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PREAMBLE

This Agreement is entered into by Livingston County, lllinois, and the Sheriff of
Livingston County, lllinois, hereinafter referred to as "Employer", and the Fraternal Order
of Police, Livingston County Sheriff's Correctional Officers, Court Security Officers,
Secretaries and Officer Manager, Lodge No. 186, and the lllinois F.O.P. Labor Council,
hereinafter referred to as the "Lodge".

The purpose of this Agreement is to provide an orderly collective bargaining
relationship between the Employer and the Lodge representing the employees in the
bargaining unit, and to make clear the basic terms upon which such relationship depends.
It is the intent of both the Employer and the Lodge to work together to provide and maintain
satisfactory terms and conditions of employment, and to prevent as well as to adjust
misunderstandings and grievances relating to employees’ wages, hours and working
conditions.

In consideration of the mutual promises, covenants and agreements contained
herein, the parties hereto, by their duly authorized representatives and/or agents, do

mutually covenant and agree as follows:

ARTICLE 1 -- RECOGNITION

Section A. Unit Description

The Employer hereby recognizes the Lodge as the sole and exclusive collective
bargaining representative for the purpose of collective bargaining on any and all matters
relating to wages, hours, and all other terms and conditions of employment of all full-time
employees in the bargaining unit. The bargaining unit shall include: All sworn, full-time
correctional officers in the rank of sergeant and below, all sworn, full-time court security
officers, all full-time secretaries and any full-time office manager, but shall exclude the Jail
Administrator, Sheriff, all supervisory positions created above the rank of sergeant and all
other employees of Livingston County, lllinois, and the Livingston County Sheriff's Office.
The parties agree that the newly created position of Assistant Jail Administrator shall be

excluded from the bargaining unit but understand that a Unit Clarification must be filed with



and approved by the lllinois Labor Relations Board State Panel. The parties agree to
reasonably cooperate in the Unit Clarification process. A member or the members of the

bargaining unit are hereinafter referred to as "employee" or "employees".

Commencing with the pay period which began May 30, 2011, court security officers,
secretaries and the “LEADS” supervisor, also referred to herein as “eight (8) hour
employees”, continued to work eight (8) consecutive hours within a twenty-four (24) hour
period and correctional officers, also referred herein to as “twelve (12) hour employees,”

began working twelve (12) consecutive hours within a twenty-four (24) hour period.

Section B. Supervisors

Subject to Article 20, Section A, supervisors and other employees of the Livingston
County Sheriff's Office may continue to perform bargaining unit work which is incidental to
their jobs. They may also perform bargaining unit work in emergency situations and where
such work is necessary to train a bargaining unit employee. Such work by supervisors or
other employees of the Livingston County Sheriff's Office shall not cause any layoffs of the

bargaining unit employees.

Section C. Part-Time Employees

The Employer may continue to utilize part-time employees as relief employees or

in emergencies as necessary.

ARTICLE 2 -- NEW CLASSIFICATION AND VACANCIES

Section A. New Classifications

Where the Employer finds it necessary to create a new job classification, the work
of which falls within the scope of the bargaining unit, the Employer and Lodge agree to
jointly petition the State Labor Board to seek the necessary unit clarification.

If the inclusion of a new position classification is agreed to by the parties or found
appropriate by the Labor Board, the parties shall negotiate as to the proper pay grade for

the classification. If no agreement is reached within thirty (30) calendar days from the date

2



of inclusion, the Lodge may appeal the proposed pay grade to the second step of the
grievance procedure.

The second step grievance committee shall determine the reasonableness of the
proposed salary grade in relationship to:

(1)  The job content and responsibilities attached thereto in comparison with the

job content and responsibilities of other position classifications in the
Employer's work force;

(2) Like positions with similar job content and responsibilities within the labor

market generally;

(3)  Significant differences in working conditions to comparable position

classifications.

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

If the decision of the second step grievance committee is to increase the pay grade
of the position classification, such rate change shall be applied retroactive to the date of
its installation.

Upon installation of the new position classification, the filling of such position
classification shall be in accordance with the posting and bidding procedures of this

Agreement.

Section B. Vacancies

Vacancies shall be created and filled in accordance with past practice using
established procedures. The Sheriff shall fill vacancies for new positions or promotions by
selecting the most qualified person.

Section C. Promotions

(1)  To be eligible to take the promotion examination for rank, employees must
meet the following requirements:
(a)  Correctional Officer Sergeant or Court Security Officer Sergeant -

(i) Be a correctional or a court security officer with the Livingston
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(b)

County Sheriff's Department; and

(i) Have at least three (3) years experience as a correctional
officer or court security officer with the Livingston County Sheriff’s
Department.

No employee will be allowed to take the examination who is on any

unpaid leave of absence from the department.

The testing procedure will consist of a written examination and a

departmental evaluation, with the evaluation completed before the written

test is administered.

(@)

(c)

The written test will be obtained from a professional testing
organization with the test being as specific as possible for the type
and size of agency and facility such as the Livingston County Sheriff's
Department and Livingston County Jail or Livingston County Law and
Justice Center. Those taking the test will be ranked in descending
order with the highest score ranked first.

The departmental evaluation shall be made by the candidate’s
immediate supervisor covering the year preceding the date of testing
and shall include relevant information concerning the applicant’s
demonstrated skills including job knowledge, demeanor, and potential
for supervisory responsibility.

The department evaluation form will be one approved by the Sheriff
and Lodge #186.

In the event a candidate has more than one supervisor, the supervisor
with the greatest amount of contact will be considered the immediate
supervisor. However, in every case, the immediate supervisory
contact must exceed thirty three percent (33%).

In the event of multiple supervisors, the candidate will select an
evaluation from the other supervisors. The Sheriff and Lodge #186

representative will select the third evaluation.



(4)

(f)

(9)

(h)

(1)

The candidate shall be allowed to review his evaluation. Where a
disagreement exists, the candidate may enter a written explanation.
The candidate and Sheriff will be allowed to select another
supervisor’'s evaluation in accordance with subparagraph (e).

Upon completion of both departmental evaluation and written test, a
composite score shall be computed for all eligible applicants. The
written test score(s) shall form seventy five percent (75%) of the total
score. Twenty percent (20%) shall be based upon the departmental
evaluation.

After the candidate’s scores are completed in accordance with
subparagraph (g), seniority points will be added according to the
following formula: .25 percent per year of service. The total points
allowed for seniority may not exceed a total of five (5) percent.
After completion of subparagraphs (g) and (h), a final list ranking all
candidates with the highest composite score ranked first, shall be
made and posted.

The promotional list will be valid for a period of two (2) years from the
date of its issuance or when all names have been exhausted,
whichever comes first.

In the event that the list expires according to the definition of
subparagraph (j), another promotional examination will be scheduled

without reasonable delay.

Candidates will be selected for promotion from the top three (3) positions on

the list. Placement will be decided by the numerical score of their composite

ranking (written test, department evaluation and seniority).

When a vacancy occurs within any rank, it will be filled as department needs

dictate. If there is a vacancy in the position of court security sergeant, it may

be filled on a temporary basis by reassigning a correctional officer sergeant

to the position for a period of time not to exceed six (6) months from the date

the vacancy occurs.



(5)  Any employee promoted according to the provisions of this Article will be on
probation for a period of six (6) months within the new rank. Removal from
the position will be only for just cause relating to the ability to supervise and
not be punitive in nature.

(6) Any employee promoted according to the provisions of this Article will be
required to successfully complete an approved management or supervisory
course of instruction within a reasonable time period.

(7)  Any disputes that arise in the application of this Article are subject to the
Article dealing with grievance and arbitration.

(8) This promotion procedure shall be effective for promotions made after
December 1, 2011.

ARTICLE 3 -- NONDISCRIMINATION
Section A. Equal Employment Opportunity

The Employer will continue to provide equal employment opportunity for all

employees, and develop and apply equal employment practices.

Section B. Prohibition Against Discrimination

Both the Employer and the Lodge agree not to illegally discriminate against any
employee on the basis of race, sex, creed, religion, color, marital or parental status, age,
national origin, political affiliation and/or beliefs, mental or physical handicap or sexual

orientation.

Section C. Lodge Membership or Activity

Neither the Employer nor the Lodge shall interfere with the right of employees
covered by this Agreement to become or not become members of the Lodge, and there
shall be no discrimination against any such employees because of lawful Lodge

membership or nonmembership activity or status.



Section D. Use of Masculine Pronoun

The use of the masculine pronoun in this or any other document is understood to

be for clerical convenience only, and it is further understood that the masculine pronoun

includes the feminine pronoun as well.

ARTICLE 4 -- MANAGEMENT RIGHTS

The Employer possesses the sole right to operate the Sheriff's Office of the County

and all management rights reposed in it. Nothing herein shall affect the internal control

authority of the Sheriff. Except as specifically amended, changed or modified by the

Agreement, these rights include, but are not limited to, the following:

(1)
(2)
)

(4)

To direct all operations of the County;

To establish reasonable work rules and schedules of work;

To hire, promote, transfer, schedule and assign employees in positions and
to create, combine, modify and eliminate positions within the County;

To suspend, discharge and take other disciplinary action against employees
under the established work rules and regulations of the Sheriff's Department
and the provisions of this Agreement;

To lay off employees;

To maintain efficiency of County operations;

To introduce new or improved methods or facilities;

To change existing methods or facilities;

To determine the kinds and amounts of services to be performed as pertains
to County operations; and the number and kind of classifications to perform
such services;

To contract out for goods or services other than correctional, secretarial or
court security services or as provided in this Agreement;

To determine the methods, means and personnel by which County

operations are to be conducted:



(12)

(c)

(9)

(h)

To determine proper uniform and attire for all sworn personnel, to
change, alter or amend this clothing and equipment as needed, and
to set the dates of conversion from season to season;

To determine the shift or duty assignments, the number of personnel
per shift or duty assignments, and not to change or alter these without
at least five (5) days’ notice except in emergencies or by mutual
agreement. The next day after the notice shall constitute the first day
of the five (5) days' notice;

To require compliance with regular written department rules and
regulations, and to all general orders, special orders, official notices
or memorandum issued from the Sheriff of Livingston County on
department letterhead, memorandum, general or special order, or
otheridentifiable department documents, and the established County
personnel policy and procedure manual,

To require prior notification of any outside part-time employment and
to set reasonable restrictions thereon;

To establish required training sessions and qualifications for specific
duty assignments and to change or amend these requirements as
needed to meet departmental needs or requirements;

To determine the proper utilization of department equipment and
maintenance of equipment;

To retain the right to issue and/or assign any or all department
equipment and vehicles to employees or other individuals as
necessary and directed by the Sheriff; and,

To schedule overtime work as required in the manner most
advantageous to the department and in accordance with this

Agreement.

To take whatever action is necessary to carry out the functions of the County

in situations of emergency.



ARTICLE 5 -- SUBCONTRACTING

Section A. General Policy

It is the general policy of the Employer to continue to utilize employees to perform
work they are qualified to perform. However, the Employer reserves the right to contract
out any work it deems necessary in the interests of economy, improved work product, or

emergency.
ARTICLE 6 -- F.O.P. REPRESENTATIVES
For the purposes of administering and enforcing the provisions of this Agreement,

the Employer agrees as follows:

Section A. Grievance Processing

Reasonable time while on duty shall be permitted Lodge representatives for the
purpose of aiding or assisting or otherwise representing employees in the handling and
processing of grievances or exercising other rights set forth in this Agreement, and such

reasonable time shall be without loss of pay.

Section B. Lodge Negotiating Team

Employees designated as being on the negotiating team who are scheduled to work
on a day on which negotiations will occur, shall, for the purpose of attending scheduled
negotiations, be excused from their regular duties without loss of pay. This shall include
reasonable time before and after each session to confer with the Council representative
on the matters under negotiations. Employees serving as negotiators who are scheduled
to work the night before scheduled contract negotiations shall be granted reasonable time
off with pay at the discretion of the Sheriff, prior to the end of his shift. Such factors taken
into consideration in determining the amount of time off shall include the starting time of
negotiations and the duration of negotiations. If a designated negotiating employee is on
regular day-off status on the day of negotiations, he will not be compensated for attending

the session.



ARTICLE 7 -- DUES DEDUCTION AND FAIR SHARE

Section A. Dues Deduction

Upon receipt of a written and signed authorization form from an employee, the
Employer shall deduct the amount of Lodge dues and initiation fee, if any, set forth in such
form and any authorized increase thereof, and shall remit such deductions monthly to the
lllinois Fraternal Order of Police Labor Council at the address designated by the Lodge in
accordance with the laws of the State of lllinois. The Lodge shall advise the Employer of
any increase in dues, in writing, at least thirty (30) days prior to its effective date. A copy
of the Dues Deduction Authorization Form is attached hereto as Exhibit A and made a part

hereof by reference.

Section B. Dues

With respect to any employee on whose behalf the Employer receives written
authorization on a Dues Deduction Authorization Form, the Employer shall deduct from the
wages of the employee the dues and/or financial obligation uniformly required and shall
forward the full amount to the Lodge by the tenth (10th) day of the month following the
month in which the deductions are made. The amounts deducted shall be in accordance
with the schedule to be submitted to the Employer by the Lodge. Authorization for such
deduction shall be irrevocable unless revoked by written notice to the Employer and the
Lodge during the fifteen (15) day period prior to the expiration of this Agreement. The
Employer will not similarly deduct dues for any other organization as to employees covered

by this Agreement.

Section C. Fair Share

Any present employee who is not a member of the Lodge shall be required to pay
a fair share (not to exceed the amount of Lodge dues) of the cost of the collective
bargaining process, contract administration in pursuing matters affecting wages, hours, and
other conditions of employment, but not to exceed the amount of dues uniformly required
of members. All employees hired on or after the effective date of this Agreement and who

have not made application for membership shall, or after the thirtieth (30th) day of their
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hire, also be required to pay a fair share as defined above. All parties to this Agreement

agree to comply with and follow Paragraph 6(g) of the lllinois Public Labor Relations Act.

Except as set forth above, the Employer shall with respect to any employee on

whose behalf the Employer has not received a written authorization as provided for above,

deduct from the wages of the employee the fair share financial obligation, including any

retroactive amount due and owing, and shall forward said amount to the Lodge on the

tenth (10th) day of the month following the month in which the deduction is made, subject

only to the following:

(1)

(2)

The Lodge has certified to the Employer that the affected employee has
been delinquent in his obligations for at least thirty (30) days;

The Lodge has certified to the Employer that the affected employee has
been notified in writing of the obligation and the requirement for each
provision of this Article and the employee has been advised by the Lodge of
his obligations pursuant to this Article and of the manner in which the Lodge
has calculated the fair share fee;

The Lodge has certified to the Employer that the affected employee has
been given a reasonable opportunity to prepare and submit any objections
to the payment and has been afforded an opportunity to have the objections
adjudicated before an impartial arbitrator assigned by the employee and the
Lodge for the purpose of determining and resolving any objections the

employee may have to the fair share fee.

ARTICLE 8 -- INDEMNIFICATION

Section A. Employer Responsibility

The Employer shall be responsible for holding employees harmless from, and pay

for damages (except punitive damages) or monies which may be adjudged, assessed or

otherwise levied against any employee covered by this Agreement.
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Section B. Legal Representation

Employees shall have legal representation provided by the Employer in any civil
cause of action brought against an employee resulting from or arising out of the
performance of duties.

Section C. Cooperation

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

Section D. Applicability

The Employer will provide the protection set forth in Section A and Section B above
in any civil action arising from the performance of his duties or assignments, so long as the
employee is acting within the scope of his employment and where the employee
cooperates, as defined in Section C above, with the Employer in the defense of an action
or actions or claims. Intentional acts, willful acts of misconduct and gross reckless acts

involving gross negligence are not covered by this Agreement.

ARTICLE 9 -- NO STRIKE

Section A. No Strike Commitment

Neither the Lodge nor any employee will call, initiate, authorize, participate in,
sanction, encourage, or ratify any work stoppage or the concerted interference with the full,
faithful and proper performance of the duties of employment with the Employer during the
term of this Agreement. Neither the Lodge nor any employee shall refuse to cross any

picket line, by whomever established.

Section B. Resumption of Operations

In the event of action prohibited by Section A above, the Lodge immediately shall
disavow such action and request the employees to return to work, and shall use its best

efforts to achieve a prompt resumption of normal operations. The Lodge, including its
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officials and agents, shall not be liable for any damages, direct or indirect, upon complying

with the requirements of this Section.

Section C. Lodge Liability

Upon the failure of the Lodge to comply with the provisions of Section B above, any
agent or official of the Lodge who is an employee covered by this Agreement may be

subject to the provisions of Section D below.

Section D. Discipline of Strikers

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

action shall be subject to the grievance and arbitration procedure.

ARTICLE 10 -- RESOLUTION OF IMPASSE
In order to resolve impasses, the Employer and the Lodge agree to abide by the
provisions of Section 14 of the lllinois Public Labor Relations Act with the following
exceptions:
(1)  All arbitration hearings shall be conducted in Pontiac, Illinois, at a mutually
agreeable location.
(2)  The provisions of Section 14 (f) relating to the arbitrator's authority to remand

for further collective bargaining shall not apply.

ARTICLE 11 -- PERSONNEL FILES

Section A. Personnel Files

The Employer shall keep a central personnel file for each employee. The Employer
is free to keep working files, but material not maintained in the central personnel file may

not provide the basis for disciplinary or other action against an employee.
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Section B. Inspection

Upon the request of an employee, the Employer shall reasonably permit an

employee to inspect his personnel file subject to the following:

(1)
(2)

(3)

()

(6)

Such inspection shall occur immediately following receipt of the request.
Such inspection shall occur during daytime working hours Monday through
Friday upon reasonable request.

The employee shall not be permitted to remove any part of the personnel file
from the premises but may obtain copies of any information contained
therein upon payment of the cost of copying. The Employer will provide any
copies requested.

Upon written authorization by the requesting employee, in cases where such
employee has a written grievance pending, and is inspecting his file with
respect to such grievance, that employee may have a representative of the
Lodge present during such inspection and/or may designate in such written
authorization that said representative may inspect his personnel file subject
to the procedure contained in this Article. Any such inspection shall be done
with an Employer representative present.

If an employee disagrees with any information contained in the personnel
file, the employee may submit a written statement of his position which shall
become an integral part of that portion of the file over which disagreement
exists, until such portion is permanently removed from such file.

If the employee disagrees with any information contained in the personnel
record, a removal or correction of that information may be mutually agreed
upon by the Employer and the employee. If an agreement cannot be
reached, the employee may submit a written statement explaining the
employee's position. The Employer shall attach the employee's statement
to the disputed portion of the personnel record. The employee's statement
shall be included whenever that disputed portion of the personnel record is
released to a third party as long as the disputed record is a part of the file.

The inclusion of any written statement attached in the record without further
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comment or action by the Employer, shall not be construed as an indication
that Employer agrees with its content. If either the Employer or the
employee places in the personnel record information which is false, the
Employer or employee, whichever is appropriate, shall have remedy through
the grievance procedure to have that information expunged.

(7) Pre-employment information, such as reference reports, credit checks or
information provided to the Employer with a specific request that it remain
confidential, shall not be subject to inspection or copying.

(8)  Any written memorandums evidencing oral reprimands may be removed
from all files after one (1) year unless other disciplinary action involving the
same or similar behavior by the employee has been taken. Written
reprimands may be removed from all files after two (2) years unless other
disciplinary action involving the same or similar behavior by the employee
has been taken. It shall be the responsibility of the employee to make a
request that any oral and/or written reprimands be removed from his files.
Any reprimand material not removed by a request from an employee may be
used in any manner or in any form adverse to the employee's interest. An
employee shall not be able to request that any reprimand material in his files
be removed because of the passage of time set forth above if there is a
pending disciplinary action or grievance involving the same or similar
behavior against the employee. After the disciplinary action or the grievance
procedure has been completed, the employee may request that any
reprimand material be removed from his files because of the passage of

time.

Section C. Notification

Employees shall be given reasonable notice by Employer when formal, written
disciplinary documentation is placed in their personnel file.
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Section D. Limitation on Use of File Material

It is agreed that any material and/or matter not available for inspection, such as
provided in Section A above, shall not be used in any manner or any forum adverse to the
employee's interests.

Section E. Use of File Material

Any information of an adverse employment nature which may be contained in any
unfounded, exonerated or otherwise unsustained file, shall not be used against the

employee in any future proceedings.

ARTICLE 12 -- DISCIPLINE AND DISCHARGE

Section A. Discipline and Discharge

The parties recognize the principles of progressive and corrective discipline.
Disciplinary action or measures shall include only the following:
oral reprimand
written reprimand
demotion
suspension with or without pay (notice to be given in writing)
discharge
The authority of the Sheriff to suspend shall be limited to an aggregate of not more than
thirty (30) days in any twelve (12) month period.

Disciplinary action may be imposed against an employee only for failing to fulfill his
responsibilities as an employee and for just cause. Any disciplinary action or measure
imposed against an employee may be processed as a grievance through the regular
grievance procedure.

If the Employer has reason to reprimand an employee, it shall be done in a manner
that will not embarrass the employee before other employees or the public.
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Section B. Predisciplinary Meeting

For discipline other than oral and written reprimands, prior to notifying the employee
of the contemplated discipline to be imposed, the Employer shall notify the local Lodge of
the meeting and then shall meet with the employee involved and inform the employee of
the reason for such contemplated discipline, including any names of withesses and copies
of pertinent documents. The employee shall be informed of his contract rights to Lodge
representation and shall be entitled to such, if so requested by the employee, and the
employee and Lodge Representative shall be given the opportunity to rebut or clarify the
reasons for such discipline and further provided that a Lodge Representative shall be
available within twenty four (24) hours of notification. If the employee does not request
Lodge representation, a Lodge Representative shall nevertheless be entitled to be present
as a nonactive participant at any and all such meetings.

Section C. Investigatory Interviews

Where the Employer desires to conduct an investigatory interview of an employee
where the results of the interview might result in discipline, the Employer agrees to first
inform the employee that the employee has a right to Lodge representation at such
interview. Ifthe employee desires such Lodge representation, no interview shall take place
without the presence of a Lodge representative. The role of the Lodge representative is
limited to assisting the employee, clarifying the facts and suggesting other employees who

may have knowledge of the facts.

Section D. Definition of Union Agent or Representative

The provisions of 735 ILCS 5/8-803.5 shall apply to professional agents or
representatives employed by the lllinois Fraternal Order of Police Labor Council and not
to individual union members belonging to the local bargaining unit, Lodge No. 186 for the
Sheriff’'s Correctional Officers, Court Security Officers, Secretaries and Office Manager of
Livingston County, lllinois.
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ARTICLE 13 -- DISPUTE RESOLUTION AND GRIEVANCE PROCEDURE

Section A. Definition of a Grievance

A grievance is defined as any unresolved difference between the Employer and the
Lodge or any employee regarding the application, meaning or interpretation of this
Agreement. This grievance procedure is subject to and shall not conflict with any

provisions of the lllinois Public Labor Relations Act.

Section B. Dispute Resolution

In the interest of resolving disputes at the earliest possible time, it is agreed that an
attempt to resolve a dispute shall be made between the employee and his immediate
supervisor.

The employee shall make his complaint to his immediate supervisor. The
supervisor will notify the employee of the decision within two (2) business days following
the day when the complaint was made. Settlements or withdrawals at this step shall not
constitute a precedent in the handling of other grievances. In the event of a complaint, the

employee shall first complete his assigned work task, and complain later.

Section C. Representation

Grievances may be processed by the Lodge on behalf of an employee or on behalf
of a group of employees. The Employer may file contract grievances directly at Step 3,
Section H of this Article. Either party may have the grievant or one grievant representing
group grievants present at any step of the grievance procedure, and the employee is
entitled to Lodge representation at each and every step of the grievance procedure upon
his request.

Grievances may be filed on behalf of two or more employees only if the same facts,

issues and requested remedy apply to all employees in the group.

Section D. Subject Matter

Only one subject matter shall be covered in any one grievance. A grievance shall

contain a statement of the grievant's position, the Article and Section of the Agreement
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allegedly violated, the date of the alleged violation, the relief sought, the signature of the

grieving employee or employees and the date.

Section E. Time Limitations

Grievances may be withdrawn at any step of the grievance procedure without
precedent. Grievances not appealed within the designated time limits will be treated as
withdrawn grievances.

The Employer's failure to respond within the time limits shall not find in favor of the
grievant, but shall automatically advance the grievance to the next step, except Step 2.

time limits may be extended by mutual agreement.

Section F. Grievance Processing

No employee or Lodge Representative shall leave his work assignment to
investigate, file or process grievances without first making mutual arrangements with his
supervisor, and such mutual arrangements shall not be denied unreasonably. In the event
of a grievance, the employee shall always perform his assigned work task and grieve his
complaint later, unless the employee reasonably believes that the assignment endangers

his safety.

Section G. Grievance Meetings

A maximum of two (2) employees (the grievant and/or Lodge Representative) per
work shift shall be excused from work with pay to participate in a Step 1 or Step 2
grievance meeting. The employee or employees shall only be excused for the amount of
time reasonably required to present the grievance. The employee or employees shall not
be paid for any time during which a grievance meeting occurs outside of the employee's
work shift. In the event of a grievance, the employee shall first perform his assigned work

task and file his grievance later.

Section H. Steps in Procedure

Disputes arising under this Agreement shall be resolved as follows:
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Step 2.

If no agreement is reached between the employee and the supervisor, as
provided for in Section B. Dispute Resolution, the Lodge shall prepare a
written grievance and present it to the Sheriff no later than ten (10) business
days after the employee was notified of the decision by the supervisor. A
copy of the Grievance Form to be utilized is attached hereto as Exhibit B and
made a part hereof by reference. Within five (5) business days after the
grievance has been submitted to the Sheriff, the Sheriff shall meet with the
grievant and the Lodge Representative to discuss the grievance and make
a good faith attempt to resolve the grievance. The Sheriff shall respond in
writing to the grievant and the Lodge Representative within five (5) days
following the meeting.

If the grievance is not settled at Step 1, the grievance may be referred to in
writing, within five (5) business days after the decision of the Sheriff, to a
Committee consisting of the Sheriff and five (5) members of the County
Board appointed by the Chairman of the County Board. Within twenty (20)
business days after the grievance has been filed with the Committee the
Committee shall meet with the Lodge and the grievant to discuss the
grievance and make a good faith effort to resolve the grievance. The
Committee shall respond in writing to the grievant and the Lodge within five
(5) business days following the meeting.

If the dispute is not settled at Step 2, the matter may be submitted to
arbitration within ten (10) business days after the Board's written decision or
the expiration of the five (5) day period if the Board fails to render a written
decision. Within ten (10) business days after the matter has been submitted
to arbitration, a representative of the Employer and the Lodge shall meet to
select an arbitrator from a list of mutually agreed to arbitrators. If the parties
are unable to agree on an arbitrator within ten (10) business days after such
meeting, the parties shall request the American Arbitration Association to
submit a list of seven (7) arbitrators. Either party shall have the right to reject

an entire list of arbitrators. The arbitrator shall be selected from the list of
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seven (7) by alternate strikes by the Employer representative and the Lodge.
The Employer and the Lodge shall take turns as to the first strike. The
person whose name remains on the list shall be the arbitrator, provided that
either party before striking any names shall have the right to reject one (1)
of the arbitrators on the list. The arbitrator shall be notified of his selection
by a joint letter from the Employer and the Lodge. Such letter shall request
the arbitrator to set a time and a place for the hearing subject to the
availability of the Employer and Lodge representatives and shall be notified
of the issue where mutually agreed by the parties. All hearings shall be held
in the City of Pontiac, lllinois, unless otherwise agreed to.

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

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

Questions of arbitrability shall be decided by the arbitrator. The arbitrator shall
make a preliminary determination of the question of arbitrability. Once a determination is
made that the matter is arbitrable or if such preliminary determination cannot be
reasonably made, the arbitrator shall then proceed to determine the merits of the dispute.

The expenses and fees of arbitration and the cost of the hearing room shall be
shared equally between the parties. Costs of arbitration shall include the arbitrator's fees,
room cost and transcription costs. Nothing in this Article shall preclude the parties from
agreeing to use the expedited arbitration procedures of the American Arbitration
Association. The decision and award of the arbitrator shall be made within forty five (45)
days following the hearings and shall be final and binding on the Employer, the Lodge and
the employee or employees involved. The arbitrator shall have no power to amend,

modify, nullify, ignore, add to or subtract from the provisions of the Agreement.
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ARTICLE 14 -- SENIORITY

Section A. Definition of Seniority

As used herein, the term "seniority" shall refer to and be defined as the continuous
length of service oremploymentin the respective classifications covered by this Agreement
from the date of last hire. In the event of a transfer from one classification to another, the
employee shall maintain seniority with the Employer for time generated benefits only such
as vacation or sick leave time with no seniority starting in the new classification for other

things such as wages.

Section B. Probation Period

An employee is a "probationary employee" for his first twelve (12) months of
employment if not required to participate in a FTO program. If the employee participates
ina FTO program, the employee shall be a “probationary employee” for the first twelve (12)
months after completing the program. No matter concerning the discipline, layoff or
termination of a probationary employee shall be subject to the grievance and arbitration
procedures. A probationary employee shall have no seniority, except as otherwise
provided in this Agreement, until he has completed his probationary period. Upon the

completion of his probationary period, he will acquire seniority from his date of hire.

Section C. Seniority List

The Employer and Lodge have agreed upon the initial seniority list setting forth the
present seniority dates for all employees covered by this Agreement and shall become
effective on or after the date of execution of this Agreement. Such lists shall finally resolve
all questions of seniority affecting employees covered under this Agreement or employed
at the time the Agreement becomes effective. Disputes as to seniority listing shall be
resolved through the grievance procedure. The initial agreed list is attached hereto as
Exhibit C and made a part hereof by reference.

Section D. Termination of Seniority

An employee shall be terminated by the Employer and his seniority broken when he:
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(6)

quits; or

is discharged for just cause; or

is laid off pursuant to the provisions of this Agreement for a period of twelve
(12) months; or

accepts gainful employment while on an approved leave of absence from the
Employer; or

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

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

a period of three (3) consecutive days.

Section E. Seniority While on Leave

Employees will not continue to accrue seniority credit for any time spent on

authorized unpaid leave of absence.

Section F. Conflicts in Vacation or Personal Days

(1)

Employees shall select the periods of their annual vacation on the basis of
seniority. Vacation schedules may be adjusted to accommodate seasonal
operations, significant revision in organization, work assignments or the
number of personnel in the particular ranks, provided however, that no more
than one employee may take vacation at the same time and no employee
shall receive priority for more than two weeks vacation per year.

Conflicts in scheduling the selection of a personal day shall be resolved in

favor of the most senior employee.

Section G. Seniority, Position and Gender Shift Bidding

(1)

The Employer shall continue to use a shift-bidding procedure adopted
pursuant to a Temporary Agreement dated May 12, 2011, based upon
seniority or time in rank and gender to determine which correctional officers

including sergeants will work the shifts determined by Employer and shall
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(4)

change the shift every two (2), twenty-eight-day (28) schedule periods. A
sign-up list will be posted for seven (7) consecutive days prior to the end of
a two (2) month period and each correctional officer including correctional
officer sergeants may sign up for the shift of his or her preference prior to
the beginning of the next two (2), twenty-eight-day (28) schedule periods and
shall receive their shift assignment based on seniority or time in rank and
gender. Any correctional officer eligible for shift bidding who does not sign
up on a timely basis or who fails to sign up shall be assigned to any shift and
days off determined by the Sheriff or his designee for the following two (2),
twenty-eight-day (28) schedule periods. Shift bidding shall not apply to eight
(8) hour employees or to any other special assignment positions designated
by the Sheriff which are positions that require special expertise except for the
“‘LEADS” Supervisor if that person is a twelve (12) hour employee. A
correctional officer or court security officer shall have the option of refusing
any special assignment position. A correctional officer shall be able to
change the shift they have bid if they have obtained the consent of another
correctional officer who would like to switch shifts and if Employer has also
consented to the change.

Sergeants will be subject to the same shift bidding procedure set forth above.
Correctional officers with less than one (1) year of employment will not be
eligible to participate in shift bidding. The Sheriff or his designee, at his
discretion, shall determine the shift and days off for each of these employees
and the Sheriff or his designee, at his discretion, can change the shift of
these employees at any time during the year.

In an emergency, the Sheriff or his designee shall have the authority to
change the shift of any correctional officer or court security officer
immediately. lliness or injury affecting a correctional officer or court security
officer for seven (7) or less continuous days shall not be deemed an

emergency. An emergency shall be defined as unforeseen or unanticipated
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circumstances not initiated or caused by the Sheriff or his designee which
create immediate personnel needs on a particular shift or shifts.

(5) In the event a correctional officer requests a shift change because of
personal reasons and the Sheriff determines that the shift change is
appropriate, then Article 4(11)(b) shall not apply and the Sheriff shall be able
to make this shift change immediately for a period of time not to exceed thirty
(30) days. The Sheriff shall be able to extend this shift change for an
additional period of time not to exceed fifteen (15) additional days provided
that the Sheriff schedules and holds a labor management conference prior

to the expiration of the initial thirty (30) day period.

Section H. Court Security/Corrections Seniority

Court security officers shall be placed on the correctional officers seniority list based
on their years of service with Livingston County Sheriff’s Office. Correctional officers shall
be allowed to work overtime opportunities created by openings in the court security
positions and court security may work openings in Corrections that they are able to work.

During their regular shift, court security officers may be temporarily assigned to the
Livingston County Public Safety Complex to do work they are qualified to perform. During
their regular shift, correctional officers may be temporarily assigned to the former Livinston
County Courthouse or the Livingston County Law and Justice Center to do work they are
qualified to perform.

The current court security officers working in that capacity on December 1, 2004,
may not be bumped from their court security jobs, nor may court security officers be
allowed to bump correctional officers working in that capacity on December 1, 2004, by
seniority.

Correctional officers may apply for openings in court security by submitting a resume
to the Sheriff. Any correctional officer transferred to court security shall maintain their pay
and seniority for time generated benefits.

All seniority for bumping within each classification shall be based on time within

classification.
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ARTICLE 15 -- LAYOFF
Section A. Layoff

In the event the Employer determines a layoff is necessary, employees shall be laid
off in the inverse order of their seniority unless compliance with state or federal law
requires otherwise. The Employer agrees to inform the Lodge in writing not less than thirty
(30) days prior to such layoffs and to provide the Lodge with the names of all employees
to be laid off in such notice.

Section B. Layoff Order

(1)  Probationary employees, temporary and part-time employees shall be laid

off first, then full-time employees shall be laid off in inverse order of their
seniority. Individual employees shall receive notice in writing of the layoff not
less than thirty (30) days prior to the effective date of such layoff.

(2) In the event that it is necessary to lay off a ranking employee either through
abolition of the employee's position, department reorganization or otherwise,
that ranking employee may elect to return either to a lesser rank by bumping
an employee with less seniority in the lower position. In such case, the
ranking employee shall be paid at the lower rate of pay for the position he

assumes.

Section C. Recall

Employees shall retain recall rights for twenty-four (24) months. Employees shall
be recalled from layoff within each particular job classification according to their seniority.
No new employees shall be hired until all employees on layoff in that particular job
classification desiring to return to work shall have been given the opportunity to return to
work.

In the event of recall, eligible employees shall receive notice of recall either by
actual notice or by certified mail, return receipt requested. It is the responsibility of all
employees eligible for recall to notify the Sheriff of their current address. Upon receipt of

the notice of recall, employees shall have five (5) working days to notify the Sheriff of their
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acceptance of the recall. The employee shall have five (5) business days thereafter to

report to duty.

ARTICLE 16 -- HOLIDAYS
Section A. Paid Holidays
Except in cases of emergency, all employees shall have the following days off at full

pay:
New Year's Day Labor Day
Easter Sunday Thanksgiving Day
Memorial Day Christmas Day

Independence Day
Good Friday shall be considered an additional day off at full pay if the County Board of
Livingston County, lllinois, shall schedule it as a holiday and close the Livingston County
Courthouse. If the County Board does not schedule Good Friday as a holiday then the
employees shall not have the day off at full pay.

Section B. Working on Holidays

Eight (8) hour employees scheduled to work on a paid holiday shall be paid straight
time for actual hours worked, plus an additional eight (8) hours pay or eight (8) hours
compensatory time off, at the election of the officer. Such employees scheduled to have
a day off on a paid or other holiday shall receive eight (8) hours compensatory time off.

Twelve (12) hour employees scheduled to work on a paid holiday shall be paid
straight time for actual hours worked, plus an additional twelve (12) hours pay or twelve
(12) hours compensatory time off, at the election of the officer. Such employees
scheduled to have a day off on a paid or other holiday shall receive twelve (12) hours

compensatory time off.

Section C. Other Holidays

The County Board, annually, will schedule other holidays by resolution. Employees

scheduled to work any of those other holidays will receive eight (8) hours or twelve (12)
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hours compensatory time off, depending on the number of hours per day employees are

scheduled to work.

Section D. Accumulation

As of May 30, 2011, the conversion date from the eight (8) consecutive hours of
work within a twenty-four (24) hour period to the twelve (12) consecutive hours of work
within a twenty-four (24) hour period, for certain employees, but not for others, the
accumulated holiday time for each employee will be converted into hours at the rate of
eight (8) hours for each day of holiday time. No more than one hundred twenty (120) hours
of holiday time may be accumulated and carried over from one year to the next by an
employee. All accumulated holiday time in excess of one hundred twenty (120) hours of
holiday time per employee in existence as of November 30, 2011, shall be paid to the
employee in a single, lump sum payment combined with other accumulations set forth in
this Agreement with the second paycheck in December, 2011, at the employee’s rate of
pay in effect as of November 30, 2011, with the usual and customary deductions taken for
withholding, FICA, Medicare, IMRF and the like. All holiday time in excess of the holiday
cap shall be purchased at the rate it was earned ( i.e. eight (8) or twelve (12) hours.) All
holiday time taken off shall be based on the employee’s working day. Employer shall
provide each employee with an analysis and explanation of the payment being made for
purposes of verification. Each fiscal year thereafter, any accumulated holiday time in
excess of one hundred twenty (120) hours of holiday time per employee shall be paid to
each employee in a single, lump sum payment combined with other accumulation set forth
in this Agreement with the second paycheck in December at the employee’s rate of pay in
effect the previous November 30™ with the usual and customary deductions taken for
withholding, FICA, Medicare, IMRF and the like. Employer shall provide each employee

with an analysis and explanation of the payment being made for purposes of verification.
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ARTICLE 17 -- VACATIONS
Section A. Vacation Leave

All full-time employees shall earn vacation time. Employees on leave of absence
or layoff shall not accrue vacation time. Eligible employees shall earn vacation time in
accordance with the following schedule which shall become effective for each individual

employee for his or her next date-of-employment anniversary after the date of this

Agreement:
Eight Hour Twelve Hour
Employees Employees
(@)  0-7 years service------------- 96 hours 144 hours
(b)  8-15 years service----------- 144 hours 216 hours
(c)  After 15 years service------- 192 hours 288 hours

Employees may not utilize vacation time not yet earned. During the first six (6)
months of employment, an employee may not take his or her vacation time. However, the
vacation earned in the first six months of employment may be taken during the second six
(6) months of an employee's first year of employment. On the employee’s first year
anniversary they will have accrued an additional forty-eight (48) hours of vacation time for
eight (8) hour employees and seventy-two (72) hours of vacation time for twelve (12) hour
employees. Vacation time shall be computed from the anniversary day of each employee
and except for secretaries shall not be requested, approved or taken for periods of less
than four (4) hours for eight (8) hour employees or six (6) hours for twelve (12) hour
employees. Secretaries shall be able to request, have approved and take vacation time

in one (1) hour increments.

Section B. Vacation Pay

All vacation time will be paid for at the regular hourly rate and on the basis of eight
(8) hours per day or twelve (12) hours per day, depending on the number of hours

employees are scheduled to work.
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Section C. Vacation Requests

Except for an occasional period of not less than one (1) hour for secretaries, four
(4) hours for eight (8) hour employees or six (6) hours for twelve (12) hour employees
which is taken as vacation time, all employees must submit, in writing, to the Sheriff, a
schedule of desired vacation prior to March 1% of each year. The vacation schedule shall
apply to the period of time beginning on March 1% of the current year through February 28"
or 29" of the subsequent year. Conflicts in scheduling will be resolved in favor of the most
senior employee. At least one (1) day's notice shall be given for a period of not less than
one (1) hour, four (4) hours, or six (6) hours time as set forth above. The Sheriff shall have
the right to alter any schedule if he deems it to be in the best interest of the Department
to do so. No employee shall be entitled to priority in selecting his vacation for more than
eighty (80) hours for an eight (8) hour employee or eighty-four (84) hours for a twelve (12)

hour employee in each fiscal year from March Ist through February 28" or 29™.

Section D. Accumulation

As of May 30, 2011, the conversion date from the eight (8) consecutive hours of
work within a twenty-four (24) hour period to the twelve (12) consecutive hours of work
within a twenty-four (24) hour period for certain employees but not for others, no employee
may accumulate more than the equivalent of one (1) year of vacation time based on his
or her years of service as set forth in Section A. above to be carried over from one year to
the next. By way of example, an eight (8) hour employee with seven (7) years of service
could carry over up to ninety-six (96) hours of vacation time, while an eight (8) hour
employee with eight (8) years of service could carry over up to one hundred forty-four (144)
hours of vacation time. There will be no accumulation of vacation time and no
compensation for unused vacation time beyond the equivalent of one (1) year of vacation
time. The only time accumulated vacation time in excess of the equivalent of one (1) year
of vacation time could be carried over to the next year would be if vacation time was timely
requested by the employee and denied by the Employer. In situations where there was a
proper excess accumulation of more than one (1) year of vacation time, each fiscal year

hereafter, any accumulated vacation time in excess of one (1) year shall be paid to each
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employee in a single, lump sum payment combined with other accumulations set forth in
this Agreement with the second paycheck in December at the employee’s rate of pay in
effect the previous November 30" with the usual and customary deductions taken for
withholding, FICA, Medicare, IMRF and the like. Employer shall provide each employee

with an analysis and explanation of the payment being made for purposes of verification.

ARTICLE 18 -- SICK LEAVE

Section A. Allowance

It is the policy of the Employer to provide protection for its employees against loss
of income because of illness. Employees are encouraged to save as much sick leave as
possible to meet serious illness situations. Sick leave is not intended for a one day
vacation nor to be used to extend vacation periods or holidays.

Any employee contracting or incurring any non-service connected sickness or
disability, which renders such employee unable to perform the duties of his employment,

shall receive sick leave with pay in accordance with this Agreement.

Section B. Accumulation

As of May 30, 2011, the conversion date from the eight (8) consecutive hours of
work within a twenty-four (24) hour period to the twelve (12) consecutive hours of work
within a twenty-four (24) hour period for certain employees but not others, the accumulated
sick leave time for each employee in existence prior to the May 30, 2011, will be converted
into hours at the rate of eight (8) hours for each day of sick leave time. After May 30, 2011,
sick leave time will be granted at the rate of eight (8) hours or twelve (12) hours per month
of service, depending on the number of hours per day employees are scheduled to work
and employees may accumulate sick leave time up to one thousand nine hundred twenty
(1,920) hours. Employees who work both eight (8) hour and twelve (12) hour shifts during
the same month shall have the number of hours of sick leave time that accrues pro-rated
based on the amount of time worked in each shift category. Sick leave time may not be

converted into vacation leave. If an employee's employment terminates, other than for
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disciplinary reasons, the employee shall be compensated for unused accumulated sick
leave time up to one thousand nine hundred twenty (1920) hours in accordance with the

following schedule:

(a)  0-7 years service None

(b)  8-15 years service------- 50% at his daily wage rate

(c)  After 15 years service--100% at his daily wage rate

Unused sick leave time in excess of one thousand nine hundred twenty (1,920)
hours shall not be compensated upon termination or retirement. Compensation, if any, for
unused, accumulated sick leave time for termination not related to retirement sha