate in the activities of the Union. | understand that by becoming and
remaining a member of the Union, | will be entitled to attend membership
meetings, participate in the development of contract proposals for collective
bargaining, vote to ratify or reject collective bargaining agreements, run for Union
office or support candidates of my choice, receive Union publications and take
advantage of programs available only to Union members. | understand that only
as a member of the Union will | be able to determine the course the Union takes
fo represent me in negotiations to improve my wages, fringe benefits and working
conditions. And | understand that the Union's strength and ability to represent my
interests depends upon my exercising my right, as guaranteed by federal law, to
join the Union and engage in collective activities with my fellow workers.

1 understand that under the current law, | may elect “nonmember” status,
and can satisfy any contractual obligation necessary to retain my employment by
paying an amount equal to the uniform dues and initiation fee required of
members of the Union. | also understand that if | elect not to become a member
or remain a member, | may object to paying the pro-rata portion of regular Union
dues or fees that are not germane to collective bargaining, contract
administration and grievance adjustment, and [ can request the Local Union to
provide me with information concerning its most recent allocation of expenditures
devoted to activities that are both germane and non-germane to its performance
as the collective bargaining representative sufficient to enable me to decide
whether or not to become an objector. | understand that nonmembers who
choose to object to paving the pro-rata portion of regular Union dues or fees that
are not germane to collective bargaining will be entitled to a reduction in fees
based on the aforementioned allocation of expenditures, and will have the right to
challenge the correctness of the allocation. The procedures for filing such
challenges will be provided by my Local Union, upon request.

I have read and understand the options available to me and submit this
application to be admitted as a member of the Local Union.

CHECKOFF AUTHORIZATION AND ASSIGNMENT

l, ' herby authorize my employer to
deduct from my wages each and every month an amount equal to the monthly
dues, initiation fees and uniform assessments of Local Union 700, and direct
such amounts so deducted to be turned over each month to the Secretary-
Treasurer of such Local Union for and on my behalf.




This authorization is voluntary and is' not conditioned on my present or
future membership in the Union.

This authorization and assignment shall be irrevocable for the term of the
applicable contract between the union and the employer or for one year,
whichever is the lesser, and shall automatically renew itself for successive yearly
or applicable contract periods thereafter, whichever is lesser, unless | give written
notice to the company and the union at least sixty (60) days, but not more than
seventy-five (75) days before any periodic renewal date of this authorization and
assignment of my desire to revoke same.



1 988g

ST10Z ‘01 AWt
‘ . . : FHOMIST JO MO %09 / ABd0O STE
(Pa1320D 94,0071) Lrdeo o 191J¢ SOURTSTIOO %06 - eApuanalg
FHOMIST JO IO %9 / JPOMISU U] 9506 FFOMIDT JO INO %09 / FFOMIST U] 3,06 e e i L]
FHOMIDN JO IO XT JOMIIN JO IO XT
(Aprore / o73wg)- (Apumey / 9fSug) WIUXDR] 15420 f0 MO
00T €$/009°T$ 000°€$/005*1$
JOMIBN JO MO XT SHOMION Jo MO XT
(Krrume 1 / 9180S) (A 7 373u1g) Spquonpa(q jonuuy
00L$ / 05E$ 0ST$ / STIS
gmoosuﬂwﬁﬂg . gmoosgﬁg ) Eﬁgﬁﬂ
Op ssfquonpad pae Ledoy . 107 op ssquonpa(y pue Ledo)) 13§00d JO IQ puv 1quImpPaq
STOT/T/TT PADNE Sjgouag STOZ/UE/LY IR 2A1DaYy Sygousq 0dd
Awdoo g/ ¢ £edod opg . W00y Koualiousg
- Awdoo g1g Kedoo 1% ____Ssaupp / juap1ooy
‘ edoo . (1ondsoy 10 qu) wp pauniofisd)
 fsdeo 08 fedoo 08 s3593 osouSN(Y / oy-x
Ardoo 0z$ _Aedoo 01§ _ sstotoadg
Asdoo 61§ Aedoo O1§ 2400 a3} 7 JDd 3P0
(pazean] 95001) Kedoo of Aedoo 01§ AU
___Jmpe aad Avdoo 001 yrape sad Aedod goT§ As11o0,] uspwduy
Amwey 00z'c$ / 919 ms 009 TS Arroreg 000°c$ /7 S18ms 00C 1S WO 1530 J0 InQ)
XN OO 01 STRMUENOcE e JOO 03 emInsoe
sdedo) 1Ty ou op sdedop Snxg Eas._n.u W 124204 Jo 110
PSYBUTHITH 1°g o] __mondo on[g isser)
STOT/L/TT AW gouag STOT/OE/TT [HUM SANDALFY SygAUay ~ G)OWH

MINALAQ) JITIY AUNOY) NOO))

9102 T FHGWADAA ANV ST0T ‘T ¥ATNTIZA
JALLYAAIH STONVH) SNOLLNERLINGD TIOUAVA ANV NOISEA NV'Id
O XIONSJJV/NOISHI NV HLTVEH LINNOD 00D




A1 §

$10z ‘01 Ay
. Y10M12N
. .hwmoo sL$ . Kedoo o3 . J0 MO / uf — wooy KousSimuy
FHOMIT JO IO %09 / Aedoo ¢z HIOMAPU JO IO %09 / Aedoo $T§ _
I3 COMEIITIOD 306 IO SOURINSTOD %06 Sl / eprooy
F0MIT 3O 00 %09 FIOMI JO INO %09 - (mondsoy 40 qu] wy pousiofiad)
FIOMIST T %06 . FI0AI0T U] %506 51523 Jysoudvi( / koy-x
FTI0AMI3T JO IO 9500 / Avdod SES FI0AI3T 30 Q) 9609 / Avdod C7§ J—
T21Je 20TRINSWOD 556 T93¢ SOURIMSUIOD 9506 i
FIOMIST JO IO 9509 / AvdOO 57§ FH0MI3 JO W) 909 / Avdod CZ§ »
I9)JE 0URINSTIOD G505 I3]J8 OURINSUIOD %,0)5 dod

9102 ‘T AHENADEA ANV ST0Z ‘T HATWADA -

HALLDALIA STONVED SNOLLASIINOD TIONAVA ANV NOISEANVIA

J XIONAJIV/NDISEA NV'1d HLTVAH AINGOD X000




g9deq

S10g ‘01 Ay

- Stpuowt ZT £4249 padan0d .4v SISUI] 100IU0? YO nwaé& aguu@ LYY,

spuom 71 Iad aou))

siguom Zf 3od souQy :
001¢$ o dn Ledos og 001 ©1 dn Ledoo o¢ +OSUTT 103D
SYIUOW 7, 1od 20w sipoow 7 Jad souQ
%01 859] %01 859 SoUL]
001 $ 3940 JUNOWY / 001§ 01 dn Kedos (¢ 001§ 340 yamoury / g1 § 03 dn Ledoo o
- spuom 71 1ad 90up “Sipuowm g1 3od 30Uy .
onseld payeoomn prepuers Ledoo g onsejd peysooun prepue)s Ledos O +595U27 Ssvi3aky
- sguow Z§ tod 90up suowr 77 13d 90u0) :
Ardoo g fedoogg = R s R
STOT/T/T1 PADRRYH Speusg STOZ/OE/TT [HUN 3AIITH Sgousg UOISIA
~SEwp , ETT)
QOUBTHIUINI 10J ISPIO-TIeTI AIOTepueA VIN POUDUSIUIDIY KiOIDPUDTY
| weFaad Adeiaty deps ousnod s NG V/IN Advaay ] do3g orzuss)
600 g, Ao koo o7 KomaOR e .
00 Opg - ULIO-UCN Puelg 00 ¢7¢ - OLIOJ-UON puelg . a
£udoo ¢zg :Aremurioq puerg £edoo ¢1¢ :Lremmuoyg puerg 119y — S8y uondiiosasd
Ledoo 1¢ iouoUen) £edoo ;¢ :ouousn .
‘ STOT/T/TT 2ANSITH sHgaudyg STOT/OE/ET IHUR IATAITH Spyauag Snaq

9102 ‘T LAGWHDAX ANV STOZ ‘T NHGINADAA

(7U0D)) MIAIAQ NjetRg Amnoy) 3007

FALLOFAIH SEONVHD SNOILAMIYINGD TIOHAVA ANV NOISTANY T
J MHGZWE\ZQEQ NVId HLTVEH AINNO0D YO0




¥ odeg

STOZ ' Ay

(Rom3on (pomtsu
. J0mQ) A[me.y GOZ$ / [ENPIAIPT] OSE JoINQ) Afrured 00T / [ENPIAIPYT 0S$
(FFomian . (Fromyau o
uc Arure 001$ / TenprAIpuy mmw UT) Afpare,q 001§ / TeNPIAIpTY 67§ SIquONP3(J eIy
mﬁgﬂ ADRPH SygouRyg STOT/O0E/TT [HUN 2ANRITH sjjausg . Odd ~ [#jua(q
. 61 Ipum TupIyo Japuadap 25@55&@3&&8
303 JUSTIESD JO SBIN0D [[1Y JTO KB 30§ JESMNESY) JO ISIMOD [ RIO XA
‘9587 bgoﬁ& . ‘95T Kjereumxondde sonuopoyLi
-~ Joumoosip ¥ fenbo sjnswsedos) 30 Junoosip ¢ fenbe syuowuiedon)
_‘smomfedos sammboy __*symomidedoos saxmboy
: %09 Alerewrxoxdde %09 AJnewrxoidds
JO JUNOSSIp ® _aawu m,auﬁm@moo 30 ymoos1p ¥ fenbo syuomkedoy) _ $9N4DS 40 wqu
: ‘301AIS : :
ogryads yea X0 maﬁ&mgoo ® sannboy  ogmads yowrs Jof msmkedos v 8 sonmnboy
%0L Aferewmnxoidde N %07 Apreaxoidde
Jo yanoostp ¢ fenbo sywomsedoy) : . Jojmmoosp e ?:uaﬂnuﬁ.manou _
- t301AT0S sifouag otsog
o10ads goes 107 Jusmifedos v e soxmmbay ogroads gows 1 u ﬁoﬁnﬂoc esamnbay :
1 mﬂ&uggﬁgﬂmﬁ:—oﬁ 61 952 Ispun SjUSUNEIN SPHONY SIPAjoUY
. ‘pouad ‘pouad onuBa2Lg
1gauaq Jod sSupwes]o / SUreYs 7 sopnpouy . Tyaunq 3ad sBurues(o / surexa g sepnjouy
0VTVEMO[]Y WNWTXEJA 8 sarmboy AVEMO[Y TINWITYEA IO %001 ‘
SUON JUON WP poLiad ijousg
(3uoND 08 (suoN) 0% Z1quompaq ronuuy
STO0T/1/TY SABRIH wﬁeﬁm ST0Z/0E/T1 AN 2AG2YJ Y sjgauagy ONH - [

, wﬁeﬂ ‘T TAGNIIAA ANV ST0Z ‘T HIAWADAA
gﬁ.ﬁmﬁ STONVHD SNOLLNGRLINOD 'YIOUAVd ANV NOISHANV'Id
O XIANAJIV/NDISAQ Zdzn.m HITVAH XINNOD 00D

" (7U0)) #9IAIGAQ PUSY AN 760D)




S adeg

_ S10z ‘ot Afof
|  (pomwujomo (Gpoan soopoyug |
PUR U) OST T$ JO Xem SR © 0) dn g505 JO WO puUE UY) O£ 1$ JO Yewm Smpap| € 01 dn g,0¢ j
(3pomiou jo _ (pomu jo sopayssouy
no pue uy) SYURAOIY TINIIXEN JO %05 mo uﬁéaﬁsoﬁﬁﬁnaz%&% ’
(romycu (Fomzau
30 Hou UEMOTTY VMDY JO %09 %sou 90UMO[[Y WITIIIXBA JO %09 £1934mg 10i0)
: (Fosysu (romu .
) S0URMO[[Y WHIIXEA] JO %08 ab AUBMOIY TIMBIXEA] JO %08
(Porju , CHoagou
30 I0Q) SoUEMORTY WINWIXBIA 3O %09 JO MQ) 30UBMOT[Y WIOUIXEIN JO %09 souopousg |
(Fpomyon , L j .
U]) S0URMO[]Y WIWIXRIAL JO %08 U) SOURMOY WINTIIXEIN JO 9508
v (jrom3ou v CHom3at
0 Q) SOULMO]Y WIMITXEN JO &% Jo MQ) VUBMO[IY WNIIXEIA JO 3,09
? Mﬁ.ﬂ%ﬁ»ﬁ (Fr0M35U sopuopopt
UJ) S0UBAO[[Y WIHIXRI JO %08 U]) 20UCAO[[Y UINWIXE JO 5,08
- (Jompom | (romysn
30 INQ) OULMOTY WMWY JO %08 ' 30 MO) 0TEMOTY WXL JO %08 ‘$o01u3g CouaSoussy
Cpomisu (Pom3au : .
888%:4 Iy YRIA] JO %08 UJ) S0URMOTIY WNWIYRIA] JO %08
(promisu (CHomjen
" 3O INQ) SOWBMO[TY WIIEIN JO %00 ~ JOINQ) 20UBMO[[Y WINTIIXBIN JO %00 sfunpn.y auunoy
(FFOMIIT 1Y) S0UBMO[]Y TITHIIXE JO %08 (20MIST UT) 2OUBMOJTY WINITXBIN JO %08 S3NALIS PAIDLOISY
. (3pomiou - . (omou
3O IMQ) SOUBMOTY WWEXSIA JO 9,09 30 Q) 0URMO[TY WNNELXEIA] JO %09 SLUPRUT 200dg
. (Spomion (proamon SAoy-X
- up) 85%:% TINIXEA JO %08 ) 853&%3552% %03 saoLag ipwns g
30AIST FroM)ou
JOIO) SOUEAOTTY WIIXEA JO %508 JO Q) 0URMO][Y TWIWIKEI JO %08 od %s%uwwﬂﬁwm |
(pomcu (poazou : © PAMuUARLF
a]) 85%35552% %001 U]) 30UeAO[y TIBEXBIAL JO 4001

HALLOHALH SEONVH) SNOLLOSTHINOD TIOHAVd ANV NOISHA NVId .
O XIGNHJdV/NOISTA NV'Id HLTVIH XINNOD Y0OO0)D

9T0Z ‘T TATNADIAA ANV ST0Z ‘1 YAINIDIA




9 ofeq

S10Z ‘01 Amr
0% 08 0$ Ue[q TOISIA
910Z/1/2Y  STOZ/I/TY .
ARROTH Jrytinieide STOZ/0¢/1T BN AR H TOIA
0% 03 0% 0dd
03 03 0% - ONH .
(307774 0 SY0Z/VFCY ,
. oAmgH ARG STOZ/OE/ET 1DUN AN e
%STE - %SL'T %STT Apme,] + 3aAojdurg
BELT - __%STT _ %SLT (zan)pm) + 30kojdmy
%00'E %08°C %00°T asnodg + cokojdimg
%0S'T %00 %061 ARIO 2koidmg
SNOT/LILT ST0Z/ITI . .
Coamopy Pyridentay msgs.n O AN 0odd
%STT _ BSL'T - %ST'Y Aprure,j + sokordury
%SL'1 %STT %SL'0 (@DPIY) + svkoidmry
~ %00T 9%08'1 %00 - asnodg + aakordury
%06 T . %001 %050 | ATaQ sakordurg
910Z/1/ T . STOTRX
QAT AR STOZ/0E/TT THun ATy ONH 8ejaeapy anjg

T (Re1-03J) Aiv[ JO SHUINE0M] © 5V — FUOPMQIING. 39Xopdug

. (3W0D) M3 IRy LHyuno)) Koo))

9T0Z T TAGNAIAA ANV ST0Z ‘T YIEANIDAA

é STONVHD SNOLLOSRIINOD TIOUAVd ANV NOISAd NVId
: D XIONAddV/NOISIA NV'1d HLTVEH XINNOD Y0O0D




. APPENDIX D
MEMORANDUM OF UNDERSTANDING RE: PARKING

The County will provide parking at no charge to the bargaining unit
member at the JTDC for the Teamsters represented External Operations staff
who are on duty and working a 6 a.m. to 2 p.m. or 2 p.m. to 10 p.m. shift.
Members of the Teamsters represented External Operations staff who park at the
JTDC can access the shuttle. The County will provide parking at no charge to the
bargaining unit member at Stroger Hospital for the Teamsters represented
External Operations staff who are on duty and working a 10 p.m. to 6 a.m. shift.
The County will offer dedicated spaces for Teamsters represented staff when it
builds the new parking at Stroger (approximately 40 slots per shift); however, the
new parking structure at Stroger is not likely to be delivered before 11/30/2017.
Cook County agrees to bargain any proposed change in parking privileges at
County owned parking facilities as required by the Hlinois Public Labor Relations
Act. :

- The Union agrees to withdraw all pending grievances and unfair labor
practice charges relating to parking, including but not imited to ILRB Charge No.
L-CA-013. Further the Union waives the right to file any grievances or unfair
labor practice charges relating to parking issues that arose prior to the date of
this Agreement. In exchange for the withdrawal of ILRB Charge No. L-CA-013,
the joint employer will provide a settlement amount of $20,000.00 to be
distributed among affected officers who paid out-of-packet for parking.

Authoﬁzed Agent, County of Cook

Date . 14-8-15
Name: éfll:an . Murs L !

Title: D reclor of Lv’a5’ Re ltions
Beckyé{zech;wséiy
Date : 9/ /,/ IS

President, Local 700




APPENDIX E
MEMORANDUM OF UNDERSTANDING RE: ME-TOO

For the period from the date of the execution of this tentative
agreement/memorandum of understanding, through November 30, 2017 only, if
Cook County enters into an agreement with any other union for a non-interest
arbitration eligible bargaining unit that contains across-the-board wage increases
greater than those set forth in the Parties’ tentative agreement regarding general
increases, or agrees to a lower rate of employee contribution to health insurance
{either in employee contribution to premium or through pian design changes that
are more favorable to employees) for a non-interest arbitration eligible bargaining
unit, then upon demand by the union, those wage increases or health insurance
changes will be applied to the members of this bargaining unit. For the Cook
County Department of Corrections, all benefits negotiated by any other union,
including an interest arbitration award, representing sworn officers in the Cook
County Sheriff's Office shall be applied to Teamsters Local 700 bargaining unit
members in the Cook County Sherriffs Office units it represents.

(%QU‘W>VM¢:§—OGM

Authorized Agent, Cour)ty of Cook

Date: G-g.5

Name:__C1i 110 D Mauslal

Title: Divecto- of Le-bor Jelabizns
J

gt

Date: _6/ / / =3

~ President, Local 700




