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PREAMBLE

This Agreement is entered into by the County of Coles, a body politic, by its duly
constituted County Board and the Sheriff of Coles County, hereinafter referred to as the
“Employer”, and the Fraternal Order of Police, Coles County Peace Officers, Lodge No. 207,
and the Illinois F.O.P. Labor Council, hereinafter referred to as the “Labor Council”.

The purpose of this Agreement is to provide an orderly collective bargaining relationship
between the Employer and the Labor Council 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 Labor Council 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 mutual promises, covenants and Agreement contained herein, the
parties hereto, by their duly authorized representative and/or agents, do mutually covenant and
agree as follows:

ARTICLE 1 - RECOGNITION

Section 1.1. Unit Description

The Employer hereby recognizes the Labor Council as the sole and exclusive collective
bargaining representative for the purpose of collective bargaining on matters relating to wages,
hours, and other terms and conditions of employment of all full-time sworn officers in the
bargaining unit. The bargaining unit shall include: All sworn merited Deputy Sheriffs below the
rank of Captain, including Patrol, Corrections, Sergeant, Lieutenant, but excluding Chief Deputy,
Undersheriff, and Captain as Managerial; Sheriff, as statutory exclusion, and Administrative
Secretary as confidential.

Section 1.2. Excluded Supervisors

Excluded supervisors may continue to perform bargaining unit work which is incidental
to their jobs, as per current practice. 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
excluded supervisors shall not cause any layoffs of the bargaining unit employees or reduction in
working hours.

Section 1.3. Sheriff’s Auxiliary

The Employer may elect to form and utilize the services of the Coles County Sheriff's
Police Auxiliary to perform bargaining unit work in accordance with Illinois Statutes so long as
the use of auxiliary personnel does not cause any layoffs or reduction in regularly scheduled
work hours.

Section 1.4. Short-Term/Part-Time Emplovees

The Employer may continue to utilize the services of short-term and part-time employees
to perform bargaining unit work in accordance with past practice so long as the use of short-term

or part-time employees does not cause any layoff or reduction in regularly scheduled work
hours.



ARTICLE 2 - NEW CLASSIFICATIONS AND VACANCIES

Section 2.1. 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 Labor Council 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 or any mutually agreed upon extension, from the date its
inclusion was determined, either party may submit the matter for impasse resolution in
accordance with S ILCS 315/14.

The pay grade originally assigned by the Employer shall remain in effect pending the
decision. If the decision of the arbitrator 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 2.2. Vacancies

Vacancies shall be created and filled in accordance with past practice using the
established Sheriff’s Merit Commission procedures without waiver thereof. The Sheriff shall fill
vacancies for new positions or promotions by selecting the most qualified person from an
eligibility list created by the Sheriff’s Merit Commission in accordance with their past practice.
Any officer not selected shall be entitled to a meeting with the Sheriff or his designee for an
explanation of why he was not selected.

ARTICLE 3 - NON-DISCRIMINATION

Section 3.1. Equal Employment Opportunity

The Employer will continue to provide equal employment opportunity for all officers,
and develop and apply equal employment practices.

Section 3.2. Prohibition Against Discrimination

Both the Employer and the Labor Council 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.
Alleged claims of discrimination shall not be processed through the grievance procedure of this
Agreement, but rather shall be processed through the appropriate federal, state and/or local
agencies.

Section 3.3. Labor Council Membership or Activi

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



ARTICLE 4 - MANAGEMENT RIGHTS

The Employer possesses the sole right to operate the Sheriff’s Office of the County and
all management rights repose 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:

(a)
(b)
(c)

(d)

(e)
®
(8)
(h)
(i)

)
(k)

)

To direct all operations of the County;

To establish reasonable work rules and schedules of work;

To hire or promote from the Sheriff’s Merit Commission eligibility list, 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 non-probationary
employees for just cause under established work rules and regulations of the
Sheriff’s Office and the provisions of this Agreement (probationary employees
may be disciplined or terminated from employment by the Sheriff without cause);
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 deterniine 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;

To determine the methods, means and personnel by which County operations are
to be conducted;

To take whatever action is necessary to carry out the functions of the County in
situations of emergency.

It is understood and agreed that any of the rights, powers, or authority the County had
prior to the signing of this Agreement are retained by the County except those specifically
abridged, granted, or modified by this Agreement.

Ld



ARTICLE S - SUBCONTRACTING

Section 5.1. 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.

Section 5.2. Notice and Discussion

Absent an emergency situation, prior to the Employer changing its policy involving the
overall subcontracting of work in a bargaining unit area, when such change amounts to a
significant deviation from past practice resulting in loss of work of a significant number of
bargaining unit employees, the Employer shall notify the Labor Council and offer the Labor
Council an opportunity to discuss and participate in considerations over the desirability of such
subcontracting of work, including means by which to minimize the impact of such on employees.

ARTICLE 6 - F.O.P. REPRESENTATIVES

For the purposes of administering and enforcing the provisions of this Agreement, the
Employer agrees as follows:

Section 6.1. Grievance Processing

Labor Council representatives shall be provided thirty (30) minutes for the purpose of
preparing for a grievance hearing on behalf of an officer and shall be without loss of pay.

Section 6.2. F.O.P. Delegates

Any employee(s) chosen as delegate(s) to an F.O.P. State or National Conference will.
upon written application approved by the Labor Council and submitted to the Employer with at
least fourteen (14) days notice, be given a leave of absence without pay for the period of time
required to attend such convention or conference. This period of time shall not exceed one (1)
week. The employee may utilize existing vacation or compensatory time in lieu of such unpaid
leave, subject to scheduling requirements of the Sheriff’s Department. Such requests shall not be
unreasonably denied.

Section 6.3. Labor Council Negotiating Team

No more than two (2) members designated as being on the Labor Council 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
subject to operating needs of the Department. If a designated Labor Council negotiating team
member is in regular day-off status on the day of negotiations, he will not be compensated for
attending the session.

ARTICLE 7 - BILL OF RIGHTS

The Employer shall follow the procedures set forth in 50 ILCS 725 et seq., as may be
amended from time to time, where applicable. The law enforcement officer may be relieved of



duty pending formal hearing and shall receive all ordinary pay and benefits as he would have if
he were not charged. The officer shall have the right to be represented at such inquiries,
investigations or interrogations by a Labor Council representative.

Nothing in this section is intended or should be construed to waive employees’ right to
union representation during questioning that the employee reasonably believes may lead to
discipline. Bargaining unit employees shall have such rights as set forth in the United States
Supreme Court decision in NLRB v. Weingarten, 420 U.S. 251 (1975) and Central Management
Services and Corrections (Morgan) decision, 1 PERI par. 2020 (ISLRB, 1985.)

ARTICLE 8 - DUES DEDUCTION AND FAIR SHARE

Section 8.1. Dues Deduction

Upon receipt of a written and signed authorization form from an employee, the Employer
shall deduct the amount of Labor Council dues and initiation fee, if any, set forth in such form
and any authorized increases therein, and shall remit such deductions, along with a record of
those for whom deductions have been made (specifying either dues or fair share) and the names
of any members for whom deductions were not made and the reason they were not made,
monthly to the Illinois Fraternal Order of Police Labor Council at the address designated by the
Labor Council in accordance with the laws of the State of Illinois. The Labor Council shall
advise the Employer of any increase in dues, in writing, at least thirty (30) days prior to its
effective date.

Section 8.2. Dues

With respect to any officer on whose behalf the Employer receives written authorization
in a form agreed upon by the Labor Council and the Employer, the Employer shall deduct from
the wages of the officer the dues and/or financial obligation uniformly required and shall forward
the full amount to the Labor Council 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 Labor Council.

Section 8.3. Fair Share

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

The Employer shall, with respect to any officer in whose behalf the Employer has not
received a written authorization as provided for above, deduct from the wages of the officer the
fair share financial obligation, including any retroactive amount due and owing. and shall
forward said amount to the Labor Council on the tenth (10th) day of the month following the
month in which the deduction is made, subject only to the following:

(a) The Labor Council has certified to the Employer that the affected officer has been
delinquent in his obligation for at least thirty (30) days;
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(b) The Labor Council has certified to the Employer that the affected officer has been
notified in writing of the obligation and the requirement for each provision of this
Article and that the employee has been advised by the Labor Council of his
obligations pursuant to this Article and of the manner in which the Labor Council
has calculated the fair share fee;

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

Section 8.4. Union Indemnification

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

ARTICLE 9 - INDEMNIFICATION

The Employer agrees to indemnify the members of the bargaining unit in accordance
with the provisions 65 ILCS 5/1-4-6.

ARTICLE 10 - NO STRIKE

Section 10.1. No Strike Commitment

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

Section 10.2. Performance of Duty

[t is recognized that employees covered by this Agreement may be required in the line of
duty to perform duties growing out of or connected with labor disputes that may arise within the
County. The Labor Council agrees that no disciplinary action or other action will be taken by the
Labor Council against any employee or employees covered by this Agreement by reason of any
such action or conduct in the line of duty.

Section 10.3. Resumption of Operations

In the event of action prohibited by Section 10.1 above, the Labor Council immediately
shall disavow such action and request the officers to return to work, and shall use its best efforts
to achieve a prompt resumption of normal operations. The Labor Council, including its officials



and agents, shall not be liable for any damages, direct or indirect, upon complying with the
requirements of this Section.

Section 10.4. Labor Council Liability

Upon the failure of the Labor Council to comply with the provisions of Section 10.2
above, any agent or official of the Labor Council who is an officer covered by this Agreement
may be subject to the provisions of Section 10.5 below.

Section 10.5. Discipline of Strikers

Any officer who violates the provisions of Section 10.1 of this Article shall be subject to
immediate discipline, including discharge. Any action taken by the Employer against any officer
who participates in action prohibited by Section 10.1 above shall not be considered as a violation
of this Agreement and shall not be subject to the provisions of the grievance procedure, except
that the issue of whether an officer in fact participated in a prohibited action shall be subject to
the grievance and arbitration procedure or review by the Sheriff’s Merit Commission, as the case
may be.

Section 10.6. No Lockout
The Employer will engage in no lockout of employees during the term of this Agreement.

ARTICLE 11 - RESOLUTION OF IMPASSE

All impasses on economic matters shall be resolved according to the provisions of
Section 14 of the Illinois Public Labor Relations Act (Chapter 5, Illinois Compiled Statutes,
315/14), except that all arbitration hearings shall be conducted in Charleston, Illinois.

ARTICLE 12 - PERSONNEL FILES

Section 12.1. Personnel Files

The Employer shall keep a central personnel file for each employee within the bargaining
unit. Employer is free to keep working files and internal investigation files, but material not
maintained in the central personnel file may not provide the basis for disciplinary or other action
against an employee.

Records of disciplinary action taken against an employee shall be removed from all
personnel files according to the following schedule: oral reprimands - twelve (12) months;
written reprimands - eighteen (18) months. The foregoing is contingent upon an employee not
having any further sustained discipline of the same or similar nature within the time period
proscribed herein.

Section 12.2. Inspection

Upon request of an employee, the Employer shall reasonably permit an employee to
inspect his personnel file subject to the following:



(a) Such inspection shall occur within a reasonable time following receipt of the
request, and the Employer shall be entitled to have an observer present to observe
the inspection;

(b) Such inspection shall occur during daytime working hours Monday through
Friday upon reasonable request;

(c) The employee shall not be permitted to remove any part of the personnel file from
the premises but may obtain copies of any information contained therein upon
payment for the cost of copying;

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

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

Section 12.3. Notification and Reply

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

Section 12.4. Limitation on Use of File Material

It is agreed that any material and/or matter not available for inspection, such as provided
in Section 12.1 and 12.2 above. shall not be used in any manner or any forum adverse to the
officer’s interests.

Section 12.5. Employee Additions to Personnel File

An employee may submit without the necessity of supervisory approval. documents to
become a permanent part of the personnel file. Such documents shall include, but not be limited
to, certificates of special training, letters of commendation, documentation of accomplishment.
or other unsolicited material that would be favorable to the officers’ interests.

ARTICLE 13 - DISCIPLINE AND DISCHARGE

Section 13.1. 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 without pay (notice to be given in writing)
discharge

The Sheriff shall have the authority to issue any of the above disciplinary action without
regard to the Merit Commission. Seniority shall not accrue for suspensions.

Disciplinary action may be imposed upon an employee only for just cause. Oral
reprimands and written reprimands imposed upon an employee may be processed as a grievance
through Step 2 of the regular grievance procedure at the employee’s option; however, grievances
concerning oral or written reprimands shall not be subject to final and binding arbitration under
Step 3 of the grievance procedure. Demotions, suspensions, and discharges imposed upon an
employee shall be processed either through the regular Sheriff’s Merit Commission’s procedures
or through Article 14, Dispute Resolution and Grievance Procedure, at the employee’s option.

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.

Section 13.2. Limitation

The Employer’s agreement to use progressive and corrective disciplinary action does not
prohibit the Employer in any case from imposing discipline that is commensurate with the
severity of the offense. The Employer shall notify both the employee and Labor Council of
disciplinary action. Such notification shall be in writing and shall reflect the specific nature of
the offense.

The Employer shall not utilize a temporary or short-term transfer to Corrections as a
disciplinary measure.

Section 13.3. Pre-disciplinary 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 Labor Council 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 witnesses and copies of
pertinent documents. The employee shall be informed of his contract rights to Labor Council
representation and shall be entitled to such, if so requested by the employee. and the employee
and Labor Council Rep shall be given the opportunity to rebut or clarify the reasons for such
discipline and further provided that a Labor Council Rep shall be available within forty-eight
(48) hours of notification. If the employee does not request Labor Council representation, a
Labor Council Rep shall nevertheless be entitled to be present as a non-active participant at any
and all such meetings.

Section 13.4. Investigatory Interviews

When the Employer desires to conduct an investigatory interview of an employee in
which the results of the interview lead to discipline, the Employer agrees to first inform the
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employee that the employee has a right to Labor Council representation at such interview. If the
employee desires such Labor Council representation, no interview shall take place without the
presence of a Labor Council representative, provided a Labor Council Representative is available
to meet within forty-eight (48) hours of the notice to employee. The role of the Labor Council
representative is limited to assisting the employee, clarifying the facts and suggesting other
employees who may have knowledge of the facts.

ARTICLE 14 - DISPUTE RESOLUTION AND GRIEVANCE PROCEDURE

Section 14.1. Definition of a Grievance

A grievance is defined as any unresolved difference between the Employer and the Labor
Council 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 Illinois
Public Labor Relations Act. This grievance procedure shall be utilized by the employees, the
Labor Council or the Employer only for non-disciplinary grievances or grievances concerning
Demotions, suspensions without pay or discharges. Oral reprimands and written reprimands
imposed upon an employee may be processed as a grievance through Step 2 of this procedure at
the employee’s option; however, grievances concerning oral and written reprimands shall not be
subject to final and binding arbitration under Step 3 of this procedure.

Section 14.2. Dispute Resolution

In the interest of resolving disputes at the earliest possible time, it is agreed that an
attempt to resolve a dispute shall be made between the 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 working days following the day when the
complaint was made. Settlements or withdrawals at this step shall not constitute a precedent in
the handling of other grievances. In the event of a complaint, the employee shall first complete
his assigned work task, and complain later.

Section 14.3. Representation

Grievances may be processed by the Labor Council on behalf of an employee or on
behalf of a group of employees. The Employer may file contract grievances directly at Step 3,
Section 14.8 of this Article. Either pairty may have the grievant or one grievant representing
group grievants present at any step of the grievance procedure, and the employee is entitled to
Labor Council 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 14.4. 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 allegedly
violated, the date of the alleged violation, the relief sought. and the signature of the grieving
employee(s) and the date.

In the event the employee or Union claims continuing violations of the Agreement
subsequent to the filing of the grievance, additional grievances need not be separately filed;
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however the Union or the employee must amend the grievance in writing within ten working
days of the subsequent occurrence giving rise to the amendment in order for the occurrence to be
timely covered by the initial grievance.

Section 14.5. 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 3. Time
limits may be extended by mutual agreement.

Section 14.6. Grievance Processing

No employee or Labor Council 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 14.7. Grievance Meetings

A maximum of two (2) employees (the grievant and/or Labor Council Rep) per work
shift shall be excused from work with pay to participate in a Step 1 or Step 2 grievance meeting.
The employee(s) shall only be excused for the amount of time reasonably required to present the
grievance. The employee(s) shall not be paid for any time during which a grievance meeting
occurs outside of the employee’s work shift. In the event of a grievance, the employee shall first
perform his assigned work task and file his grievance later. Grievances shall not be investigated
during working hours.

Section 14.8. Steps in Procedure

Disputes arising under this Agreement shall be resolved as follows:

Step 1. If no agreement is reached between the employee and the supervisor, as provided
for in Section 14.2, Dispute Resolution, the Labor Council shall prepare a written
grievance on a form mutually agreed to, and present it to the Chief Deputy not
later than ten (10) working days after the employee was notified of the decision
by the supervisor. Within five (5) working days after the grievance has been
submitted, the Chief Deputy shall meet with the grievant and a Labor Council
representative to discuss the grievance and make a good faith attempt to resolve
the grievance. The Chief Deputy shall respond in writing to the grievant and a
Labor Council representative within five (5) working days following the meeting.

Step 2. [f the grievance is not settled at Step 1 the grievance may be referred in writing,
within five (5) working days after the decision of the Step 1 Committee is due, to
the Sheriff and the Chairman of the County Board. Within twenty (20) working
days after the grievance has been filed at Step 2, the Sheriff and Chairman shall
meet with the Labor Council and the grievant to discuss the grievance and make a
good faith effort to resolve the grievance. The Sheriff and Chairman shall
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respond in writing to the grievant and the Labor Council within five (5) working
days following the meeting.

Step 3. If the dispute is not settled at Step 2, the matter may be submitted to arbitration
within ten (10) working days after the Step 2 written decision or the expiration of
the five (5) day period if the Sheriff and Chairman fail to render a written
decision. Within ten (10) working days after the matter has been submitted to
arbitration a representative of the Employer and the Labor Council 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) working days after such meeting,
the parties shall request the American Arbitration Association or the Federal
Mediation and Conciliation Service 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 seven (7) by alternate strikes by the Employer
representative and the Labor Council. A coin flip shall be used to determine
which party shall strike first, with the winner of the flip striking first. 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 Labor Council. Such letter shall request the arbitrator to set
a time and a place for the hearing subject to the availability of the Employer and
Labor Council representatives and shall be notified of the issue where mutually
agreed by the parties. All hearings shall be held in the City of Charleston, Illinois
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 Labor Council 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.

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, including the cost of the hearing room, the
arbitrator's fees, and transcription costs shall be shared equally by the Employer and Labor
Council. Nothing in this Article shall preclude the Employer and Labor Council 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
hearing and shall be final and binding on the Employer, the Labor Council 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.

ARTICLE 15 - SENIORITY

Section 15.1. Definition of Seniority

As used herein, the term “seniority” shall refer to and be defined as the continuous length
of service or employment covered by this Agreement firom the date of last hire.
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Section 15.2. Probation Period

An employee is a “probationary employee” for his first twelve (12) months of
employment. 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.

An employee newly transferred from Corrections to Patrol shall be subject to a one year
continuous probationary service to determine the employee’s fitness for duty within the new
classification. The Sheriff shall have the sole right to determine the employee’s shift of work
and suitability for the new classification during this probationary period. In the event the
employee does not satisfactorily complete his or her probationary period, the employee shall be
returned to his or her previous classification at his or her previous salary without loss of
seniority.

An employee newly promoted to the rank of either Sergeant or Lieutenant shall be
subject to a one year continuous probationary service to determine the employee’s fitness for
duty within the new rank. The Sheriff shall have the sole right to determine the employee’s
suitability for the new rank during this probationary period. In the event the employee does not
satisfactorily complete his or her probationary period, the employee shall be returned to his or
her previous rank at his or her previous salary without loss of seniority.

Section 15.3. Seniority List

The Employer and Labor Council 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 of the Agreement becomes effective. Disputes as to seniority listing shall be resolved
through the grievance procedure. The initial agreed list is attached hereto as Appendix A and
made a part hereof.

Section 15.4. Termination of Seniority

An employee shall be terminated by the Employer and his seniority broken when he:
(a) quits; or
(b) is discharged for just cause; or

(c) is laid off pursuant to the provisions of the applicable agreement for a period of
twenty-four (24) months; or

(d) accepts gainful employment while on an approved leave of absence from the
Sheriff’s Department; or

(e) is absent for three consecutive scheduled work days without proper notification or
authorization; or
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6)) fails to return to work at the conclusion of an approved leave of absence for a
period of three (3) consecutive days.

Section 15.5. Seniority While On Leave or Suspension

Employees will not continue to accrue seniority on authorized unpaid leave of absence or
a disciplinary suspension of three (3) days or more.

Section 15.6. Conflicts in Vacation

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 particular ranks. Provided
however, that no more than one employee from each job classification from each shift may take
vacation at the same time and no employee shall receive priority for more than two weeks
vacation per year.

Section 15.7. Rank Seniority

There shall be created and maintained a separate seniority list for each rank in the
bargaining unit.

ARTICLE 16 - LAYOFF

Section 16.1. Layoff

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

Section 16.2. Layoff Order

Probationary employees, temporary and part-time employees shall be laid off first, and
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.

Section 16.3. Bumping

An officer laid off in one job classification may elect to bump an officer in another job
classification of less seniority provided that he/she has previously held a job in that classification
and is qualified to hold that position. The officer bumping another officer shall be paid at the
pay level of his/her new classification after a period of ninety (90) days has elapsed. The
Employer agrees to cooperate fully with the officer in securing a waiver of correctional officer
training, if necessary.



Section 16.4. Recall

Employees shall be recalled from layoff within each particular job classification
according to their seniority. No new employees at all 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. Recall rights under this provision shall terminate twenty-four (24)
months after layoff.

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 three (3) working days to notify the Sheriff of their acceptance of
the recall. The employee shall have ten (10) working days thereafter to report to duty. Failure to
respond to a recall notice within three (3) working days upon receipt of the notice of recall,
failure to accept a recall position, or failure to return to work within ten (10) working days after
accepting a recall position shall result in the employee being removed from the recall list.

ARTICLE 17 - HOLIDAYS

Section 17.1. Paid Holidavys

All employees shall be credited with all holiday time as of January 1, of each year but
will earn holidays as they occur as follows:

New Year’s Day Columbus Day

Martin Luther King Day Veteran’s Day
President’s Day Thanksgiving

Lincoln’s Birthday Day After Thanksgiving
Good Friday 1/2 Day Christmas Eve
Memorial Day Christmas Day
Independence Day 1/2 Day New Year’s Eve
Labor Day

In the event that any employee who terminates employment for any reason, who has
taken holiday time off not yet earned, shall have the time deducted from his final pay.

Section 17.2. Working on Holidays

(A) In addition to their base pay and day off for the holiday, employees scheduled to
work on a holiday shall receive compensation for each hour worked, either in pay or
compensatory time, (at the election of the employee made at the time the holiday is worked) as
follows:

(D) One (1) additional hour for each hour worked on Thanksgiving Day and

Christmas Day;

(2) One-half (1/2) additional hour for each hour worked on New Year’s Day, Good

Friday, Memorial Day, Fourth of July, Labor Day, Christmas Eve and New
Year’s Eve;

3) No additional hours for the six (6) other holidays.
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4) For purposes of determining the above extra holiday pay, the holiday shall be
considered as falling on its calendar date.

(B)  Employees shall be allowed to elect time off for six (6) holidays. Effective
December 1, 2007, after electing time off for six holidays, employees shall be allowed to elect
time off for the remaining holidays as long as the selection of the remaining holidays does not
create overtime liability for the Employer. The Employer shall not cite overtime liability as the
basis for denying the use of holiday time for the remaining holidays if shift coverage is reduced
for reasons of long-term illness, injury or military leave.

(C)  Inlieu of the time off option set forth in paragraph (B) above, employees shall be
allowed, at their option, to sell back unused holidays to a maximum of six (6) on November 15th
of each year at their then straight time hourly rate of pay.

Section 17.3. Qualifying Work

In order to qualify for holiday pay, all employees shall work their last regularly scheduled
work day before the holiday and their first regularly scheduled work day after the holiday unless
the employee has been approved for authorized paid time off other than sick leave. In
exceptional circumstances, the Sheriff may allow holiday pay when the employee is on
authorized sick leave before or after a holiday.

ARTICLE 18 - VACATIONS

Section 18.1. 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 working
days in accordance with the following schedule:

Years of Earned

Service Vacation Days

After 1 10 days

After 5 15 days

After 10 18 days

After 15 20 days

After 16 and beyond One additional day per year of service not to exceed

twenty-five (25) per year

Vacation accrual shall change on the employee’s anniversary date and be posted in
accordance with current practice in the Sheriff’s office but may not be carried over from year-to-
year unless the Sheriff is unable to schedule the employee’s vacation time off. Beginning
December 1, 2005, employees will be allowed the option of either carrying over up to five (5)
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vacation days to be used within the first three (3) months of the subsequent year, or selling back
a maximum of five (5) earned but unused vacation days at their current straight time rate of pay
subject to the availability of funds. Employees hired after August 1* of any year may be allowed
to carry over more than five (5) vacation days earned after their first year of employment to be
used within the first three (3) months of the subsequent year.

Section 18.2. Vacation Pay

All vacation leave will be paid for at the regular hourly rate and on the basis of eight (8)
hours per day.

Section 18.3. Vacation Requests

(a) Except for an occasional day which is taken as vacation leave, all employees must
submit, in writing, to the Sheriff, a schedule of desired vacation prior to February
of each year. Conflicts in scheduling will be resolved in favor of the most senior
employee subject to the provisions of the Article on Seniority. At least one day’s
notice shall be given for a one day’s leave. The Sheriff shall have the right to
alter any schedule if he deems it to be for the best interest of the Department to do
so in consideration of operating needs. No employee shall be entitled to priority
in selecting his vacation for more than two (2) weeks in each calendar year but the
Sheriff, or his designee, may approve additional consecutive vacation time.

(b) The Sheriff shall post the approved vacation schedule prior to March Ist of each
year.

ARTICLE 19 - SICK LEAVE

Section 19.1. Allowance

It is the policy of Coles County to provide protection for its full-time employees against
loss of income because of illness. All eligible 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. Employees may also use sick leave to care
for members of their immediate family. For the purpose of this Section, immediate family shall
include the following persons: spouse, children (including step), spouse of employees’ children,
parents of employee (including parents of current spouse), brothers and sisters of employees or
employee’s spouse, grandparents of employee or employee’s spouse and grandchildren of
employee. Furthermore, in the event of the illness of a person with a close familial relationship
with the employee, the Sheriff may, at his sole discretion, authorize the use of sick leave in
accordance with the Section.

Section 19.2. Accumulation

Sick leave will be granted at the rate of one (1) sick day per month of service. Sick leave
may be accumulated and carried over from year to year up to two hundred and forty (240) days
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for IMRF purposes only. Upon reaching the two hundred and forty (240) day sick leave cap, the
employee shall be allowed to continue to accrue sick leave to a maximum of twelve (12) days
beyond the cap. When the twelve (12) day cap is reached, no further days shall accrue until the
employee’s utilization brings them below the additional twelve (12) day cap. A maximum of
ninety (90) days may be used in one block by the employee for illness or disability. For any
period exceeding ninety (90) days, the employee must obtain IMRF disability payments.

Section 19.3. Procedures

No employee will be permitted to take leave if it has not yet been earned. Sick leave
shall be paid at full pay at the current rate of compensation.

Sick leave may be utilized by employees when they are sufficiently ill so that good
judgment would determine it best not to report to work or in the event of injury not arising out of
or in the course of their employment and for routine medical and dental appointments.
Employees may request to utilize sick leave in no less than hourly increments for the purposes of
scheduling medical and dental appointments at either the start or end of a shift. Requests shall
not be unreasonably denied. All foreseeable leave for such purposes shall require a specific prior
approval of the Sheriff; in the event of sick leave for any purpose, the Sheriff may require the
certificate of a physician giving information as to the circumstances involved.

Employees who are unable to return to work upon expiration of sick leave benefits and
all other authorized benefit time must request a leave of absence without pay. Non-paid sick
leave shall not be greater than that available under the Family Medical Leave Act. Failure to
apply for a leave of absence for extended illness upon expiration of all such benefits will result in
automatic termination.

Any absence of three (3) working days or longer may require a physician’s statement of
release and verification substantiating that the employee may return to work. In addition, the
Sheriff may request a physician’s statement of verification of absence of shorter periods of time
in the case of illnesses of less than three (3) days when abuse of sick leave is reasonably
suspected. The Sheriff may also require the employee to be examined by a physician of the
Employer’s choice and at the expense of the Employer.

Notice of an employee’s desire to return to work after an extended illness must be given
to the Sheriff no less than twenty-four (24) hours in advance.

The Sheriff or any authorized supervisor may direct an employee who appears ill to leave
work to protect the health of other employees. Compliance with such an order shall be charged
to sick leave or non-paid status if the officer has no sick leave remaining.

An employee shall be paid sick leave equivalent to the normally scheduled straight time

day.
The Sheriff shall maintain a record of sick leave accrual, sick leave taken, and the
balance of sick leave allowance available for the individual employees.

ARTICLE 20 - LEAVES OF ABSENCE

Section 20.1. Discretionary Leave

(a) The Sheriff may grant leaves of absence. without pay or salary. to employees
under his supervision for job-related reasons (such as further training or study),
which will enable employees to perform their usual and customary duties with



greater efficiency and expertise, or for other valid reasons (such as prolonged
illness of the employee, his spouse, or his child or children, or childbirth).

(b) The Sheriff may assure an employee who is granted such leave, that the
employee’s position, or job, will be restored to him at the conclusion of such
leave; provided, however, that the employee’s employment by the County might,
and could, be terminated if, during the period of such leave, the employee’s
position, or job, were to be eliminated by action of the County Board or the
enactment or amendment of State or Federal legislation would result in the
elimination of such position or job. In that event, any person hired to fill the
employee’s position, or to perform his usual and customary duties during the
employee’s leave will be discharged so as to permit such employee to resume
employment.

(c) An employee may be granted a leave of absence up to one (1) calendar year. The
Sheriff shall have the discretion to review whether the leave should be continued
after six (6) months. Such continuation shall not be unreasonably denied.

(d) An employee on leave (other than a verifiable illness or for military active duty or
military training), will not accrue any benefits whatsoever. If on a leave of
absence because of a verifiable illness. substantiated by a medical report, or for
military active duty or military training, seniority will continue to accrue.

Section 20.2. Jury Duty

An employee required to serve on a grand jury or petit jury shall be granted leave for the
period required to serve on such jury without loss of pay. Such employees shall sign a waiver of
any per diem compensation otherwise due them for serving on such jury but shall be entitled to
receive any mileage expense due them.

Section 20.3. Short-Term Military Leave

The Employer will abide by state and federal law with regard to Military Leaves of
Absence.

Section 20.4. Maternity Leave

A leave of absence shall be granted for maternity upon request. Such request must be
presented in writing to the officer’s immediate supervisor. setting forth a date each leave is to
begin, as soon as that date can be determined by the officer and the officer’s physician. Upon
receiving the physician’s repoit, the Department shall transfer the officer to a suitable position to
eliminate possible injury to the fetus and officer. Return to work shall be as soon as reasonable
after delivery, as perimitted by a signed release by the officer’s physician.

Section 20.5. Injury Leave

An officer who sustains injuries or illness arising out of and in the course of his
employment shall be covered by the provisions of Chapter 5, Illinois Compiled Statutes, 345/1.

No officer will lose any benefits while injured on duty, and will continue to accumulate
all benefits provided by this Agreement for a period up to one year only.
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Officers on injury leave sustained in the course of employment may be required by the
Department to return to light duty if able to perform the work as determined by a licensed
physician selected by the employee and placed in an assignment at the discretion of the
Department

Section 20.6. Prohibition Against Misuse of Leaves

During any leaves granted pursuant to the terms of this Agreement. regardless of being
with or without pay, an employee may not be gainfully employed or independently self-
employed without prior approval by the Employer. Violation of the provisions contained within
this Agreement shall subject the employee to immediate discharge and loss of all benefits and
rights accrued pursuant to the terms of this Agreement.

Section 20.7. Personal Leave

Beginning December 1 of each fiscal year each bargaining unit member shall receive
three (3) personal leave days. An officer shall be required to request personal leave in advance
of actually taking time off. Requests for personal leave shall not be unreasonably denied.

The Sheriff or his designee may waive this provision (overtime) in case of emergency
circumstances. Personal leave may not be carried over from one fiscal year to the next.

Section 20.8. Bereavement Leave

Officers shall be granted a leave of absence with full pay and benefits in the event of the
death of a member of their immediate family; such bereavement leave not to exceed a maximum
of three (3) consecutive work days. Furthermore, in the event of the death of a person who is not
a member of an officer’s immediate family, but who had a close familial relationship with the
officer, the Sheriff may, at his sole discretion, authorize bereavement leave. For the purpose of
this Section, immediate family shall include the following persons: spouse, children (including
step), spouse of officer’s children, parents of officer or spouse, brothers and sisters of officer or
officer’s spouse, grandparents of officer or officer’s spouse, and grandchildren of officer.

Section 20.9. Family and Medical Leave

In addition to the remaining provisions of this Agreement regarding paid and unpaid
leave, the Employer agrees to provide family and medical leave to all bargaining unit employees
consistent with the provisions of this Agreement.

(a) Unpaid Family and Medical Leave: Employees shall be entitled to unpaid or
substituted paid family and medical leave consistent with FMLA and the
provisions of this Agreement.

(b) Administration of Leave: The Employer shall make available and administer
family and medical leave as follows:

(1) Definitions: For purposes of family and medical leave, the following terms
shall mean:

(A) Hours Worked: The term “hours worked” shall include all hours
worked for purposes of meeting the 1,250 hours threshold set forth
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4)

(%)

(6)

in the FMLA;

(B) Family Member: The term “Parents” shall include mother, father,
step-mother and step-father.

Substitution: The election to substitute some or all of an employee’s
accrued paid sick leave for the unpaid leave provided in the FMLA shall
be made by the Employer. An employee may choose to substitute any
other form of accrued paid leave for such unpaid leave, regardless of the
purpose for which such family and health leave is taken.

Length of Leave: The minimum amount of work time for family and
medical leave taken for purposes of the birth, adoption and/or foster care
of a child shall be taken in increments equal to an employee’s normal
work day. Family and medical leave taken for purposes of serious health
conditions may be taken in blocks of time not less than one (1) hour.

Spousal Family and Medical Leave: Where spouses both work for the
Employer, each shall be entitled to a maximum of twelve weeks of family
and medical leave during each twelve month period, regardless of the
purposes for which such leave is taken.

Determining Twelve Month Period: For the purposing of determining the
twelve months period during which an employee is entitled to up to twelve
weeks of family and medical leave, the parties agree that such twelve
month periods shall constitute a rolling twelve (12) month period.

Application of FMLA: In all other respects, the Employer shall comply
with provisions of the Family and Medical Leave Act of 1993 and the

amendments thereto, along with the regulations issued in conjunction with
the FMLA.

ARTICLE 21 - HOURS OF WORK/OVERTIME

Section 21.1. Regular Hours

The regular hours of work each day shall be consecutive except that they may be
interrupted by a meal period. Driving time home shall not be included in the regular hours of

work.

Section 21.2. Work Period

The normal regular work week shall consist of five (5) consecutive work days followed
by two (2) consecutive days off. The days off set forth above represent a normal work week, and
do not reflect nor take into account additional days which may be worked because of hold-over,
call-back, court time or other authorized exchanges of duty shifts.
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Determining Seniority

Lieutenants shall bid among themselves; Sergeants shall bid among
themselves; patrol deputies among themselves; and corrections officers
among themselves. Employees shall be permitted to bid their shifts and
days off based on departmental seniority.

Bidding Process

Bidding for shifts and days off shall be conducted in accordance with the
following:

(A)

(B)

(©)

(D)

(E)

(F)

The shifts to be worked and the associated days off shall be posted
not less than sixty (60) days prior to the effective shift change date.

Employees shall submit their written bids to the Sheriff’s designee,
identifying their choices in the order of their preference. The
employees shall be notified within thirty (30) calendar days of the
bidding which shifts and days off to which they will be assigned
based on their submitted bids.

Employees are not eligible to bid until completion of their
probationary period. The Sheriff, in his discretion, may assign
probationary employees to any shift and/or days off; provided,
however, that such probationary assignments do not “bump”
employees who seniority bid rights from the shift or days off to
which they have been assigned as a result of their bid.

Shift bidding and new shift assignments will take place every four
(4) months. Assignments bid shall be effective:

(1) January through April

(1) May through August

(iii)  September through December

To assign employees to assist in Investigations or with
administrative duties. The Employer will first seek volunteers from
among those employees with the skills and/or experience required
for the temporary assignment. Volunteers who possess the
qualifications to perform the associated duties will be considered.

In the event a resignation, retirement or discharge creates a
vacancy on a shift, the Employer shall seek volunteers from among
the qualified employees to fill the shift vacancy. Absent a
volunteer, the Employer shall assign the least senior non-
probationary employee to fill the shift vacancy until the occurrence
of the next shift change.

[AS]
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21.4.2 Each section, Corrections, Patrol, and Detectives, shall be responsible for
overtime in their respective section.

Command officers (Patrol status) in corrections will be available to work
overtime in patrol section if no one from patrol accepts the overtime.

Should a corrections command officer be absent, a patrol section Sergeant or
Lieutenant will be able to take the overtime after all corrections officers on the
affected shift have refused the available overtime.

If no officer within the applicable section, on the affected shift, accepts the
overtime, the least senior officer will be mandated to work. However, the least
senior officer will not be mandate to work two (2) consecutive overtime openings.
Should overtime still be available, the second junior officer will be mandated for
the next overtime opening.

Section 21.5. Meal Period

All patrol officers and the account clerk shall be granted a lunch period of sixty (60)
minutes. Corrections officers shall be granted a lunch period of thirty (30) minutes during each
shift. Whenever possible, the lunch period shall be scheduled near the middle of each shifi.
When the performance of bargaining unit work so requires, an employee shall first perform the
bargaining unit work and take his meal period later. Employees may be interrupted during their
lunch hour to perform their duties and correctional officer employees shall eat their lunch at the
work station.

All employees shall be entitled to a fifteen (15) minute break period in each half shift as
their work schedule and job performance permit in accordance with present practice.

Employees who work only a four (4) hour “sign-up” period shall be entitled to a fifteen
(15) minute break. Employees who work a four (4) hour “sign-up” period immediately prior to
or following their normal work shift shall be entitled to an additional one-half (1/2) hour meal
break, but no additional fifteen (15) minute breaks.

Employees who are working an on-site detail shall take their meal break at that site.

Section 21.6. Overtime

All hours worked in excess of the regular work day or on days not regularly scheduled
shall be compensated at one and one-half times the employee’s straight time hourly rate of pay
(overtime rate). Compensatory time may be paid in lieu of overtime payment if the employee, in
his discretion, so elects at the time the overtime hours are worked. Compensatory time will be
calculated at the same rate as overtime pay. The overtime rate shall be computed on the basis of
completed fifteen (15) minute segments.

Compensatory time shall be granted at such times and in such time segments as the
Sheriff’s schedule allows, subject to operating needs. Permission to utilize compensatory time
shall not be unreasonably denied by the supervisor if operational requirements will not be
adversely affected.

In the event an emergency is declared by the Employer, as many of the employees shall
be continued on duty for such number of hours as may be necessary.



Section 21.7. Call Back

A call-back is defined as an official assignment of work which does not continuously
precede or follow an officer’s regularly scheduled working hours. Employees reporting back to
the Employer’s premises at a specified time on a regularly scheduled work day shall be
compensated for two (2) hours at the appropriate rate or be compensated for the actual time
worked, whichever is greater.

Section 21.8. Court Time

Employees covered by this Agreement who are required to attend court outside their
regularly scheduled work hours shall be compensated at the appropriate rate with a minimum of
two (2) hours.

Section 21.9. Compensatory Time

Employees covered by this Agreement may accrue and carry over year-to-year a
maximum of one hundred and twenty (120) hours of compensatory time. Excess compensatory
time may be bought out each between March 1* and March 31%, between July 1" and July 31
but must be bought out for the period of November 1% and November 30", at the employee’s
then current rate of pay.

Section 21.10. Equalized Overtime Distribution/Trip Assignment

(a) Each section: Corrections, Detectives, and Patrol shall be responsible for overtime in
their respective section.

(b) Should a vacancy occur within either section/unit for any reason, and the employer has
determined not to fill the vacancy with a part-time/short-term employee. the overtime
assignment shall be offered to the full-time employees on a seniority basis. The most
senior employee shall have the first choice of acceptance or refusal of the overtime. That
senior employee shall not have the right of acceptance or refusal again until all
employees of less seniority have had the same opportunity of acceptance or refusal.

(c) If all employees decline the overtime assignment and the employer has determined not to
fill the vacancy with a part-time/short-term employee, the employer shall assign the
overtime in inverse seniority. Employees eligible for the assigned overtime shall either
be already working or an employee that is scheduled on the next upcoming shift. That
employee shall not be assigned further overtime until all other eligible employees have
been assigned overtime. Employees that are on vacation, personal leave, scheduled days
off - including a scheduled day off for holiday time, or scheduled compensatory time
shall not be assigned to work the overtime.

(d) Should the vacancy occur within twenty-four (24) hours of the required overtime, and the
employer has determined not to fill the vacancy with a part-time/short-term employee,
the Employer reserves the right to assign the overtime to employees either already
working and/or employees assigned on the next upcoming shift by inverse seniority.

(e) In-State Trips. If the Employer has determined not to utilize a part-time/short-term
employee, the in-state trip shall be assigned at the Employer’s discretion based upon the

25



()

(2)

(h)

gender of the inmate to employees either currently on shift or off duty. Off duty
employees will be assigned based upon the gender of the inmate, on a rotational basis
with the most senior employee having the first choice of acceptance or refusal of the trip.
That senior employee shall not have the right of acceptance or refusal again until all
employees of less seniority have had the same opportunity of acceptance or refusal.
Where the assignment requires the use of two employees. the Employer shall make a
reasonable effort to offer the assignment to one female and one male officer on the basis
of seniority. The Employer may utilize either two female or two male employees when
financial circumstances such as lodging are more practicable.

Out-of-State Trips. Trips shall be distributed as equally as possible. This section shall
not preclude the Sheriff or Chief Deputy from making an out-of-state trip. The overtime
assignment shall be offered to full-time correctional employees on a seniority basis based
upon the gender of the inmate. The most senior employee shall have the first choice of
acceptance or refusal of the out-of-state trip. That senior employee shall not have the
right of acceptance or refusal again until all employees of less seniority have had the
same opportunity of acceptance or refusal. If all bargaining unit members reject the out-
of-state trip, the Employer reserves the right to assign the out-of-state trip on a rotational
basis in inverse seniority order based upon the gender of the inmate or may utilize part-
time/short-term employees. In order to qualify as an out-of-state trip, the trip offered
must be in duration of at least four (4) hours round trip. Trips across state line that are
less than four (4) hours duration round trip shall not constitute an “out-of-state trip” for
purpose of this section. Where the assignment requires the use of two employees, the
Employer shall make a reasonable effort to offer the assignment to one female and one
male officer on the basis of seniority. The Employer may utilize either two female or two
male employees when financial circumstances such as lodging are more practicable.

In emergency situations, the closest person concept may be utilized regardless of
scheduled time off.

In the event it becomes necessary for prisoner extradition to Coles County and the total
cost of the travel for out-of-state trips is determined to be less expensive through the use
of an independent contractor than using bargaining unit employees, then the Employer
will have the option of using an independent contractor to perform the service.

ARTICLE 22 - WORKING OUT OF CLASSIFICATION

Section 22.1. Wage Compensation

Any line officer assigned to act up as a sergeant shall receive an additional fifty ($.50)

cents per hour from the time assigned until the line officer has acted in that capacity for five (5)
consecutive work days. Thereafter, the line officer shall receive full sergeant pay in lieu of
regular pay for the remainder of the assignment.

Any sergeant or above who is scheduled to work in a position or rank senior to that which

he normally holds for a period of three (3) consecutive shift assignments, or longer, shall be paid
at the rate for the senior position or rank while so acting.
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Section 22.2. Vacation Compensation

When an officer is required to assume the duties and responsibilities of a rank higher than
that which he normally holds for any accumulated total of at least six (6) months in any calendar
year, he shall be paid the rate for the higher rank for his vacation period with any necessary
adjustments to be made at the end of the calendar year.

ARTICLE 23 - WAGES/COMPENSATION/ALLOWANCES

Section 23.1. Wage Schedule

Employees first employed in the bargaining unit on or after December 1, 2012 shall be
paid according to the wage schedules which shall become effective December 1, 2012,
December 1, 2013, December 1, 2014 and December 1. 2015, as set forth in Appendices B
(Patrol) and C (Corrections) hereto attached and made a part hereof. Appendices B (Patrol) and
C (Corrections) shall reflect an $800 longevity increase to be paid annually on an officer’s
anniversary date and the following starting salaries:

Patrol Corrections
December 1, 2012 $36.970 $32,935
December 1, 2013 $37,709 $33,594
December 1, 2014 $38,463 $34,266
December 1, 2015 $39,617 $35,294

For employees employed prior to December 1, 2012: Retroactive to December 1, 2012,
Patrol and Corrections officers shall receive a 2% increase to their current base salary. In
addition, employees shall receive the longevity increase as reflected in the December 1, 2011
salary schedule and payable on the officers™ anniversary date. Effective December 1, 2013,
Patrol and Corrections officers shall receive a 2% increase to their base salary in addition to an
$800 longevity payment on their anniversary date. Effective December 1, 2014, Patrol and
Corrections officers shall receive a 2% increase to their base salary in addition to an $800
longevity payment on their anniversary date. Effective December 1, 2015, Patrol and
Corrections officers shall receive a 3.0% increase in addition to an $800 longevity payment on
their anniversary date.

All employees in the bargaining unit shall be brought to the required pay levels on
December 1 of each year and shall also receive annual raises on the anniversary date of their
employment.

Interpreting the Salary Schedules for Officers Hired Before December 1, 2012 (Appendix B
- Patrol Salaries and Appendix C - Corrections Salaries)

After the first year of the 2012-2016 agreement. employees will no longer receive a vertical step
movement as was the case with prior collective bargaining agreements. Starting December 1,

2013, and continuing with the third and fourth year of the current agreement, employees will
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receive $800 annual longevity payments on their anniversary dates of employment instead of
their former step increases. By way of example, a deputy who has completed 15 years of service
currently makes $48,331. As of December 1, 2012, his or her salary will increase to $49,297.88.
Then on that officer’s anniversary date of employment during Fiscal Year 2013, the officer’s
salary will increase to $49,991.81 (the “After 16” placement on the salary schedule). This will
be the officer’s final vertical step movement on the salary schedule for the duration of the
agreement. On December 1, 2013, that employee’s salary will again increase to $50,999.81 with
an $800 longevity increase on his or her anniversary date of employment. This takes the
employee’s salary to $51,799.81. On December 1, 2014, that employee’s salary will increase to
$52,835.81 with an $800 longevity increase on his or her anniversary date of employment. This
takes the employee’s salary to $53.635.81. Finally, on December 1, 2015, that employee’s salary
will again increase to $55.244.88 with an $800 longevity increase on his or her anniversary date
of employment. This takes the employee’s salary to $56,044.88. By way of example, a deputy
who has completed 15 years of service currently makes $48,331. As of December 1, 2012, his or
her salary will increase to $49,297.88. Then on that officer’s anniversary date of employment
during Fiscal Year 2013. the officer’'s salary will increase to $49,991.81 (the “After 16”
placement on the salary schedule). This will be the officer’s final vertical step movement on the
salary schedule for the duration of the agreement. On December 1, 2013, that employee’s salary
will again increase to $50.999.81 with an $800 longevity increase on his or her anniversary date
of employment. This takes the employee’s salary to $51,799.81. On December 1. 2014, that
employee’s salary will increase to $52.835.81 with an $800 longevity increase on his or her
anniversary date of employment. This takes the employee’s salary to $53,635.81. Finally, on
December 1, 2015, that employee’s salary will again increase to $55,244.88 with an $800
longevity increase on his or her anniversary date of employment. This takes the employee’s
salary to $56,044 .88.

Section 23.2. Clothing Allowance

The Employer will provide employees in the bargaining unit with appropriate uniforms as
set forth in Appendix F to this Agreement. (The Employer will add rubber overshoes to
Appendix F for Patrol). Officers assigned to “plain-clothes™ sections will receive six hundred
dollars ($600.00) annually for the purchase of proper attire, with a check to be issued in addition
to their first paycheck on the first pay date in December of each year. New employees, if they
choose, may have the Employer cover the initial cost of purchase for their side-arm and related
accessories, nylon gear included at choice of the employee, and shall reimburse the Employer for
the cost of same through uniform payroll deductions over the subsequent twelve (12) month
period of employment with the Employer. Application of this provision to existing employees
shall be subject to the availability funds for equipment. In the event that an employee terminates
employment for any reason during the twelve (12) month reimbursement period and still owes
the Employer for his or her side-arm and related accessories, he or she shall have the balance due
deducted from his or her final pay and shall be responsible for paying any remaining balance
post-employment.




Section 23.3. Rank Pay

Officers holding the rank of Sergeant or assigned to the Information Technology position
shall receive rank pay of two thousand five hundred dollars ($2,500) annually. Corrections
Sergeants who are not PTI trained shall remain on Corrections base pay scale.

Officers holding the rank of Lieutenant shall receive a rank pay of three thousand four
hundred dollars ($3,400) annually.

Section 23.4. New Hires

In the event an employee is hired for a Patrol Deputy or Corrections Officer position and
is properly certified and does not require additional mandatory training before becoming legally
qualified to perform the duties of the position, the employee shall be placed on the “After 2
years” step of the negotiated salary schedule. Employees who qualify for this provision will still
serve as a probationary employee and will have their seniority calculated pursuant to Article 15 -
Seniority.

In the event an employee is hired for a Patrol or Corrections Officer position and is not
properly certified and requires additional mandatory training at a cost to the Employer before
becoming legally qualified to perform the duties of the position, the employee shall execute a
work commitment agreement, as set forth in Appendices F-1 (Patrol) and F-2 (Corrections).
wherein the employee will agree to reimburse the Employer for the cost of becoming certified, or
a portion thereof depending upon the employee’s length of service, should the employee fail to
remain employed by the Employer for a period of twenty-four (24) months.

ARTICLE 24 - INSURANCE AND PENSION

Section 24.1. Insurance

The Employer shall maintain health and life insurance in full force and effect during the
term of this contract. The Employer agrees to make a Three Hundred Seventy-Five ($375.00)
Dollars per month contribution toward the single member or family (dependent) health and life
insurance premium for those employees who elect Employer provided insurance. Employees
who elect Employer provided insurance shall be responsible for paying the amount of the single
or family (dependent) premium in excess of the Employer’s contribution.

Section 24.2. Pensions

The Employer shall continue to contribute on behalf of the employees to the Illinois
Municipal Retirement Fund in the amount the Employer is required to contribute by State
Statute.

Section 24.3. IMRF ERI Program

In the event the Employer determines to implement the IMRF Early Retirement Incentive
(ERI) program. the Employer agrees to reopen this Agreement for the limited purpose of
negotiating the ERI program’s inclusion into this Agreement.
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Section 24.4. Post-Employment Health Benefit Savings Plan

Subject to state and federal law and at no cost to the Employer, the Employer agrees to
allow employees to defer compensation into a qualifying post-employment health benefit savings
plan.

ARTICLE 25 - LABOR MANAGEMENT/SAFETY COMMITTEE

Section 25.1. Labor Management Conferences

The Labor Council and the Employer mutually agree that in the interest of efficient
management and harmonious employee relations, it is desirable that meetings be held between
Labor Council representatives and responsible administrative representatives of the Employer.
Such meetings may be requested at least seven (7) days in advance by either party by placing in
writing a request to the other for a labor-management conference and expressly providing the
agenda for such meeting. Such meetings and locations shall be limited to:

(a) Discussion of the implementation and general administration of this Agreement.
(b) A sharing of general information of interest to the parties.

(c) Notifying the Labor Council of changes in non-bargaining conditions of
employment contemplated by the Employer which may affect employees.

(d) Discussion of pending grievances on a non-binding basis to attempt to adjust such
grievances and to discuss procedures for avoiding further grievances.

(e) Items concerning safety issues.

The Employer and the Labor Council agree to cooperate with each other in matters of the
administration of this Agreement, and to the degree that standards of law enforcement can be
maintained for the maximum protection of the citizens of the State of Illinois.

To effectuate the purposes and intent of the parties, both parties agree to meet as
necessary. The Employer will take all reasonable steps to protect the health and safety of its
employees during the performance of their duties.

Section 25.2. Integrity of Grievance Procedure

It is expressly understood and agreed that such meetings shall be exclusive of the
grievance procedure. Grievances being processed under the grievance procedure shall not be
discussed in detail at labor-management conferences, and any such discussions of a pending
grievance shall be non-binding on either party and solely for the purpose of exploring
alternatives to settle such grievances and such grievance discussion shall only be held by mutual
agreement of the Employer and the Labor Council, nor shall negotiations for the purpose of
altering any or all of the terms of this Agreement be conducted at such meetings.
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Section 25.3. Safety Issues

Any report or recommendation which may be prepared by the Labor Council or the
Employer as a direct result of a labor-management conference discussion will be in writing and
copies shall be submitted to the Employer and the Labor Council.

Section 25.4. Labor Council Rep Attendance

When absence from work is required to attend labor-management conferences,
employees shall, before leaving their work station, give reasonable notice to and receive
approval from, their supervisor in order to remain in pay status. Supervisors shall approve the
absence except in emergency situations. Employees not scheduled to work, but attending a
labor-management conference, shall be without pay. Employees attending such conferences in
pay status shall be limited to two (2).

ARTICLE 26 - GENERAL PROVISIONS

Section 26.1. 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.

Section 26.2. Work Rules

Work rules of the Coles County Sheriff that are not in conflict with this Agreement shall
continue in full force and effect.

Section 26.3. F.O.P. Access to Work Site

No more than two (2) authorized representatives of the National or State Labor Council
shall be permitted to visit the Department during working hours to talk with officers of the local
Labor Council and/or representatives of the Employer concerning matters covered by this
Agreement.

Section 26.4. F.O.P. Access to Records

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

Section 26.5. Property Replacement or Repair

The Employer agrees to repair or replace as necessary an officer’s eyeglasses, contact
lenses. prescription sunglasses, dentures, uniforms and equipment incidental to the performance
of his or her duties at the reasonable and customary cost of replacement, as outlined in the
Department Standard Operating Procedure Manual. if such are damaged or broken during the
course of the employee’s duties. The incident shall be documented with one’s immediate
supervisor. The replacement of watches and other items of personal equipment shall be limited
to seventy-five ($75.00) dollars. Reimbursement for personal boots shall be limited to the cost



of the Department issued boot. Reimbursement for accessories shall be limited to the actual cost
of replacement for the item, but no greater than $250.00.

Section 26.6. Required Inoculations

The Employer agrees to pay all expenses for inoculation or immunization shots for the
employee and for members of an employee’s family when such becomes necessary as a result of
said employee’s exposure to contagious diseases where said officer has been exposed to said
disease in the line of duty. The services of the County Health Department will be made available
at no cost to any bargaining unit member.

Section 26.7. Bulletin Boards

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

Section 26.8. Residency

The Sheriff shall have the exclusive authority to consider hardship requests by officers on
a case by case basis to deviate from the Sheriff Department’s residency requirements when
employees present a compelling need to be excused from the Employer’ residency requirements.
The Sheriff’s decision shall be suppoirted with his written reasons for either granting or denying
the request, but shall not be precedential in other employee requests and shall not be subject to
Article 14 - Dispute Resolution and Grievance Procedure.

Section 26.9. Military Leave

Subject to the Sheriff or his designee’s approval, employees shall be permitted to “flex”
their schedules when engaged in weekend military training. Such “flex” scheduling shall be
limited to either accepting other known overtime assignments or trading regular shifts with other
officers. It is the intent of the parties to follow applicable Federal and State laws concerning
military leave.

ARTICLE 27 - EMPLOYEE TESTING

Section 27.1. Statement of Policy

It is the policy of Coles County/Coles County Sheriff that the public has the right to
expect persons employed by the Coles County Sheriff’s Department to be free from the effects of
drugs and alcohol. Coles County/Coles County Sheriff has the right to expect its employees to
report for work fit and able for duty. The purposes of this policy shall be achieved in such
manner as not to violate any established rights of the officers.

Section 27.2. Prohibitions
Employees covered by this Agreement shall be prohibited from:

(a) consuming, possessing or being under the influence of alcohol, unless in
accordance with duty requirements, at any time during the work day or anywhere
while on duty at any County premises or job sites, including all County buildings,
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properties, vehicles and the officer’s personal vehicle while engaged in County
business;

(b) illegally consuming, possessing, selling, purchasing or delivering any illegal drug,
or being under the influence of any illegal drug;

(c) failing to report to their supervisor any known adverse side effects of medication
or prescription drugs they are taking.

This Section is not intended to limit the duty of Coles County/Coles County Sheriff to
enforce the laws of the State of Illinois and all regulations of the Coles County Sheriff’s
Department, or to restrict the Employer’s right to require prospective hires to submit to a drug
screening procedure or psychological evaluation.

Section 27.3. Drug and Alcohol Testing

When the Employer has reasonable suspicion to believe that an employee is then under
the influence of alcohol during the course of the work day or while on duty or on illegal drugs at
any time, the Employer shall have the right to require the employee to submit to alcohol or drug
testing as set-forth in this Agreement. The definitions of illegal drugs to be tested for are
identified in 720 ILCS 550/3 and 570/100 et seq., including cannabis.

There shall also be unit-wide random drug testing conducted on a quarterly basis. The
Sheriff and the FOP shall agree to a selection process whereby all bargaining unit members’
names or social security numbers are eligible to be selected on a random basis each quarter. One
bargaining unit member will be randomly selected and tested each quarter.

Section 27.4. Order to Submit to Testing

At the time an officer is ordered to submit to testing authorized by this Agreement, the
Sheriff, or his designee, shall provide the officer with a written notice of the order, setting forth
the objective facts and reasonable inferences drawn from those facts which have formed the basis
of the order to test. The officer shall be permitted to consult with a representative of the FOP or
a private attorney at the time the order is given, provided, however, that in no circumstances may
implementation of the order be delayed longer than forty-five (45) minutes. No questioning of
the officer shall be conducted without first affording the officer the right to FOP representation
and/or legal counsel. Refusal to submit to such testing may subject the employee to discipline,
but the employee taking the test shall not be construed as a waiver of any objection or rights that
he may have.

Section 27.5. Tests to be Conducted

In conducting the testing, authorized by this Agreement, Coles County/Coles County
Sheriff shall:

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

(b) Insure that the laboratory or facility selected conforms to all NIDA standards;
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(c)

(d)

(e)

()

(2

(h)

(i)

)

(k)

Establish a chain of custody procedure for both sample collection and testing that
will ensure the integrity of the identity of each sample and test result. No officer
covered by this Agreement shall be permitted at any time to become a part of this
chain of custody;

Require that with regard to alcohol testing, for the purpose of determining
whether the officer is under the influence of alcohol, test results that show an
alcohol concentration of .02 or more based upon the grams of alcohol per 100
milliliters of blood be considered positive;

When the Employer reasonably believes that an employee is under the influence
of alcohol, the Employer may use a properly certified breath testing device.

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

Collect samples in such a manner as to ensure a high degree of security for the
sample and its freedom from adulteration;

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

Provide the officer tested with an opportunity to have the additional sample tested
by a clinical laboratory or hospital facility of the officer’s own choosing, at the
officer’s expense, provided the officer makes such demand of the Sheriff or his
designee within seventy two (72) hours of receiving the results of the test; and
provided the clinical laboratory or hospital facility selected by the employee must
satisfy the criteria set-forth in subsections (a) and (b) immediately above;

Require that the laboratory or hospital facility report to the Sheriff that a blood or
urine sample is positive only if both the initial screening and confirmation tests
are positive for a particular drug. The parties agree that should any information
concerning such testing. or the results thereof, be obtained by the Employer
inconsistent with the understandings expressed herein (e.g. billings for testing that
reveal the nature or number of tests administered). the Employer will not use such
information in any manner or forum adverse to the officer’s interests;

Consider test results along with all other relevant evidence on the issue of whether
or not an officer was under the influence of alcohol;



Q) Provide each employee tested with a copy of all information and reports received
by the Employer in connection with the testing and the results at no cost to the
employee;

(m)  Insure that no employee is the subject of any adverse employment action, except
temporary reassignment or relief from duty with pay, during the pendency of any
testing procedure. Any such temporary reassignment or relief from duty shall be
immediately discontinued in the event of a negative test result.

Section 27.6. Right to Contest

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

Section 27.7. Voluntary Requests for Assistance

Coles County/Coles County Sheriff shall take no adverse employment action against an
employee who prior to any mandatory testing and for the first time voluntarily seeks treatment,
counseling or other support for an alcohol or prescribed drug problem, other than Coles
County/Coles County Sheriff may require reassignment of the employee with pay if he is unfit
for duty in his current assignment. If a position is unavailable, the employee may be suspended
without pay until fit to return to work. Coles County/Coles County Sheriff may make available
through its Employee Assistance Program (if available) a means by which the employee may
seek referrals and treatment. All such requests shall be confidential and any information
received by Coles County/Coles County Sheriff. through whatever means shall not be used in
any manner adverse to the officer’s interest, except reassignment as described above.

Section 27.8. Discipline

In the first instance that an officer tests positive on both the initial and the confirmatory
test for an illegal drug, the employee shall be discharged. In the first instance that an officer tests
positive or is found to be under the influence of alcohol, the employee, based on just cause, may
be disciplined up to and including discharge. All employees prior to being ordered to submit to
testing for alcohol or drugs who voluntarily seek assistance with a prescribed drug and/or alcohol
related problem, shall not be subject to any disciplinary or other adverse employment action by
Coles County/Coles County Sheriff. The foregoing is conditioned upon:

(@) The employee agreeing to appropriate treatment as determined by the physician(s)
involved;

(b)  The employee discontinues his abuse of the prescribed drug or abuse of alcohol;
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(c) The employee completes the course of treatment prescribed, including an “after-
care” group for a period of up to twelve (12) months;

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

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

The foregoing shall not be construed as an obligation on the part of Coles County/Coles
County Sheriff to retain an officer on active status through the period of rehabilitation if it is
appropriately determined that the employee’s current use of alcohol or drugs prevents such
individual from performing the duties of a peace officer or whose continuance on active status
would constitute a direct threat to the property or safety of others. Such employees shall be
afforded the opportunity to use any accumulated paid leave that he/she may have, such as
compensatory time, vacation time. sick days, or personal leave days, or take an unpaid leave of
absence pending treatment at option.

The foregoing shall not limit Coles County/Coles County Sheriff’s right to discipline
officers for misconduct.

Section 27.9. Physical Testing

(@) Employees are subject to physical testing upon application for employment as
prescribed by the Merit Commission or upon application for promotion. The
employees shall also maintain weight in proportion to height as set by such
physician. The Employer shall pay for such physical examinations.

(b) Upon application for employment or promotion, each employee shall also pass
minimum standards for a two (2.0) mile walk or one (1.0) mile run in minimum
times as follows, unless medically certified by such physician as not fit to

perform:

Age 20-29 30-39 40-49 50-59 60+
1.0 Run 10:00 11:00 12:00 13:00 14:00
2.0 Walk 33:00 34:40 36:20 38:20 41:00

Failure to meet such standards shall be subject to a progressive and corrective
disciplinary process as established by the Sheriff.

(c) In addition to the Run/Walk, employees must attempt to attain the advisory
physical standards that have been set for pushups, sit-ups, bench press and sit &
reach in accordance with past practice. Participation in the performance of the
advisory physical standards is mandatory. However, the Employer agrees not to
use failure to achieve the advisory standards for disciplinary purposes.

(d) Employees who have successfully completed the state mandated physical fitness
test (as described in sub-section (a) within the previous twelve (12) months), shall
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be exempt from the minimum standards test as described in sub-sections (b) and
(c) above.

(e) Employees eligible for promotion are subject to the physical testing described in
sub-section (a) above. The results of such testing shall be considered among the
factors for promotion.

Section 27.10. Psychological Testing

Psychological testing shall include but not be limited to any of the following: clinical
assessment, stress evaluation, interview or counseling with a psychologist, psychiatrist, social
worker or other mental health professional pursuant to the employer’s order. Psychological
testing shall not include polygraph testing.

Psychological testing of employees shall only be ordered by the employer where there is
individualized. objective and articulable indicia constituting just cause to believe that such
testing of the affected employee is necessary because the employee’s mental status poses a
significant present threat to his own health and safety, the safety of his coworkers, or the safety
of the public.

Whenever an employee is under consideration for psychological testing, a full written
explanation of all facts which are alleged to support the order to undergo testing, including the
name(s) of all complainants and witnesses and copies of all reports, statements, and other items
and/or documents in any way relating to the alleged basis of the testing shall be provided to the
employee at least 72 hours in advance of the proposed testing.

After receiving the written explanation of the alleged basis of the testing, the affected
employee shall have a reasonable opportunity to consult with counsel of his choosing, and to
submit a statement and/or grievance opposing the alleged basis and/or the necessity of the
testing, before any testing shall proceed.

Employees may be relieved of duty without loss of pay or benefits pending such testing
or pending the receipt of the results, for just cause.

Test results, interview notes, reports, etc, shall be strictly confidential. The psychologist
or other mental health professional shall not divulge the details or characteristics of the test
results or the interview or assessment to the employer. The psychologist or other mental health
professional shall be informed by the employer that an employee may be deemed unfit for duty
only if the employee’s mental status poses a significant and direct present threat to his own
health and safety, the safety of his coworkers, or the safety of the public. The psychologist or
other mental health professional shall notify the employer of his opinion as to the employee’s
ability to perform the essential functions of his/her job. only after having been advised in writing
by the employer of those essential functions. All information. whether written or verbal,
provided by the employer to the psychologist or other mental health professional shall also be
simultaneously provided to the employee. The psychologist or other mental health professional
shall not disclose any case history, interview responses, test results or diagnoses supporting his
opinion concerning the employee’s ability to perform the essential functions of his/her job
without the express written consent of the employee.

Only licensed and certified mental health professionals trained and experienced in
psychological test techniques and interpretation may conduct the testing.




Only objective psychological instruments validated and normed for law enforcement
personnel in comparable departments may be administered. If an interview is utilized, it shall be
pursuant to a standard interview format.

At no time may the mental health professional be advised by the employer of any
disciplinary, personal or other information or allegations against the employee. The purpose of
this provision is to ensure the objectivity of the evaluator.

Specific cut-off scores shall not constitute the basis for an opinion that the officer is unfit
for duty unless there is clear evidence that such scores are generally valid for law enforcement
personnel in comparable departments and have been cross-validated in research studies in the
agency which employs the affected employee.

No aspect of an employee’s job status shall be modified as a result of psychological
testing unless there is just cause for such modification. No employee shall be suspended,
discharged or otherwise disciplined in any manner as a result of psychological testing unless
there is just cause for such action. In any proceeding where the issue of just cause is raised, the
employer shall have the burden of proving that the employee’s mental status poses a significant
and direct present threat to his own health and safety, the safety of his coworkers, or the safety of
the public. Mental health professionals shall be prepared to establish that their procedures,
conclusions, and recommendations, are appropriate, reliable and valid if a decision based, even
in part. on their opinion or recommendation is challenged.

The rights and procedures set forth herein shall not replace or diminish the application of
the provisions of 50 ILCS 725/1, Peace Officer’s Bill of Rights or any other laws, which shall be
available in all respects to the officers covered by this Agreement.

The employer shall make all reasonable accommodations including but not limited to the
adjustment of work duties and work schedules before relieving any employee from his/her
regular duties as a result of a psychological opinion. These efforts shall include, but not limited
to, assignment of other duties that the employee is fit to perform. The purpose of this paragraph
is to ensure that any employee with a temporary or permanent incapacity or disability will be
allowed, without loss of pay or benefits to the employee, to perform any other suitable duties that
he/she is capable of performing.

Any opinion that an employee is unfit for duty shall include a clear disclaimer stating that
the opinion is only valid for a specified period of time.

The opinion of the examining mental health professional that an employee is not fit for
duty may be rebutted by the opinion of a qualified mental health professional retained by the
employee. Disputes concerning such opinions, as well as any other disputes concerning the
meaning and application of this Article shall be resolved according to the Grievance procedure
contained in this Agreement.

ARTICLE 28 - SAVINGS CLAUSE

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



ARTICLE 29 - MAINTENANCE OF STANDARDS

All economic benefits and work practices that are not set forth in this Agreement and are
currently in effect shall continue and remain in effect for the term of this Agreement.

The assignment and utilization of Department vehicles is not subject to the provisions of
this Article.

ARTICLE 30 - COMPLETE AGREEMENT

The parties acknowledge that during the negotiations that preceded this Agreement, each
had the unlimited right and opportunity to make demands and proposals with respect to any
subject or matter not removed by law from the area of collective bargaining. The understandings
and agreements arrived at by the parties after the exercise of that right and opportunity are set
forth in this Agreement.

ARTICLE 31 - DURATION AND SIGNATURE

Section 31.1. Term of Agreement

This Agreement shall be effective from December 1. 2012, and shall remain in full force
and effect until November 30, 2016. It shall continue in effect from year to year thereafter
unless notice of termination is given in writing by certified mail by either party to the other not
more than one-hundred and twenty (120) days nor less than ninety (90) days prior to expiration.
The notices referred to shall be considered to have been given as of the date shown on the
postmark. Written notice may be tendered in person, in which case the date of notice shall be the
written date of receipt.

Section 31.2. Continuing Effect

Notwithstanding any provision of this Article or Agreement to the contrary, this
Agreement shall remain in full force and effect after any expiration date while negotiations or
Resolution of Impasse Procedure are continuing for a new Agreement or part thereof between the
parties.

Section 31.3. Negotiation Procedures

The parties agree that if either side decides to reopen negotiations making any changes in
the Agreement, the other pairty may so notify the other at least ninety (90) days and no more than
one hundred twenty (120) days prior to the expiration of this Agreement or the extension thereof.
In the event such notice to negotiate is given, then the parties shall meet not later than fifteen
(15) days after the date of receipt of such notice, or at such reasonable times as are agreeable to
both parties for the purposes of negotiation. All notices provided for in this Agreement shall be
served upon the other party by certified mail, return receipt requested.

SIGNATURES




IN WITNESS WHEREOF, the parties hereto have affixed their signatures this A1) day

ofwzow.

FOR THE EMPLOYER:

Dt G

Coles County Sheriff

Coles County Board Chairman

FOR THE LABOR COUNCIL:

omas Williamson, Labor Committee

(o

. Labor Committee

Mo Mya UL

Marcie Miner, Labor Committée

/

Tlliam Jarvis, Fietd eprégentative -
Illinois F.O.P. lsabarCouncil
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APPENDIX B - PATROL SALARIES

Current | 12/1/2012 | 12/1/2013 [Anniversary | 12/1/2014 |Anniversary | 12/1/2015 |Anniversary
Step Salaries 2% 2% 2% 3.00%
Start $36,245 | $36,969.53 | $37,708.92 $38,463.10 $39,616.99

After | $37,623 | $38,375.47 | $39,142.97 | $39,942.97 | $40,741.83 | $41,541.83 | $42,788.09 | $43,588.09
After 2 $39,006 | $39,786.58 | $40,582.31 | $41,382.31 | $42,209.96 | $43,009.96 | $44,300.26 | $45,100.26
After 3 $39,696 | $40,489.55 | $41,299.34 | $42,099.34 | $42,941.33 | $43,741.33 | $45,053.57 | $45,853.57
After 4 $41,078 | $41,899.63 | $42,737.62 | $43,537.62 | $44,408.37 | $45,208.37 | $46,564.62 | $47,364.62
After 5 $41,767 | $42,602.60 | $43,454.65 | $44,254.65 | $45,139.74 | $45,939.74 | $47,317.93 | $48,117.93
After 6 $42,456 | $43,305.56 | $44,171.67 | $44,971.67 | $45,871.11 | $46,671.11 | $48,071.24 | $48,871.24
After 7 $43,151 | $44,013.71 | $44,893.98 | $45,693.98 | $46,607.86 | $47,407.86 | $48,830.10 | $49,630.10
After 8 $43,840 | $44,716.68 | $45,611.01 | $46,411.01 | $47,339.23 | $48,139.23 | $49,583.41 | $50,383.41
After 9 $44,533 | $45,423.79 | $46,332.26 | $47,132.26 | $48,074.91 | $48,874.91 | $50,341.16 | $51,141.16
After 10 | $45,222 | $46,126.76 | $47,049.29 | $47,849.29 | $48,806.28 | $49,606.28 | $51,094.47 | $51,894.47
After 11 | $45,913 | $46,830.76 | $47,767.38 | $48,567.38 | $49,538.72 | $50,338.72 | $51,848.88 | $52,648.88
After 12 | $46,606 | $47,537.87 | $48,488.63 | $49,288.63 | $50,274.40 | $51,074.40 | $52,606.63 | $53,406.63
After 13 | $47,296 | $48,241.87 | $49,206.71 | $50,006.71 | $51,006.85 | $51,806.85 | $53,361.05 | $54,161.05
After 14 | $47,984 | $48,943.81 | $49,922.68 | $50,722.68 | $51,737.14 | $52,537.14 | $54,113.25 | $54,913.25
After 15 | $48,331 | $49,297.88 | $50,283.84 | $51,083.84 | $52,105.51 | $52,905.51 | $54,492.68 | $55,292.68
After 16 | $49,019 | $49,999.81 | $50,999.81 | $51,799.81 | $52,835.81 | $53,635.81 | $55,244.88 | $56,044.88
After 17 | $49,708 | $50,701.75 | $51,715.78 | $52,515.78 | $53,566.10 | $54,366.10 | $55,997.08 | $56,797.08
After 18 | $50,397 | $51,404.72 | $52,432.81 | $53,232.81 | $54,297.47 | $55,097.47 | $56,750.39 | $57,550.39
After 19 | $51,092 | $52,113.90 | $53,156.17 | $53,956.17 | $55,035.30 | $55,835.30 | $57,510.36 | $58,310.36
After 20 | $51,780 | $52,815.83 | $53,872.15 | $54,672.15 | $55,765.59 | $56,565.59 | $58,262.56 | $59,062.56
After 21 | $52,469 | $53,518.80 | $54,589.17 | $55,389.17 | $56,496.96 | $57,296.96 | $59,015.87 | $59,815.87
After22 | $53,164 | $54,226.94 | $55,311.48 | $56,111.48 | $57,233.71 | $58,033.71 | $59,774.72 | $60,574.72
After 23 | $53,854 | $54,930.95 | $56,029.57 | $56,829.57 | $57,966.16 | $58,766.16 | $60,529.14 | $61,329.14
After 24 | $54,542 | $55,632.88 | $56,745.54 | $57,545.54 | $58,696.45 | $59,496.45 | $61,281.34 | $62,081.34
After 25 | $55,231 | $56,335.85 | $57,462.57 | $58,262.57 | $59,427.82 | $60,227.82 | $62,034.65 | $62,834.65
After 26 | $55,925 | $57,043.99 | $58,184.87 | $58,984.87 | $60,164.57 | $60,964.57 | $62,793.51 | $63,593.51
After 27 | $56,614 | $57,745.93 | $58,900.85 | $59,700.85 | $60,894.86 | $61,694.86 | $63,545.71 | $64,345.71
After 28 | $57,220 | $58,364.00 | $59,531.28 | $60,331.28 | $61,537.91 | $62,337.91 | $64,208.05 | $65,008.05
After 29 | $57,852 | $59,008.99 | $60,189.17 | $60,989.17 | $62,208.96 | $63,008.96 | $64,899.23 | $65,699.23
After 30 | $58,483 | $59,652.95 | $60,846.01 | $61,646.01 | $62,878.93 | $63,678.93 | $65,589.30 | $66,389.30
After 31 | $59,116 | $60,297.94 | $61,503.90 | $62,303.90 | $63,549.98 | $64,349.98 | $66,280.48 | $67,080.48
After 32 | $59,769 | $60,964.68 | $62,183.97 | $62,983.97 | $64,243.65 | $65,043.65 | $66,994.96 | $67,794.96
After33 | $60,423 [ $61,631.41 | $62,864.04 | $63,664.04 | $64,937.32 | $65,737.32 | $67,709.44 | $68,509.44
After34 | $61,077 | $62,298.14 | $63,544.11 | $64,344.11 | $65,630.99 | $66,430.99 | $68,423.92 | $69,223.92
After35 [ $61,729 | $62,963.84 | $64,223.12 | $65,023.12 | $66,323.58 | $67,123.58 | $69,137.29 | $69,937.29

SGT Stipend $2,500
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LT Stipend $3,400




PATROL - NEW HIRES AFTER DECEMBER 1, 2012

12/12012 | 12/1/2013 12/12014 | 12/1/2015
Step 2% 2% 3%

Start $36,969.53 | $37.708.92 | $38.463.10 | $39,616.99
After 1 $37,769.53 | $38,508.92 | $39,263.10 | $40,416.99
After 2 $38,569.53 | $39,308.92 | $40.063.10 | $41,216.99
After 3 $39,369.53 | $40,108.92 | $40,863.10 | $42,016.99
After 4 $40,169.53 | $40,908.92 | $41,663.10 | $42,816.99
After S $40,969.53 | $41,708.92 | $42.463.10 | $43,616.99
After 6 $41,769.53 | $42,508.92 | $43,263.10 | $44,416.99
After 7 $42,569.53 | $43.308.92 | $44.063.10 | $45216.99
After 8 $43,369.53 | $44,108.92 | $44,863.10 | $46,016.99
After 9 $44,169.53 | $44,908.92 | $45,663.10 | $46,816.99
After 10 $44,969.53 | $45,708.92 | $46,463.10 | $47,616.99
After 11 $45,769.53 | $46,508.92 | $47.263.10 | $48.416.99
After 12 $46,569.53 | $47,308.92 | $48,063.10 | $49,216.99
After 13 $47,369.53 | $48,108.92 | $48.863.10 | $50.016.99
After 14 $48,169.53 | $48,908.92 | $49.663.10 | $50,816.99
After 15 $48,969.53 | $49,708.92 | $50.463.10 | $51,616.99
After 16 $49,769.53 | $50,508.92 | $51.263.10 | $52,416.99
After 17 $50,569.53 | $51,308.92 | $52.063.10 | $53,216.99
After 18 $51,369.53 | $52,108.92 | $52.863.10 | $54,016.99
After 19 $52,169.53 | $52,908.92 | $53.663.10 | $54,816.99
After 20 $52,969.53 | $53,708.92 | $54,463.10 | $55,616.99
After 21 $53,769.53 | $54,508.92 | $55263.10 | $56,416.99
After 22 $54,569.53 | $55,308.92 | $56.063.10 | $57,216.99
After 23 $55,369.53 | $56,108.92 | $56.863.10 | $58.016.99
After 24 $56,169.53 | $56,908.92 | $57.663.10 | $58,816.99
After 25 $56,969.53 | $57,708.92 | $58,463.10 | $59,616.99
After 26 $57,769.53 | $58,508.92 | $59,263.10 | $60,416.99
After 27 $58,569.53 | $59,308.92 | $60.063.10 | $61,216.99
After 28 $59,369.53 | $60,108.92 | $60,863.10 | $62,016.99
After 29 $60,169.53 | $60,908.92 | $61,663.10 | $62,816.99
After 30 $60,969.53 | $61,708.92 | $62,463.10 | $63,616.99
After 31 $61,769.53 | $62.508.92 | $63.263.10 | $64,416.99
After 32 $62,569.53 | $63.308.92 | $64.063.10 | $65216.99
After 33 $63,369.53 | $64,108.92 | $64,863.10 | $66,016.99
After 34 $64,169.53 | $64,908.92 | $65.663.10 | $66,816.99
After 35 $64,969.53 | $65,708.92 | $66.463.10 | $67,616.99

SGT Stipend $2,500
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LT Stipend $3,400




APPENDIX C - CORRECTIONS SALARIES

Current 12/1/2012 | 12/1/2013 | Anniversary | 12/1/2014 | Anniversary| 12/1/2015 | Anniversary
Step Salaries 2% 2% 2% 3.00%
Start $32,289 | $32,934.96 | $33,593.66 $34,265.54 $35,293.50
After | $33,672 | $34,345.04 | $35,031.94 | $35,831.94 | $36,548.58 | $37,348.58 | $38,469.04 | $39,269.04
After 2 $35,049 | $35,749.94 | $36,464.94 | $37,264.94 | $38,010.24 | $38,810.24 | $39,974.55 | $40,774.55
After 3 $36,433 | $37,162.09 | $37,905.34 | $38,705.34 | $39,479.44 | $40,279.44 | $41,487.83 | $42,287.83
After 4 $37,810 | $38,565.96 | $39,337.28 | $40,137.28 | $40,940.03 | $41,740.03 | $42,992.23 | $43,792.23
After 5 $38,505 | $39,275.14 | $40,060.64 | $40,860.64 | $41,677.86 | $42,477.86 | $43,752.19 | $44,552.19
After 6 $39,193 | $39,977.07 | $40,776.62 | $41,576.62 | $42,408.15 | $43,208.15 | $44,504.39 | $45,304.39
After 7 $39,881 | $40,679.01 | $41,492.59 | $42,292.59 | $43,138.44 | $43,938.44 | $45,256.59 | $46,056.59
After 8 $40,571 | $41,381.98 | $42,209.62 | $43,009.62 | $43,869.81 | $44,669.81 | $46,009.90 | $46,809.90
After 9 $41,266 | $42,091.16 | $42,932.98 | $43,732.98 | $44,607.64 | $45,407.64 | $46,769.87 | $47,569.87
After 10 | $41,954 | $42,793.09 | $43,648.95 | $44,448.95 | $45,337.93 | $46,137.93 | $47,522.07 | $48,322.07
After 11 | $42,643 | $43,496.06 | $44,365.98 | $45,165.98 | $46,069.30 | $46,869.30 | $48,275.38 | $49,075.38
After 12 | $43,337 | $44,204.20 | $45,088.29 | $45,888.29 | $46,806.05 | $47,606.05 | $49,034.24 | $49,834.24
After 13 | $44,026 | $44.906.14 | $45,804.26 | $46,604.26 | $47,536.35 | $48,336.35 | $49,786.44 | $50,586.44
After 14 | $44,715 | $45,609.11 | $46,521.29 | $47,321.29 | $48,267.71 | $49,067.71 | $50,539.75 | $51,339.75
After 15 | $45,405 | $46,313.11 | $47,239.37 | $48,039.37 | $49,000.16 | $49,800.16 | $51,294.16 | $52,094.16
After 16 | $46,098 | $47,020.22 | $47,960.62 | $48,760.62 | $49,735.84 | $50,535.84 | $52,051.91 | $52,851.91
After 17 | $46,788 | $47,724.22 | $48,678.71 | $49,478.71 | $50,468.28 | $51,268.28 | $52,806.33 | $53,606.33
After 18 | $47,477 | $48,426.16 | $49,394.68 | $50,194.68 | $51,198.57 | $51,998.57 | $53,558.53 | $54,358.53
After 19 | $48,165 | $49,128.09 | $50,110.65 | $50,910.65 | $51,928.87 | $52,728.87 | $54,310.73 | $55,110.73
After 20 | $48,861 | $49,838.31 | $50,835.07 | $51,635.07 | $52,667.77 | $53,467.77| $55,071.81 | $55,871.81
After 21 | $49,559 | $50,550.59 | $51,561.60 | $52,361.60 | $53,408.84 | $54,208.84 | $55,835.10 | $56,635.10
After 22 | $50,237 | $51,242.17 | $52,267.02 | $53,067.02 | $54,128.36 | $54,928.36 | $56,576.21 | $57,376.21
After 23 | $50,926 | $51,944.11 | $52,982.99 | $53,782.99 | $54,858.65 | $55,658.65 | $57,328.41 | $58,128.41
After24 | $51,621 | $52,653.29 | $53,706.35 | $54,506.35 | $55,596.48 | $56,396.48 | $58,088.37 | $58,888.37
After 25 | $52,309 | $53,355.22 | $54,422.33 | $55,222.33 | $56,326.77 | $57,126.77 | $58,840.57 | $59,640.57
After 26 | $52,922 | $53,980.54 | $55,060.15 | $55,860.15 | $56,977.36 | $57,777.36 | $59,510.68 | $60,310.68
After 27 | $53,238 | $54,302.52 | $55,388.57 | $56,188.57 | $57,312.34 | $58,112.34 | $59,855.71 | $60,655.71
After 28 | $53,554 | $54,625.53 | $55,718.04 | $56,518.04 | $57,648.41 | $58,448.41| $60,201.86 | $61,001.86
After 29 | $53,870 | $54,947.51 | $56,046.46 | $56,846.46 | $57,983.39 | $58,783.39 | $60,546.89 | $61,346.89
After 30 | $54,187 | $55,270.53 | $56,375.94 | $57,175.94 | $58,319.46 | $59,119.46 | $60,893.04 | $61,693.04
After 31 | $54,818 | $55,914.48 | $57,032.77 | $57,832.77 | $58,989.43 | $59,789.43 | $61,583.11 | $62,383.11
After 32 | $55,135 | $56.237.50 | $57,362.25 | $58,162.25 | $59,325.49 | $60,125.49 | $61,929.26 | $62,729.26
After 33 | $55,450 | $56,559.47 | $57,690.66 | $58,490.66 | $59,660.48 | $60,460.48 | $62,274.29 | $63,074.29
After 34 | $55,766 | $56,881.45 | $58,019.08 | $58,819.08 | $59,995.46 | $60,795.46 | $62,619.33 | $63,419.33
After 35 | $56,033 | $57,153.74 | $58,296.81 | $59,096.81 | $60,278.75 | $61,078.75{ $62,911.11 | $63,711.11

SGT Stipend $2.500
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CORRECTIONS - NEW HIRES AFTER DECEMBER 1, 2012

12/12012 | 12/1/2013 | 12/1/2014 | 12/1/2015
Step 2% 2% 3%
Start $32,934.96 | $33,593.66 | $34,265.54 | $35,293.50
After 1 | $33,734.96 | $34,393.66 | $35,065.54 | $36,093.50
After2 | $34,534.96 | $35,193.66 | $35,865.54 | $36,893.50
After 3 | $35,334.96 | $35,993.66 | $36,665.54 | $37,693.50
After4 | $36,134.96 | $36,793.66 | $37,465.54 | $38,493.50
After 5 | $36,934.96 | $37,593.66 | $38,265.54 | $39,293.50
After 6 | $37,734.96 | $38,393.66 | $39,065.54 | $40,093.50
After 7 | $38,534.96 | $39,193.66 | $39,865.54 | $40,893.50
After 8 | $39,334.96 | $39,993.66 | $40,665.54 | $41,693.50
After 9 | $40.134.96 | $40,793.66 | $41,465.54 | $42,493.50
After 10 | $40,934.96 | $41,593.66 | $42,265.54 | $43,293.50
After 11 | $41,734.96 | $42,393.66 | $43,065.54 | $44,093.50
After 12 | $42,534.96 | $43,193.66 | $43,865.54 | $44,893.50
After 13 | $43,334.96 | $43,993.66 | $44,665.54 | $45,693.50
After 14 | $44,134.96 | $44,793.66 | $45,465.54 | $46,493.50
After 15 | $44,934.96 | $45,593.66 | $46,265.54 | $47,293.50
After 16 | $45,734.96 | $46,393.66 | $47,065.54 | $48,093.50
After 17 | $46,534.96 | $47,193.66 | $47,865.54 | $48,893.50
After 18 | $47,334.96 | $47,993.66 | $48,665.54 | $49,693.50
After 19 | $48,134.96 | $48,793.66 | $49,465.54 | $50,493.50
After 20 | $48,934.96 | $49,593.66 | $50,265.54 | $51,293.50
After 21 | $49,734.96 | $50,393.66 | $51,065.54 | $52,093.50
After 22 | $50,534.96 | $51.193.66 | $51,865.54 | $52,893.50
After 23 | $51.334.96 | $51,993.66 | $52,665.54 | $53,693.50
After 24 | $52,134.96 | $52,793.66 | $53,465.54 | $54,493.50
After 25 | $52,934.96 | $53,593.66 | $54,265.54 | $55,293.50
After 26 | $53,734.96 | $54,393.66 | $55,065.54 | $56,093.50
After 27 | $54,534.96 | $55.193.66 | $55,865.54 | $56,893.50
After 28 | $55,334.96 | $55,993.66 | $56,665.54 | $57.693.50
After 29 | $56.134.96 | $56,793.66 | $57,465.54 | $58,493.50
After 30 | $56,934.96 | $57,593.66 | $58,265.54 | $59,293.50
After 31 | $57.734.96 | $58,393.66 | $59,065.54 | $60,093.50
After 32 | $58,534.96 | $59,193.66 | $59,865.54 | $60,893.50
After 33 | $59,334.96 | $59,993.66 | $60,665.54 | $61,693.50
After 34 | $60,134.96 | $60,793.66 | $61,465.54 | $62,493.50
After 35 | $60,934.96 | $61,593.66 | $62,265.54 | $63,293.50

SGT Stipend $2,500
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APPENDIX D - DUES AUTHORIZATION FORM

Illinois Fraternal Order of Police Labor Council
974 Clock Tower Drive
Springfield, Illinois 62704

I; , hereby authorize my

employer, , to deduct from my

wages the uniforn1 amount of monthly dues set by the Illinois Fraternal Order of Police Labor
Council, for expenses connected with the cost of negotiating and maintaining the collective
bargaining agreement between the parties and to remit such dues to the Illinois Fraternal Order
of Police Labor Council as it may from time to time direct. (In addition. 1 authorize my
Employer named hereinabove to deduct from my wages any back dues owed to the Illinois
Fraternal Order of Police Labor Council from the date of my employment, in such manner as it

so directs.)

Date: Signed:
Address:

City:

State: Zip:

Telephone:

Employment Start Date:
Title:

Employer, please remit all dues deductions to:

[llinois Fraternal Order of Police Labor Council
Attn: Accounting

974 Clock Tower Drive

Springfield, Illinois 62704

(217) 698-9433
Dues remitted to the Illinois Fraternal Order of Police Labor Council are not tax deductible as charitable

contributions for federal income tax purposes; however, they may be deductible on Schedule A of Form
1040 as a miscellaneous deduction.
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APPENDIX E - GRIEVANCE FORM 5
(use additional sheets where necessary) é%
[0)
Date Filed: =
Department: \~9
Grievant's Name:
Last First M.I. ﬁ
— —— L
STEP ONE o
Date of Incident or Date Knew of Facts Giving Rise to Grievance: -
@
Article(s) and Sections(s) of Contract violated: B
Briefly state the facts: 2
o
P DRSS, R 3
0
®
P
Remedy Sought: )
Given To: Date/Time:
Grievant's Signature FOP Representative Signature
EMPLOYER'S STEP ONE RESPONSE
Employer Representative Signature Position
Person to Whom Response Given Date
- I
STEP TWO

Reasons for Advancing Grievance:

Given To: Date/Time:

Grievant's Signature FOP Representative Signature

EMPLOYER'S STEP TWO RESPONSE

Employer Representative Signature Position

Person to Whom Response Given Date
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STEP THREE

Reasons for Advancing Grievance:

Given To: Date/Time:

Grievant's Signature FOP Representative Signature

EMPLOYER'S STEP THREE RESPONSE

Employer Representative Signature Position

Person to Whom Response Given Date

STEP FOUR

Reasons for Advancing Grievance:

Given To: Date/Time:

Grievant's Signature N FOP Representative Signature

EMPLOYER'S STEP FOUR RESPONSE

Employer Representative Signature Position

Person to Whom Response Given Date

REFERRAL TO ARBITRATION by Illinois FOP Labor Council

Person to Whom Referral Given Date

FOP Labor Council Representative




APPENDIX F - CLOTHING AND EQUIPMENT

In the event problems develop in regard to uniform and equipment issue, the parties agree
to meet and negotiate a list.
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APPENDIX G-1 - REIMBURSEMENT AGREEMENT (PATROL)

COUNTY OF COLES
COLES COUNTY SHERIFF

AGREEMENT FOR REIMBURSEMENT

THIS AGREEMENT is made between the County of Coles, Coles County Sheriff (hereinafter
referred to as “Employer™) and (hereafter referred to
as “Applicant”).

DECLARATIONS

The above-named Applicant has applied to the Employer for a position as a Patrol Deputy and is
in the final phases of the selection process; and

The Applicant understands that upon his or her being hired as a Patrol Deputy. the Employer will
incur various expenses, including but not limited to costs of performing background
investigations; costs of medical, psychiatric, drug screening and other employment-related
examinations; costs of providing uniforms and equipment; costs for training sessions; and

The Applicant understands that the Employer desires and intends to hire only Patrol Deputies
who will remain employed with the Employer for at least twenty-four (24) months; and

The Employer will pay the costs associated with the Applicant’s mandatory law enforcement
training. lodging and meals, (hereinafter “initial training costs™), while the Applicant is at the
Police Training Institute receiving training, provided that the Employer receives a commitment
from the Applicant that s/he will remain in the employ of the Employer as a Patrol Deputy for a
minimum of twenty-four (24) months;

TERMS

In consideration of the covenants and agreements hereafter stated, the parties mutually agree as
follows:

This AGREEMENT is entered into subject to compliance by the Applicant with all provisions of
the Constitution and laws of the United States and the Constitution and laws of the State of
Illinois.

Consideration supporting this Agreement shall be the mutual promises contained herein, and
shall not include monetary payment except as may be specifically provided.

As a condition of initial employment and training as a Patrol Deputy, the Applicant agrees to
remain in the employment of the Employer as a Patrol Deputy for at least twenty-four (24)
months, unless Applicant’s employment is terminated by mutual agreement of the parties.
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If the Applicant resigns from his or her position as a Patrol Deputy with the Employer within
twenty-four (24) months following initial employment and not by mutual agreement of the
parties, the Applicant agrees to reimburse the Employer $ , which represents the
current initial training costs at the institute, as calculated below.

The amount to be paid back will be a fraction of the amount expended by the Employer for initial
training costs at the institute as set forth above in Section 4. The numerator of the fraction to be
repaid shall be the number of months, or any part thereof, of the initial twenty-four (24) months
that the Applicant will not serve. The denominator shall be twenty-four (24). This fraction will
then be multiplied against the cost expended by the Employer for the Applicant’s initial training
at the institute. The resulting product will be the amount of money the Applicant shall reimburse
to the Employer.

In the event the Applicant dies or if due to a physical or mental condition beyond the Applicant’s
control the Applicant is unable to complete the twenty-four (24) month commitment, all costs
under this Agreement shall be deemed satisfied and the Applicant or the Applicant’s estate shall
have no further obligation to reimburse the Employer the costs.

The Employer will not seek to recover any of the costs enumerated in Section 4 above should the
Applicant be terminated or discharged from employment with the Employer.

The Applicant understands that all other terms and conditions of employment remain unchanged
by this Agreement and this Agreement in no way guarantees a right to continued employment.
All Employer rules, regulations, policies and procedures are in full effect during the Applicant’s
employment with the Employer. The Employer reserves the authority to invoke sanctions,
disciplinary actions, or discharge the Applicant during the Applicant’s employment with the
Employer.

Failure to fulfill the provisions of this Agreement shall be considered a breach of contract.

Should it become necessary for the Employer to file a lawsuit to enforce this Agreement, the
Applicant further agrees to pay all costs of the lawsuit, including reasonable attorney fees
incurred by the Employer, as well as interest allowed at the legal rate on the amount owed by the
Applicant. The Applicant specifically agrees and authorizes the Employer to withhold any and
all funds due the Applicant (including lump-sum termination pay) toward any amount due the
Employer under the provisions of this Agreement.

The full amount of any reimbursement owed by the Applicant to the Employer under the terms
of this Agreement shall be paid to the Employer within 30 days of the resignation date.

By signing this Agreement, Applicant acknowledges that Applicant has had sufficient time to

examine this Agreement, including an opportunity to consult with an attorney about the
Agreement, and fully understands its contents.
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No modification of this Agreement shall be binding unless evidenced in writing and signed by
both parties.

The parties, by placing their signatures below, acknowledge and accept the provisions,
obligations and validity of this Agreement.

Print/Type Name Print/Type Name
Applicant’s Signature Coles County Sheriff
Date a Date



APPENDIX G-2 - REIMBURSEMENT AGREEMENT (CORRECTIONS)

COUNTY OF COLES
COLES COUNTY SHERIFF

AGREEMENT FOR REIMBURSEMENT

THIS AGREEMENT is made between the County of Coles, Coles County Sheriff (hereinafter

referred to as “Employer”) and (hereafter referred to
as “Applicant”).

DECLARATIONS
A. The above-named Applicant has applied to the Employer for a position as a Corrections

Officer and is in the final phases of the selection process; and

B. The Applicant understands that upon his or her being hired as a Corrections Officer. the
Employer will incur various expenses, including but not limited to costs of performing
background investigations; costs of medical. psychiatric, drug screening and other employment-
related examinations; costs of providing uniforms and equipment; costs for training sessions; and

C. The Applicant understands that the Employer desires and intends to hire only Corrections
Officers who will remain employed with the Employer for at least twenty-four (24) months; and

D. The Employer will pay the costs associated with the Applicant’s mandatory corrections
officer training, lodging and meals, (hereinafter “initial training costs™), while the Applicant is
away from home receiving mandatory training, provided that the Employer receives a
commitment from the Applicant that s/he will remain in the employ of the Employer as a
Corrections Officer for a minimum of twenty-four (24) months;

TERMS

In consideration of the covenants and agreements hereafter stated, the parties mutually agree as
follows:

This AGREEMENT is entered into subject to compliance by the Applicant with all provisions of
the Constitution and laws of the United States and the Constitution and laws of the State of
Illinois.

Consideration supporting this Agreement shall be the mutual promises contained herein. and
shall not include monetary payment except as may be specifically provided.

As a condition of initial employment and training as a Corrections Officer, the Applicant agrees
to remain in the employment of the Employer as a Corrections Officer for at least twenty-four
(24) months, unless Applicant’s employment is terminated by mutual agreement of the parties.
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If the Applicant resigns from his or her position as a Corrections Officer with the Employer
within twenty-four (24) months following initial employment and not by mutual agreement of
the parties, the Applicant agrees to reimburse the Employer $ , Which represents the
current initial training costs at the institute, as calculated below.

The amount to be paid back will be a fraction of the total amount expended by the Employer for
initial training costs at the institute as set forth above in Section 4. The numerator of the fraction
to be repaid shall be the number of months, or any part thereof, of the initial twenty-four (24)
months that the Applicant will not serve. The denominator shall be twenty-four (24). This
fraction will then be multiplied against the cost expended by the Employer for the Applicants
initial training at the institute. The resulting product will be the amount of money the Applicant
shall reimburse to the Employer.

In the event the Applicant dies or if due to a physical or mental condition beyond the Applicant’s
control the Applicant is unable to complete the twenty-four (24) month commitment, all costs
under this Agreement shall be deemed satisfied and the Applicant or the Applicants estate shall
have no further obligation to reimburse the Employer the costs.

The Employer will not seek to recover any of the costs enumerated in Section 4 above should the
Applicant be terminated or discharged from employment with the Employer.

The Applicant understands that all other terms and conditions of employment remain unchanged
by this Agreement and this Agreement in no way guarantees a right to continued employment.
All Employer rules, regulations, policies and procedures are in full effect during the Applicant’s
employment with the Employer. The Employer reserves the authority to invoke sanctions,
disciplinary actions, or discharge the Applicant during the Applicant’s employment with the
Employer.

Failure to fulfill the provisions of this Agreement shall be considered a breach of contract.

Should it become necessary for the Employer to file a lawsuit to enforce this Agreement, the
Applicant further agrees to pay all costs of the lawsuit, including reasonable attorney fees
incurred by the Employer, as well as interest allowed at the legal rate on the amount owed by the
Applicant. The Applicant specifically agrees and authorizes the Employer to withhold any and
all funds due the Applicant (including lump-sum termination pay) toward any amount due the
Employer under the provisions of this Agreement.

The full amount of any reimbursement owed by the Applicant to the Employer under the terms
of this Agreement shall be paid to the Employer within 30 days of the resignation date.

By signing this Agreement, Applicant acknowledges that Applicant has had sufficient time to

examine this Agreement, including an opportunity to consult with an attorney about the
Agreement. and fully understands its contents.
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No modification of this Agreement shall be binding unless evidenced in writing and signed by
both parties.

The parties, by placing their signatures below, acknowledge and accept the provisions,
obligations and validity of this Agreement.

Print/Type Name | Print/Type Name
Applicant’s Signature Coles County Sheriff
Date Date
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APPENDIX H - REIMBURSEMENT AGREEMENT

COUNTY OF COLES
COLES COUNTY SHERIFF

AGREEMENT FOR REIMBURSEMENT

THIS AGREEMENT is made between the County of Coles, Coles County Sheriff (hereinafter
referred to as the “Employer”) and (hereafter referred
to as the “Employee™).

DECLARATIONS

The above-named Employee has requested under Article 23, Section 23.2 — Clothing Allowance
to have the Employer cover the cost of purchase for his or her side-arm and related accessories,
nylon gear included, at the choice of the employee; and

Consideration supporting this Agreement shall be the mutual promises contained herein, and
shall not include monetary payment except as may be specifically provided.

TERMS

In consideration of the covenants and agreements hereafter stated, the parties mutually agree as
follows:

In exchange for the Employer’s agreement to cover the cost of purchase of the Employee’s side-
arm and related accessories, nylon gear included at the choice of the employee, the Employee
agrees to reimburse the Employer for the cost of same through uniform payroll deductions over
the subsequent twelve (12) month period of employment with the Employer.

In the event that the Employee separates from employment, or is terminated from employment,
for any reason during the twelve (12) month reimbursement period and still owes the Employer
for his or her side-arm and related accessories. he or she shall have the balance due deducted
from his or her final pay and shall be responsible for paying any remaining balance post-
employment. The side-arm and related accessories shall remain the property of the Employer
until the Employees reimburses the Employer in full for same.

The Employee understands that all other terms and conditions of employment remain unchanged
by this Agreement and this Agreement in no way guarantees a right to continued employment.
All Employer rules, regulations, policies and procedures are in full effect during the Employee’s
employment with the Employer.

Failure to fulfill the provisions of this Agreement shall be considered a breach of contract.
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Should it become necessary for the Employer to file a lawsuit to enforce this Agreement, the
Employee further agrees to pay all costs of the lawsuit, including reasonable attorney fees
incurred by the Employer, as well as interest allowed at the legal rate on the amount owed by the
Employee. The Employee specifically agrees and authorizes the Employer to withhold any and
all funds due the Employee (including lump-sum termination pay) toward any amount due the
Employer under the provisions of this Agreement.

The full amount of any reimbursement owed by the Employee to the Employer under the terms
of this Agreement shall be paid to the Employer within 30 days of the resignation date.

By signing this Agreement, Employee acknowledges that the Employee has had sufficient time
to examine this Agreement. including an opportunity to consult with an attorney about the
Agreement, and fully understands its contents.

No modification of this Agreement shall be binding unless evidenced in writing and signed by
both parties.

The parties. by placing their signatures below, acknowledge and accept the provisions,
obligations and validity of this Agreement.

Print/Type Name Print/Type Name
Employee’s Signature Coles County Sheriff
Date Date
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APPENDIX - SIDE LETTER CONCERNING RESOLUTION OF IMPASSE

This side letter shall serve to confirm that the ILFOP Labor Council withdrew during
mediation for a successor collective bargaining agreement its proposal concerning Article 11 -
Resolution of Impasse in the collective bargaining agreement between the ILFOP Labor Council
and Coles County/Coles County Sheriff's Department, and no longer asserted that this language
constituted a waiver of the Union's right to submit all impasse issues - whether economic or non-
economic to interest arbitration under Section 14 of the Illinois Public Labor Relations Act. 5
ILCS 315/14. 1t is agreed between both parties that prior to negotiations over a successor
collective bargaining agreement, neither party considered such language to constitute a limitation
of the union's right to submit economic and/or non-economic issues to impasse resolution.
However, after the union having raised this issue without a satisfactory resolution, neither party
is limiting itself with respect to any argument or position that it might take with respect to this
language in the future. Should the parties ever have any dispute over the meaning of Article 11 -
Resolution of Impasse at any time in the future, the parties agree to jointly submit to the Illinois
Labor Relations Board via a request for a declaratory ruling the question of whether the language
contained in Article 11 constitutes a waiver of the Union's right to submit non-economic issues
to interest arbitration. and if it does, whether such a waiver is legally permissible.

FOR THE EMPLOYER, FOR THE UNION
Mr. Dennis L. Weedman, Attorney ecky S. Dragoo, Field Supcrvisor

Dated: September 15, 2010



APPENDIX J - MOU CONCERNING TWELVE-HOUR WORK SCHEDULES

MEMORANDUM OF AGREEMENT CONCERNING EXPERIMENTAL TWELVE
HOUR WORK SCHEDULE FOR CORRECTIONAL OFFICERS

MEMORANDUM OF AGREEMENT entered on October 6, 2010 by the Coles County
& Coles County Sheriff (“Employer”) and the 1llinois Fraternal Order of Police Labor Council
(“Union”) is as follows:

WHEREAS, the parties have concluded negotiations for a successor collective
bargaining agreement; and

WHEREAS, the parties have agreed to establish a new work schedule during an
experimental period for certain employees of the Corrections Division of the Sheriff’s
Department, excluding the Jail Administrator; and

WHEREAS, the parties wish to commemorate certain understandings reached during
collective bargaining regarding this experimental schedule without making extensive and
permanent changes to the body of their collective bargaining agreement unless and until each is
satisfied the experiment has been successful.

THEREFORE, the parties agree:

1) Assigned and Bid Shifts

Effective with the first regular schedule in 2011 2040 (January) employees assigned to
the Correctional Division shall work an experimental twelve (12) hour schedule which shall
consist of seven (7) work days within a fourteen (14) calendar day period as follows:

Monday Tuesday | Wednesday | Thursday Friday Saturday Sunday
Work Work Off Off Work Work Work
Off Off Work Work Off Off Off

At the conclusion of a fourteen (14) calendar day period described above, the schedule
shall be repeated. This pattern of work days and days off shall be in effect regardless of the day
of the week the new twelve hour schedule is first implemented.

2) Hours of Work

Employees assigned to the twelve (12) hour schedule shall work eighty (80) hours within
the fourteen (14) day period described above, with work days consisting of twelve (12) hours
each scheduled work day except for one work day which shall be a “short” work day and consist
of eight (8) hours. The selection of the eight (8) hour work day each fowrteen (14) day period
shall be made by the Employer. Employees may submit their preference in writing not less than
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thirty (30) days in advance. Employees may be given their preference. Should an employee not
state a preference, he or she may be assigned at the supervisor’s discretion. The Employer has
the option of requiring officers to utilize benefit time after eight (8) hour training sessions instead
of returning to work.

In}

3) Overtime Compensation

a) Overtime shall not be calculated on a forty (40) hour work week basis. All hours
worked in excess of twelve hours in a work day (in excess of eight on the agreed “short™ day)
and in excess of eighty in a fourteen day period shall be compensated at one and one-half times
the employee’s straight time hourly rate of pay (overtime rate). Compensatory time may be paid
in lieu of overtime payment if the employee, in his discretion, so elects at the time the overtime
hours are worked. Compensatory time will be calculated at the same rate as overtime pay. The
overtime rate shall be computed on the basis of completed fifteen (15) minute segments.

Compensatory time shall be granted at such times and in such time segments as the
Sheriff’s schedule allows, subject to operating needs. Permission to utilize compensatory time
shall not be unreasonably denied by the supervisor if operational requirements will not be
adversely affected. In the event an emergency is declared by the Employer, as many of the
employees shall be continued on duty for such number of hours as may be necessary.

b) All other provisions regarding calculating, earning and the payment of overtime in
the current collective bargaining agreement shall remain in effect and apply.

c) The hourly rate for purposes of calculating overtime shall remain as it is currently
determined under the terms of the parties’ collective bargaining agreement and shall not be
determined by utilizing the twelve hour work schedule i.e. annual salary (includes base rate with
longevity and any rank/and or specialty pay and any other compensation currently included in
the current agreement,) divided by 2080 hours.
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4) Work Shifts

Work shifts shall run from 6 a.m. to 6 p.m. and from 6 p.m. to 6 a.m. except on the
agreed “short” day which shall commence four hours later or end four hours earlier.

(a) Each shift shall consist of two platoons of employees who shall work and be off
on days opposite each other.

(b) On or before December 1st, 2010 2809, the Sheriff shall cause the shifts and
platoon assignments, the days and hours to be worked and days off to be posted for bid, and all
bargaining unit members who are to work the twelve hour schedule who have completed the
probationary period shall be permitted to select their shifts, platoons, work day and day off
rotation by seniority within their rank. The parties agree that in the event all male Correctional
Officers and/or all female Correctional Officers bid the same shift, the Sheriff may make
reassignments among the least senior identify—a—minimum-of-ene female and male offlcers
assignment-on to_ensure that each shift has a minimum of one female and one male officer
scheduled to work during each shift on each work day and-plateen-assignment in the interests
of operational and employee safety. Once bid, no rebidding shall occur absent mutual agreement
of the Union and Sheriff.

() The Scheduling Committee shall continue to evaluate the need for a power shift
during the experimental period.

(d) Pursuant to available manpower, the employee and Employer may mutually agree
to allow flex time scheduling on the 6:00 p.m. to 6:00 a.m. shift to accommodate court
appearances during the preceding or following day.

5) Holiday Pay

Employees who work on a holiday shall receive holiday compensation for only the
actual all hours worked on the holiday, using the methods of calculating holiday compensation
set forth in the current agreement depending on the circumstances leading to so working and the
hours worked.

6) Vacation, Sick. and Other Accrued Paid Leave

Paid leave shall continue to accrue at the same rate as is the current practice. Vacation,
sick leave and other accrued paid leave shall be recorded in hours and used in the same manner.
E.g. In order to take off a full twelve hour day. an employee may and will be required to use
twelve hours of accrued vacation, some other accrued paid leave or a combination thereof.

7 Voluntary Overtime:

The parties” current practice of Corrections maintaining overtime in their Division shall
continue.
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8)

Forced Overtime:

When an overtime vacancy cannot be filled on a voluntary basis, the following provisions

shall apply:

a)

b)

d)

9)

An officer working a short shift will be contacted first to work up to an additional
four (4) hours;

An officer off of the mirror platoon shall be contacted to fill any remaining
overtime (up to twelve 12) hours if the officer working the short shift was unable
to fill any of the overtime;

The employer may seek volunteers from qualified patrol deputies to fill overtime
vacancies. Interested patrol deputies shall submit their names to the Employer for
purpose of placement on a voluntary list. Disputes as to whether a patrol deputy
is qualified shall be addressed by the Scheduling Committee. The Employer
agrees to take reasonable steps necessary to qualify interested individuals so long
as such qualification process does not create additional costs or create overtime
vacancies in Patrol. The parties understand that filling of overtime under this
provision is voluntary only and patrol deputies cannot be “forced” to work
overtime.

Part-time employees at the Employer’s discretion pursuant to Article 1, Section
1.4 of the parties’ collective bargaining agreement.

The current practice of rotating employees to the bottom of the list upon working
forced overtime shall continue.

The _current practice of allowing the Jail Administrator to fill voluntary
overtime assignments shall continue.

Experimental Nature of Schedule

The parties agree that the 12 hour schedule is “experimental” in nature and shall continue
for at least one year. Ninety days prior to the end of the first year of the experimental period,
either party may notify the other in writing of its desire to terminate the experiment at the
conclusion of the one year period. or the parties may agree to continue the experimental schedule
for an additional year or years. If neither party notifies the other, the schedule shall
automatically continue for one or more additional years, with each party retaining the right to
notify the other in writing ninety days prior to the end of any subsequent year of its desire to
terminate the experiment at the conclusion of the year. If either party so notifies the other, the
experiment shall terminate and during the first full pay period after January 1* of the following
year, the employees shall be returned to the work schedules currently set forth in the parties’
contract and/or according to the current practice.
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10)  On-going Cooperation and Review:

Recognizing the experimental nature of the “twelve hour schedule,” the parties agree to
establish a Schedule Committee of representatives with equal representation of no more than six
(6) individuals total that shall meet at least monthly or more frequently as the parties deem
necessary for purposes of reviewing the progress of the experiment and making such agreed
adjustments as may be necessary to promote the experiment’s success. Any grievances raised by
an employee or the Union first shall be presented to the Schedule Committee for resolution prior
to initiating the steps of the grievance procedure in the parties’ collective bargaining agreement.

FOR COLES COUNTY & COLES FORTHE IL FOP LABOR COUNCIL
COUNTY SHERIFF
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Side Letter of Agreement: Article 21 - Hours of Work/Overtime

Article 21, Section 21.1 currently provides that “ Driving time home shall not be included
in the regular hours of work.” The parties are in agreement to convene a committee during the
term of the December 1. 2012 — November 30, 2016 collective bargaining agreement with the
express limited purpose of mid-term bargaining a modification to the above-referenced
provision. This committee shall convene by October 1. 2013 and shall adjourn on or before
November 30, 2013. There shall be no obligation by the parties to meet after November 30,
2013. If the parties are unable to agree to language replacing the above-referenced provision,
then the parties shall revert to the status quo language for the duration of the agreement. The
Employer is not waiving its rights under Article 29 — Maintenance of Standards by virtue of
entering into this Side Letter of Agreement.

FOR THE EMPLOYER: FOR THE LABOR COUNCIL:
Coles County Sheriff Labor Committee Cha m
Coles County Board Chairman Illm01s F.O.P. LaborCobuncil
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Side Letter of Agreement: IMRF Prior Military Leave Buy Back Program

The parties are in agreement to convene a committee during the term of the December 1,
2012 — November 30. 2016 collective bargaining agreement with the express limited purpose of
studying the cost of implementing a County-wide program whereby employees would be entitled
pursuant to the Pension Code and the rules and regulations of the Illinois Municipal Retirement
Fund to purchase past military service for establishing retirement service credit. The parties
recognize that the Employer is under no obligation to implement a military leave purchase
program. and the decision to implement any such program rests exclusively with the Coles
County Board.

FOR THE EMPLOYER: FOR THE LABOR COUNCIL:

Coles County Sheriff Labor Committee Chai

Coles County Board Chairman [IIm01s F O.P. Lab
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