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AGREEMENT 

set in 1 

ARTICLE 1. 

PURPOSE 

WHEREAS, it is the intent and purpose the parties to set forth 

between them tor the term hereof concerning rates of pay, wages, hours of and 

other working conditions to be observed them and the employees covered hereby to 

establish an equitable and peaceful procedure the resolution of differences; and 

WHEREAS, the parties constitutional, statutory, and inherent powers of the 

Judicial Branch of government and that no provision of this Agreement may interpreted 

or enforced in such a manner as to interfere with 

TV\''1'"'11"<;1 of the Judicial Branch; and 

the 

a 

constitutional, statutory, and inherent 

role of 



ARTICLE2. 

RECOGNITION 

The Employer reCOW:liZ<.!S the Union as and for 

Relations " as 

am<:nae:a, 5 ILCS 31 et seq. (hereinafter referred to as the "Labor Act") over ... u~ .... "· hours, 

other terms and conditions of employment for the 

classifications. 

Probation Officer/ Adult 
Probation Officer/Juvenile 
Drug Rehabilitation Court Officers 
Intensive Probation Officers 
Youth Counselors 
CRS Officers 
Homebound Officers 
Electronic Monitoring Officers 
Domestic Violence Officers 
Administrati ve!W arrant Officers 
Pretrial Officers 
Presentence Officers 

Offender Officers 
Delinquency Diversion Officers 
Conditional Discharge Officers 
Placement Coordinator 
Hybrid Officer 

no 



life this with individual in 

ARTICLE3. 

NEW CLASSIFICATIONS 

new position JS created by the the will 

inunediately notified. The Employer then set the proper the 

The Employer shall determine the proposed salary grade in relationship to: 

(a) The job content und responsibilities attached thereto in comparison with the job 

content und responsibilities of other position classifications in the Employer's 

work force; 

(b) Like positions with similar job content und responsibilities within the Kendall, 

DeKalb und Kune County Government System if available otherwise to the 

Kendall, DeKalb und Kune County Labor Market generally; und 

(c) Significunt differences in working conditions to comparable position 

classifications. 

the Union does not with the determination the proposed the 

under this oar'a2l~aoltt. Union shall within ten (I 0) a 

~·mr .. nuP'r to "'"'""""' meet 

a <tecJstcm 



ARTICLE4. 

MA.~AGEMENT RIGHTS 

amen<ltea, VU~WL£'>'-...., or lH'U'UHl'-U by a 

authority the 

~ ~~~M 

or pre:ce(:tent, to "'"'""f""' 

..... u ..... ~, but are not 

to 

to 

(a) to plan, direct, control, manage, determine, and set standards for all functions, 

operations, and of the Judiciary; 

(b) to establish the qualifications for employment and to employ employees; 

(c) to determine and establish reasonable rules of conduct and work rules; 

(d) to determine and establish work schedules and assignments; 

(e) to hire, promote, transfer, demote, evaluate, reassign, supervise, direct, schedule 

and assign employees to positions and to create, modify and eliminate positions 

within Judiciary; 

to take disciplinary actions agcurun nonprobationary employees for just cause; 

to per 

to 



(k) to determine the methods, means, organization, and number 

(n) to maintain the efficiency of Judiciary operations and """""-ttl''""". 

(o) to take action is necessary to 

emergency situations; and 

(p) to set its overall budget 

out the functions the m 

The parties agree that this Agreement has been entered into with the intent that its 

provisions should be interpreted so as to fully respect the constitutional authority and duties of 

the Judiciary, including, for example, the power to administer and supervise the administration of 

the Courts. 

ARTICLES. 

NONDISCRIMINATION 

Equal Employment Opportunity 

The Employer will continue to provide equal employment opportunity for all employees 

and develop and apply equal employment practices. 

Both not to any 

on 



discrimination or 

ARTICLE6. 

UNION SECURITY 

who on the date of 

and each employee, who becomes a member after that date, shall '""'""~'" 

during the term of this Agreement except as provided herein. Except as provided below, all new 

employees shall become members of the Union on their thirty-first (31st) day of employment 

Employees covered by this Agreement who are not members of the Union paying dues by 

voluntary payroll deduction shall he required to pay in lieu of dues, their proportionate fair share 

of the costs of the collective bargaining process, contract administration and the pursuance of 

matters affecting wages, hours and conditions of employment in accordance with the Illinois 

Public Labor Relations Act The fair share payment, as certified by the Union, shall be deducted 

by the Employer from the earnings of the nonmember employees and shall he remitted 

payday to the Union at the address designated Y.Titing to the Employer the Union. 

shall the Employer of in writing at 

amount ""v"""" 

tenets or '""'*'"""""'"' 

amount to to 



the 

The 

are unable to 

to nrr\~ffflP Fair 

UIJIJU~•<.llJI .. law. 

made. 

to a 

will on a 

The Union shall indemnifY, defend, and hold the Employer harmless against any claim, 

demand, suit or liability arising from any action taken by the Employer in complying with this 

Article. 

ARTICLE 7. 

VISITATION AND BULLETIN BOARDS 

A representative of the Union shall have reasonable access to the Employer for the 

purpose conferring with Employer and/or employees, and for the purpose of administering 

this public which must 

must the 



not have to defer or avoid intended action oec:awre of 

into acconnt 

The Employer shall provide a bulletin board in which shall 

an 

used for 

Such bulletin boards shall be placed conspicuously and 

at places readily accessible to workers in the course of employment. 

ARTICLE 8. 

SENIORITY 

Seniority is defined as the length of continuous service of an employee for the Connty 

within the Court Services Department since the employee's last date of hire. Continuous 

for purposes of the Youth Home regarding selection of shifts and days off shall mean continuous 

service time worked in the Youth Home. In the event an employee is transferred from another 

County department to the Court Services Department, he/she enters Court Services as an 

employee with the least departmental seniority, however, the transferred employee does not lose 

his/her County seniority. 

Newly-hired employees shall be considered probationary during the first nine (9) months 

of their employment with the Court Services Department and have no right to use the 

Procedure in the event of discharge. 

new oosancm 



complete 

record shall 

retirement, layoff of more than one (I) 

layofT(~ithin 5 days ofrecall). 

cases and shall 

a 

to return upon 

a employee 

work required in the job. 

unrelated to work performance shall not be considered. If there are no qualified employees 

recall,'' the Employer may fill the position by hiring new employees. 

ARTICLE9. 

HOURS OF WORK 

or 

A This Article is intended to set forth the normal hours of work in effect at the time 

of execution of this Agreement Nothing contained herein shall be construed as preventing the 

Employer from restructuring the normal workday or workweek for the purpose of promoting the 

efficiency of Court and from establishing the work schedules of employees. However, 

such changes must be approved by the Chief Judge and discussed with the Union prior to 

implementation. 

The huurs work for Court 

one 



month with 

at 

opened from 

on a 

opened 8:30 to 7:00 PM. Kendall 

per month not to two late per 

to PM. A minimum of staff will either or 

to work the extended hours. 

Due to the special nature of their work, employees working in departments such as IPS 

Probation, Drug Rehabilitation Court, Monitoring, Placement 

Homebound Detention, and other Specialized Programs may be required to work hours other 

than those stated above. 

Employees will be notified of these work schedules by their Departmental Directors. 

Modification of the employee's work schedule must be approved by supervisor. 

Employees may be provided with up to a one (I) hour unpaid lunch. Staff must take at 

least one half (Yz) hour lunch break no later than five (5) hours into their shift. 

B. Youth Home 

I. The shifts for the Youth Home are normally scheduled during the hours 

set forth below: 

Days 7:00a.m.- p.m. 

p.m. - 11 p.m. 

II p.m.­ a.m. 

all 



3. 

c. 

d. 

e. 

or 

prior to the requested switch. 

Requests must be approved by a supervisor 

needs. 

Youth Home form 

on building 

The Employer \\ill attempt to reasonable advance notice of shift 

changes. However, the parties recognize that building needs, including but not limited to 

emergencies, sick calls, and staffing requirements, frequently require short advance notice. 

4. Unless employees have selected a shift otherwise, the Employer will 

attempt to schedule staff in such a manner as to avoid turnarounds by exploring all other 

reasonable alternatives prior to scheduling an employee to work twice in the same 24-hour 

period. 

to reserve use a I) 



7. 

with the Employer, to 

and one-half (1 

to be at 

name uuJtvat•uu (IDs) to 

addition, -· .. v·~·, 

ARTICLE 10. 

OVERTIME 

employee's regular hourly rate 

will 

time off as defined below, shall be paid for work under any of the following conditions, but 

compensation shall not be paid twice for the same hours. 

It is understood that work in excess of regular hours, except as provided below, shalJ be 

compensated through the use of "comp time" at the straight-time rate, with the approva1 of the 

Employer. 

Overtime compensation shall apply to a11 work performed in excess of forty (40) hours in 

any workweek. 

If the Employer determines that corn}X:ns<:ttor time is to used as the 

rn7E>rt1rnP WOrk, the r\lli"'rTltnP. shall one and '"'"·"-uu,u (1-

hours compensatory time lf COnlpeJriSatOI 

it shall not 



to 

hours 

may over into 

or by the of next 

not excess 

ntl1XP1L!f"'r an"'""''""""'"''"''"' request to use said l'OTTTn~>Tf<::~to:rv time is l1Pt'1,1Pl1 

such time for up to one ( 1) 

next calendar up to thirty-seven one-half 

employee 

compensatory 

hours. Said compensatory hours shall include both overtime and straight-time compensatory 

hours. 

Employees will allowed to use accumulated compensatory time when late, once a 

month, up to fifteen (15) minutes with a supervisor's approval. Abuse of this provision will 

cause employee to be subject to disciplinary action in accordance with this Agreement, provided 

however, that up to three (3) such uses of accumulated compensatory time in a calendar as 

described above in this paragraph, shall not be used as a basis for discipline. 

ARTICLE ll. 

HOLIDAYS 

An official list of paid holidays is determined annually by the Supreme Court 

1VHtuar;;> shall by Supreme Court or the Chief Judge 

sub1ect to 



in lieu holiday 

in accordance with past nrar-tu•a 

If a holiday falls within an employee's scheduled vacation, such if otherwise 

eligible, shall use the holiday in place vacation day. 

ARTICLE 12. 

DISCIPLINE 

Termination and Disciplinary Action 

The Employer shall not discharge or suspend any employee except for just cause. The 

Employer agrees to apply the principles of progressive discipline where applicable and hereby 

declares an intent to utilize written reprimands, whenever possible and appropriate, prior to the 

use of suspension or discharge. 

The requirement to utilize corrective written reprimands as referenced above shall not be 

held to apply to an offense which is severe or indicates some significant shortcoming which 

renders the employee's continuance in his position in some way detrimental to the Employer. 

For discipline other than oral or written reprimands, before final notification to the 

employee of the contemplated measure of discipline to be imposed, the Employer shall meet 

with the employee involved and will inform the employee of the reason for such contemplated 

"
1
"'"'""' "'''"J'"· including, if appropriate, any names of vvuJll'-"''~"' and 

to shall 



Disciplinary ""n""" 

as part 

discipline; 

excess two 

ARTICLE 13. 

VACATIONS 

and shall 

with no further 

agamst the employee for 

..... ,, ..... in the file. 

The existing vacation policy of each county shall continue to apply. 

not 

B. Kane County only, all vacation earned during a year must be taken during the 

following year or it will be forfeited unless the carryover is specifically approved by the 

Employer. The allowance for carryover will be subject to the operational needs of the office and 

must be taken within sixty (60) days. Staff will be allowed to carryover a maximum of 

hours. Staff will need to send a letter requesting the carryover prior to their armiversary date to a 

Director for approval. Except as provided above, no vacation credit will be allowed to accrue 

from to 

ARTICLE 14. 

INSURANCE 

to 



health .. ,,,,ua'"""" plan """'..-.. 

offered ~tmr'\n<th 

aeJ.mt:~s and amounts defined within the plan ...,.,,,w- ... Plan 

are and 2013 are attached hereto as Appendix B. 

Em~ct11ve January 1, 2011, the Kane program, on the 

selection of plan, shall shared the County and unit employees at the 

of 

employee. 

(85%) borne by the County and fifteen percent ( 1 borne 

to 

rate 

the 

Should the County adopt plans or policies which affect employee's insurance 

benefits (including what is commonly referred to as a flexible benefit program), employees of 

Court Services in Kane county shall have the option to participate in the same plans or programs 

in the same mauner as other Kane County employees. 

During the term of this Agreement should any other group of Kane County 

employees covered by the County Health Plan receive extra. benefit or cost improvements, not to 

include the Department, employees of Kane County who are in the bargaining unit 

provided with the same benefit or cost improvements. 

term of other group 

extra "'""""'h~ 

to 



ARTICLE 15. 

PENSIONS 

the term of this to in the 

to the 1"\T'C\HHlHU'<:' of 

statutes of 

ARTICLE 16. 

ASSOCIATION DUES 

L4"'~'"1J' as already will the dues of an employee to IPCSA 

if it can be established to the Employer's satisfaction that the employee has taken an active 

in the Association. 

ARTICLE 17. 

JUVENILE JUSTICE CENTER 

When the Department of Corrections or the Administrative Office of Illinois Courts 

provides the Juvenile Justice Center \vith documentation that legally mandates to the 

work rules and/or policy and procedures, that documentation would be provided to the union. 

B. 

no act 



an group to the Sll'""""'"t••nrt.:>nt Justice 

a the The will 

Annual training will be provided the Employer to all Counselors on to 

"""'~'""'''" the at the Juvenile the 

fYH..,t'\PH i:>'U>wn•, and all orotec1we body 

will not be required to actively train new staff. Employees 

volunteer to be more actively involved in assisting new employees if desired. 

D. 

Staff that work the midnight shift the night before or the night of an in-service are not 

required to attend the meeting. lhey do, however, need to provide written notice, in advance, of 

their decision to not attend. If a staff does not attend a meeting, they must read the minutes and 

go over both the minutes and the training with a supervisor. There may be meetings that are 

mandatory for staff to attend. 

E. 

Challenge Program that as advocates to specific resiC.te:nt 

will program on a part-time This means they 

m a a week 3 



If a is not 

well the 

ARTICLE 18. 

QUALITY OF WORK LIFE 

The n<>1"f1E"C rPC'f\CJrl17P that the quality of an "'""''""r'""""' work life is an '"""'""' .. ~"' 

the ongoing relationship, and '"1'"'"""' of a 

alone (while covering all of the terms and conditions of employment) will not 

adequately cover each and ever situation that may over the course of the 

which may have a negative impact upon the parties' relationship. 

Therefore, in order to promote better day-to-day labor and management relations, a 

mutually beneficial ongoing relationship, a more stable labor/management climate to discuss 

trends and concerns in the Court Services Field, the parties agree to the formation of a "Quality 

of Work Life Committee" to function as an advisory body to the Employer and the Union on 

day-to-day matters of mutual interest that are not generally covered by their collective bargaining 

agreement. This will include discussions of security/safety issues, including those at satellite 

offices such as Aurora and Elgin, with the participation of employees, some of whom work at 

those ott1ces. 

The shall be composed unit, one (1) 

two 



any 

atscw;si<ms shall conducted in an IJlilrio~•Dnere that is ..... "''""'"'' so 

as to out practical ...... "'"" to concerns of both that are not by 

Committee shall select a Chairperson be to 

of topic matter as outlined in the Advance Notice of and {B) 

maintain an atmosphere and conduct of meetings that is informal and conducive to problem~ 

solving discussion. The position of Chairperson may be alternately selected and held between 

the parties at each meeting. 

The Committee shall choose one of the members of Management to function as 

Secretary and to prepare minutes of the meeting. The Secretary shall record the Committee's 

discussions and recommended actions which are subject to the approval of both parties before 

becoming effective. 

The Employer shall provide a meeting place for the Committee and shall allow up to one 

(l) hour 

An 

pay to compensate memtJ•ers for time spent at the meeting. 

shall be and each party to the other at 

to the me:enng,. 

the will 



ARTICLE 19. 

LEAVES OF ABSENCE 

shall be eligible for 

months of employment with the Employer. 

a leave of aos;em;e shall be submitted in ·writing by the employee to 

immediate at least ten (1 0) working prior to the of departure at 

possible. The request shall state the reason the leave of absence is being requested and the length 

of time offthat the employee desires. 

Authorization for a leave of absence must be in writing and must contain the signature of 

the employee's immediate supervisor. 

Any request for a leave of absence shall be answered promptly. Requests for immediate 

leaves (for example, immediate family sickness or death) shall be answered before the end of the 

shift on which the request is submitted. 

A request tor a short leave absence (defined as a leave not ex<~ee~am one (1) month) 

shall be within five (5) working days. A request for a leave of absence """'·"'"'"'H''"' one 

) month shall be within ten (1 0) working days. 



Family and Medical 

provisions with the 

The Bereavement policy of each county shall continue to apply to 

working in said county. In addition to the Employee's defined "immediate family" the following 

members are to be added into each of the three counties: current step--parents (s) and current 

domestic partners as defined by the IHinois Civil Unions Act 

The Kane County Sick Leave Policy which was in effect during the term of the last 

Agreement shall be changed to provide: 

Employees will be credited with five (5) short-term sick leave days if they 
have completed twelve (12) months of continuous as of 
December 1. If less than twelve (I months of continuous as of 
December I of the applicable year, the employee will be credited with 
sick at a rate one and one-quarter (1 114) days for each remaining 
"'UJ.'~""''"' quarter within that year once they have completed (6) months 

employ. 



J.:lli~~~~M~~'ill!~!Q!! --Unlike short-tem1 
is intended to provide with protection 
"'"'"•nu ..... is under a doctor's care at 

Extended sick leave is to be dnring periods 
or maternity until IMRF benefits 

An employee may utilize extended leave for himself/herself to 
health 

hospitaL 
leave if the employee a 

condition and is under a doctor's care at home or in 
certification is required to support the request for ext.en<leCI 

leave. 

ARTICLE20. 

GRIEV A.~CE PROCEDURE/ARBITRATION 

It is the intent of the parties to this Agreement that the grievance procedure set forth 

herein shall serve as a means of peaceful settlement of disputes that may arise between them as 

to the application and interpretation of this Agreement. 

Definition and Process 

A grievance is defined as a dispute or complaint arising between the parties hereto under 

or out of this Agreement or in the interpretation, application, performances, termination, or any 

alleged breach hereof, and shall be processed and disposed of in the following manner: 

within five (5) working days of the occurrence 

or within five (5) employee 



Employer shall answer to the employee, and/or the Union representative, 

within working after presentation of the grievance Step 1. 

the is not resolved at Step 1, the Union shall ten (10) 

the Employer's answer to move the grievance to the next step. 

Union and the Employer shall meet in an attempt to resolve the prior to 

any further action being taken. The Employer shall give an answer to 

employee, and Union representative, within five working days of the 

conclusion of the Step 2 meeting. 

=~ If the grievance is not resolved at Step 2, the Union shall have ten (1 0) working 

days after the Employer's answer to move the grievance to the next step. The 

grievance shall be presented to the Executive Director. The Union and the 

Employer shall meet in an attempt to resolve the grievance prior to any further 

action being taken. The Employer shall give an answer to the employee, and 

Union representative, within five (5) working days of the conclusion of the Step 3 

meeting. 

=~:..::.If the grievanee is not resolved in Step 3, the Union shall have ten ( 1 0) working 

days after the Employer's answer to move the grievance to the next step. The 

uru"!vance shall be presented to Chief Judge or his The Union will 

a 



answer in Step 

to the 

final binding 

within ten (l 0) days 

'"'""n""' to Step 5. elect to '""'''""'"' the 

Article then to <U.U' <111\A; 

Failure on the part Employer and/or Chief Judge to answer a 

shall not be deemed ac(IUH~soen(:e thereto, and Uuion may proceed to the next step. 

Any disposition of a grievance from which no appeal is taken within the time limits 

specified herein shall be deemed resolved and shall not thereafter be considered subject to this 

Article, i.e., if a grievance is not submitted or presented within the time limits set forth above, it 

shall be considered "waived," unless otherwise mutually extended by the parties. 

Binding Resolution of Grievances 

If the grievance is not settled in Step 4, or no answer is given within the specified time, 

the Union may request by written notice to the Chief Judge, within five (5) working days after 

his receipt of the Step 4 answer, or after such answer was due, whichever occurs that 

by binding arbitration. 

ten l 

or 



provide a panel of (5) Both the Employer and the Union shall have the right to 

two (2) names from the paneL The party requesting arbitration shall the name; 

the other party shall then 

the arbitrator. 

The decision of the arbitrator shall be final and binding on the parties, the cost of 

arbitrator's "'"''"'1"'''" and the proceedings shall be borne equally by the Employer and the Union. 

However, each party shall be responsible for compensating its own representatives and 

If either party desires a verbatim record of the proceedings, it may cause a 

record to be made, providing it pays for the record and makes a copy available to the arbitrator. 

If the other party desires a copy, it shall pay one-half (1/2) the transcription fee and the cost of 

duplicating its copy. 

ARTICLE2l. 

NO STRIKE - NO LOCKOUT 

Strike Prohibited 

No employee shall engage in any strike, sit-down, sit in, slowdown, cessation or stoppage 

or interruption of work, boycott, or other interference with the operations of the Employer during 

the term this Agreement. 

and shall not 



In affrhftr>M to any other liability, 1'1?'f'lr'\Pi1lu or by applicable 

a sit slowdown, "'"'"'"'"••"'" or 

or other int<~rt€~reJ1Ce with the nrv•r<:>t"tr>rlc of the Employer occur, 

of work, boycott 

twenty 

(b) 

a request by the shall: 

Employer in writing action by the 

or sanctioned by Union. 

Notify employees of its disapproval of such action and instruct such 

cease such action and return to work immediately. 

has not been 

to 

(c) Post notices at Union Bulletin Boards advising that it disapproves of such action 

and instructing employees to return to work immediately. 

Discharge for Violation 

The Employer may discharge or discipline any employee who violates this Article and 

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

No Lockout 

The Employer that it will not lock out employees during the term of this 

event 



ARTICLE22. 

LIMITATIONS OF AGREEMENT 

the or inherent judicial powers of the Judiciary or with 

the application a rule or the Illinois Supreme Court may be an 

,.rn ......... r .. ,., a:tl:e<:tiu,}.!. the Court's uu .......... .,., as reasonably determined by the m 

of 

constitutional, statutory, or inherent administrative powers of the Judiciary may be enforced, but 

the unenforceability of any such provision due to the emergency shall not cause loss of wages or 

economic benefit to the members of the bargaining unit. The Union may raise other 

stemming from the way the emergency was dealt with pursuant to this Agreement 

Savings Clause 

If any Article of this Agreement or any addenda thereto shall be held invalid by operation 

of law or by any tribunal of competent jurisdiction, or if compliance with or enforcement of 

Article should be restrained by such tribunal, the remainder of this Agreement and addenda shall 

not be affected thereby, and the parties shall immediately negotiate a substitute the 

Article or portion thereof. 

ARTICLE23. 

it 



Absent an situation, prior to the Employer its policy involving the 

subcontracting of work a unit area, when such change amounts to a 

significant deviation from past practice resulting in loss of work of bargaining unit 

the Employer shall notify the and offer the Union 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. 

Prior to subcontracting of bargaining unit work, the Employer, the Union, and the 

proposed subcontractor shall meet to discuss the employment of employees subject to layoff. 

The Employer will request tbat the subcontractor hire laid-off employees. 

ARTICLE24. 

WAIVER 

The parties acknowledge that during the negotiations which resulted in this Agreement, 

each had the unlimited right and opportunity to make demands and proposals \vith respect to any 

subject or matter within the area of collective bargaining, and that the understandings and 

agreements arrived at by the parties after the exercise of that right and opportunity are set forth in 

this Agreement. Therefore, the Employer and the Union, for the life of this Agreement, 

voluntarily unqualifyingly waives the right, and each that the other shall not be 

resr>ect to 

sm:>Jel::t or matter not 

or 

or 



in 

ARTICLE2S. 

WAGES AND EVALUATIONS 

rates and Step Plan 

the term of this 

Plan is suspended 

are reqnired to meet the performance 

Office of the Illinois Courts. 

term 

required by 

Each employee in the Court Services Department shall be evaluated on an annual basis. 

The Job Responsibility and Performance Standards (the 5 point system) will be used during the 

term of the Agreement An employee's performance evaluation shall be reviewed with the 

employee and the employee's comments shall be taken into consideration. In addition, the 

currently agreed upon Monthly Feedback Report for the Youth Counselors is attached as 

Schedule C. 

An employee's signature shall signifY only that he or she has been given his or her 

performance evaluation; the employee's performance evaluation may not be altered subsequently 

without the employee's concurrence. 

the event that the supervisor performance evaluation 

or 

to 



actual casetnaos or 

take into cm1st<1enancm 

to during the perfonnance evaluation orcrce~:;s 

that in completing an employee's perfonnance 

i"u~,r."\f"tt1C1Tl are to be •;nrr>HH>n in 

If an employee objects to his/her evaluation. utilize the procedure 

up to and including Step 4 of the grievance prcrce11ure. 

subject to arbitration. 

The Employer's evaluation not be 

The Union and Employer will continue as part of a Joint Committee to review and refine 

the current evaluation/job perfonnance system. Final approval must be given by the Union, the 

Chief Judge and the AOIC. 

ARTICLE26. 

AUTOMOBILE USAGE 

The Employer will pay for the current IRS rate for work-related personal car usage. 

ARTICLE27. 

TERM ArlillD SIGNATURE 

until 3. It 



or to 

or 

that if either to reopen upon tc;u,au"•uvH, 

making any in the Agreement, other party so notify the other at 

days and not more than one hundred and 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 no later than ten (1 0) 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 registered mail, return 

receipt requested. 

WITNESS WHEREOF, the parties hereto have affixed their signatures. 



SCHEDULE A 

(SCHEDULE A STEP PLAN IS SUSPENDED 
DURING THE TERM OF THIS AGREEMENT) 

will be distributed based upon a 10-step is set forth below: 

Probation Youth 

0 $33,561.12 $31,500.00 $31,500.00 
1 $34,799.01 .75 
2 $36,400.63 $33.704.76 $33,704.76 
" $38,075.98 $3 .) 

4 $39,828.43 $36,878.68 $36,878.68 
5 $41,661.54 $38,576.03 $38,576.03 
6 $43,579.01 $40,351.49 $40,351.49 
7 $45,584.74 $42,208.68 $42,208.68 
8 $47,682.78 $44,1 .33 $44,151 
9 $49,877.39 $46,183.40 $46,183.40 
10 $52,173.00 $48,309.00 $48,309.00 

The starting salary is listed as Step 0. All pay increases occur on December 1, \Vith the 

exception of new employees, who will move to Step 1 six months from their date of hire. For 

the first year, any new employees who have been employed for less than months will move to 

the new Step 0. No employee will receive more than one pay increase within one year there 

must be a minimum 12 months between pay increases) with the exception of the first contract 

when new are moved to the new base number (Step 0) and subsequently to 1 at 

months. of the contract, employees plan. 

slot 

amount a lump sum so 

sum 



When 

they will 

nr'"'","'"' an equal or ar"''~t-

probation they will 

""~'"""''=, will 

a or 

plan at the step to their current 

If a in Special Units to a 

;:>1v1.u:;u in on the same number they held in 

step in step plan the current 



L 

SCHEDULE A-1 

0, the Employer to a 

would be as follows: 

Probation 
Special Units 

$1 095 across the board. 

$37,844-

12/1/11, the Employer to a salary increase of across the 

Probation Officers/Youth Counselors 
Special Units 

$36,321 - $52,889 
$38,976 $56,869 

Effective 12/1112, the Employer agrees to a salary increase of 2.99% across the board. 

Ranges for staff would be as follows: 

2. 

Probation Officers!Y outh Counselors 
Special Units 

$37,407- $54,470 
$40,141 -$58,569 

submitted to the Union. The monthly stipend provided to the officers designated Senior PO or 

Senior Detention Officer would be $100. The selection process for these officers would be as 

delineated in the "Career Path Policy" document. No staff can be "forced" into the position, but 

must voluntarily apply for the position. The Union can appoint one ex-officio member from the 

which the 



Name: 

Date: 

Company: 

Address: 

SCHEDULED 

GRIEVANCE 

Employee's Information 

Home Phone: 

Time of Report: 

Company Information 

Work Phone: 

Direct Supervisor: 

Section of Contract or Company Policy/Procedure Violated: ---------~ 

Nature of Grievance: 

Settlement Request: ---------------------------



MONTHLY FEEDBACK REPORT (SCHEDULE Q 

MONTH: 
TAFF: 
UPERVJ OR: 

DATEJS ED: 

Unsatisfactory Need Salisfactory Exceeds E ceptional 
lmproveraenr 

afety and Security 

Supervi ion! 
Resident Interaction 

Polley and Pro<'edure 
Compliann 

Record Keeping 

Custodial Duties 

Adml sions/ 
Releases 

Program PartidpationJ 
Special Projects 

I GENERAL COMMENTS: 

STAFF COMMENTS: 

Youth 1 Feel 
fJ ee to respond on the Month!) , ti it 

7 



Appendix A 

16'b Judicial Circuit Court Services Drug-Free Workplace Policv 

Purpose and Goal 
The 161h Judicial Circuit Court Services (the Employer) is committed to protecting the 
health and well-being of all employees and other individuals in the workplace. Court 

that alcohol abuse and illegal drug use pose a significant threat to Court "'"''""''"'"' 
Court has established a drug-free workplace program that balances .... ., • .._"T 

individuals with the need to maintain an alcohol and drug-free environment. 

Court encourages employees to voluntarily help with drug and alcohol abuse. 

Covered Workers (Employees) 
Any individual who conducts business for Court Services, is applying for a position, or is 
conducting business on Employer property is covered by the drug-free workplace policy. The 
policy includes, but is not limited to managers, supervisors, full-time employees, part-time 
employees, contractors, interns, volunteers and applicants. 

Applicability 
The drug-free workplace policy is intended to apply whenever anyone is representing or 
conducting business for Court Services. 

Prohibited Behavior 
It is a violation of the drug-free workplace policy to use, possess, sell, trade, distribute, 
manufacture, dispense, and/or offer for sale alcohol, illegal drugs or intoxicants during the course 
of the workday. Unlav.ful use of drugs as well as being under the influence of alcohol or the 
consumption of alcohol while on duty shall be cause for discipline up to and including discharge. 

It is a violation the drug-free workplace policy to consume or possess unsealed alcohol at any 
time during the workday, or anywhere on the Employer's premises or work sites, buildint,JS or 
properties or any vehicle owned by the Employer or any vehicle not owned by the employer but 
while being in service to the Employer. 



The or unauthorized use, sale, distribution, manufacturing, or dispensing of 
prescription drugs is prohibited. It is a violation of the drug-free workplace policy to 
intentionally and/or prescription ut~, ...... ,.at:tvu;,. 

an employee is convicted of a drug statute violation, the employee shall his or 
her immediate supervisor of conv1ct10n in with a the disposition attached, no 
later than two (2) working after the conviction, unless the conviction has been """'u~'"'· 
expunged or impounded under the Criminal Identification Act. 

Searches 
Entering the Employer's property constitutes consent to searches and inspections. tt ts 
expected that all property to conduct business is county property, it is expected that 
searches can be made of any county office, common space, computers, equipment 
or desk areas at any time. However in cases where there staff use lockers with personal locks 
attached, use their personal cars to conduct home visits or have personal items such as purses or 
brief cases, then those items can only be searched with a member of law enforcement present. 
a member of law enforcement needs to be present, the employee wil1 be informed of the search 
so that they may be present also when the search is conducted. If the fails to attend the 
search (such as that of an abandoned locker) this will not preclude the search from occurring. No 
searches are to be conducted without the approval of the Executive Director or Court 
Administrator. 

Drug Testing 
To ensure the accuracy and fairness of the drug testing program, all testing will be conducted 
according to the Substance Abuse and Mental Health Services Administration (SAMHSA) 
guidelines where applicable and will include a screening test, a confirmation test; the opportunity 
for a split sample; review by a Medical Review Officer, including the opportunity fbr employees 
who test positive to provide a legitimate medical explanation, such as a physician's prescription, 
for the positive result~ and a documented chain of custody. The employee will be placed on paid 
administrative ]eave pending the test results. 

All drug-testing information will be maintained in separate confidential records. 

po1tenttal employee (applicant) may be required to participate pre-employment as 
a condition of employment following a job The applicant may begin work before the test 

are returned, but the new will to immediate if 
is a positive test 



3. or a drug-related f,u.,. ... ,, or identification of an "'""'"'n'u"'"' as 
of a criminal investigation drug use, or '"'"""""''"'"""· 

4. by ''law 

nn«:>ru~tlton for such a test must come from the Director, Court or 
"'""'"""'''""""as appointed by the At time an is directed to submit to 

susptcwn testm1~. the Employer v.ill provide the employee with oral notice briefly 
'""''"v"" ........... ,, .. 5 to the At least two personnel 
suspicions concerning an affected employee prior to 

submit the employee to The personnel must document observable 
symptoms that lead to the suspicion of alcohol or drug use or drug workplace 
violation. Once directed to do so, the employee will be transported by two supervisors, v.hen 
available, or other management personnel to the required location during their regular but 
no later than two (2) hours from the time notice is received. The employee must show photo 
identification to the testing agency upon arrival to verify their identity prior to testing. Within 
hours of the time an employee is ordered to submit to testing, the Employer shall nrn.uute> 

employee and the Union with a written notice setting forth the facts and inferences which form 
the basis of the order to test. 

The substances that will be tested for are: Amphetamines, Cannabinoids (THC), Cocaine, 
Opiates, Phencyclidine (PCP) and Alcohol. 

Testing for alcohol will be performed on site through the use of a Breathalyzer. The testing will 
be performed by a supervisor and v.itnessed by a union representative, if requested and available, 
and if not requested or available, by a second supervisor or other management personneL 
Anyone testing above .04 will be considered "under the influence" and not fit for duty. The 
employee is to be requested to accept the result in writing or must report to the Sheriffs offiee to 
be breathalyzer. (Note: The foregoing standard shall not preclude the Employer from attempt to 
show that test results between .02 and .04 demonstrate that the employee was under the 
influence, but the Employer shall bear the burden of proof in such cases) 

on;~se11ce of the metabolites of drugs will be conducted off by the of 



Consequences 
One of the goals of the drug-free 'WOrkplace is to encourage employees to voluntarily 

help with alcohol and/or drug problems. If, however, an individual violates the policy, 
are serious. 

An applicant testing for illegal drugs during the employment will have the 
of employment withdrawn and will not be considered employment in the future. 

If an employee violates the policy, he or she may be subject to disciplinary action up to and 
including immediate termination from employment If an employee who has positiVe is 
not immediately terminated, the employer, in its sole discretion, reserves the right to offer the 
employee participation in approved alcohol rehabilitation or drug abuse assistance program, at 
the employee's cost over and above any insurance coverage, as an alternative to, or 
conjunction with disciplinary action. If such a program is offered and accepted by the employee, 
then the employee must satisfactorily complete the program as a condition of continued 
employment and may be subject to periodic random testing over a set period of time, up to 12 
months, following his or her return to work. 

An employee will be subject to the same consequences of a positive test if he/she refuses the 
screening or the test, adulterates or dilutes the specimen, substitutes the specimen with that from 
another person or sends an imposter, will not sign the required forms or refuses to cooperate in 
the testing process in such a way that prevents completion of the test. 

Assistance 
Court Services recognizes that alcohol and drug abuse and addiction are treatable illnesses. 
Early intervention and support improve the success of rehabilitation. To support employees, the 
drug-free workplace policy: 

..,. Encourages employees to seek help if they are concerned that they or their family members 
may have a drug and/or alcohol problem . 

..,. Encourages employees to utilize the services of qualified professionals in the community to 
assess the seriousness of suspected drug or alcohol problems and identify appropriate sources of 
help . 

..,. Offers all "'"'"1
"'""'''"' and their family members "'""'''""'""'"' with alcohol and drug problems 

through the Program (EAP}. 



Confidentiality 
All information received by the Employer through will remain 
confidential according to applicable state and federal to this information is limited 

who have need to know in compliance with relevant laws, court orders 
ma111a:gerneru policies. 

Shared Responsibility 
A and productive drug-free workplace is achieved through cooperation shared 
responsibility. Both employees and the Employer have important roles to play. 

All employees are required to not report to work or be subject to duty while their ability to 
perform job duties is impaired due to on-duty or off-duty use of alcohol or other 

In addition, employees are encouraged to: 
..,. Be concerned about working in a safe environment 
..,. Support fellow workers in seeking help . 
..,. Use the Employee Assistance Program . 
..,. Report dangerous behavior to their supervisor. 

It is the supervisors' and managers' responsibility to: 
..,. Inform employees of the drug-free workplace policy . 
..,. Observe employee performance . 
..,. Investigate reports of dangerous practices . 
..,. Document negative changes and problems in performance . 
..,. Counsel employees as to expected performance improvement. 
..,. Refer employees to the Employee Assistance Program . 
..,. Clearly state consequences of policy violations. 

Communication 
Communicating the drug-free workplace policy to both supervisors and employees is critical to 
success. To ensure all employees are aware of their role in supporting the drug-free workplace 
program: 
..,. All employees will receive a written copy of the policy . 
..,. policy will be in orientation with new employees. 



Appendix B 

Kane County 

Plan Options 2011 

PPO Dedudible: In Netwllfk (eEIEE+11Fam) $6001$1 ,200/$1 ,800 

Out of Network (EEIEE+1/Fam) $600/$1 ,200/$1 ,800 $9001$1,800/$2,700 $1,2001$2,4001$3,500 

Out of Pocket In Network (EEIEE+1/Fam} $7501$1,5001$2,250 $1 '0001$2, 000/$3,000 $1' 5001$3,0001$4' 500 

Out of Netwllfk (EE!EE+11Fam) $2,2501$4,5001$5,750 $2,0001$4,0001$6,000 $3.0001$5,0001$9,000 

Co Pays: Physician Office Visits: 

Primary Care $20 $20 $25 

Specialist $20 $40 $45 

Emergency Services $100 $250 $250 

Rx: 

Generic $15 $10 $10 

Formulary Brand $25 $40 $40 

Non-Formulary Brand $40 $60 $60 

HMO Co Pays: Physician Office Visits: 

Primary Care $20 

Specialist $30 

Emergency Services $100 $250 $250 

Inpatient Co-pay $250 $250 $250 

Rx: 



SIDE LEITER AGREEMENT 

This Side 

and Helpers Local Union 

No. 330 and is effective during the term the Collective 

1. The parties that the Dress Code for Court Services Field and the Juvenile 
Justice Center has been revised and shall remain in effect for the term of this 
Agreement. A copy of the dress code for Court Services Field and the Juvenile 
Justice Center are attached hereto. 

2. Due to the circumstances which only at the Aurora office, the 
Employer will pay staff $60.00 per quarter to offset parking costs. Staff must 
park in meter spots or may contract with private companies to receive this 
reimbursement. Effective 2/1112 the Employer will increase the parking 
reimbursement to $65.00 per quarter. If during this contract, the Aurora office 
moves to a new location and parking becomes available at no cost, this agreement 
for parking costs will terminate. 

3. The Kendall County Treasurer will be implementing a paycheck/pay period delay 
for all employees receiving paychecks from Kendall County. Implementation of 
this delay will take place at a point in time in the future as designated by the 
Kendall County Treasurer and only if it is implemented County-wide. 

4. JJC Evaluations - The two midnight supervisors will be completing the 
evaluations for the permanent midnight staff. The proposed third shift evaluation 
form is attached. 

5. Vacant Offices Vacant space 
accordance with seniority in each specific unit 

a 

6. 

44 



payment of overtime. 

The on call be required to respond and to an location to 
trouble shoot or install new equipment. In the event the on call officer 
that is a to or replace the VOOP 
call shall contact the on call probation supervisor to am:ms:e 

Should an be called out to or trouble shoot equipment 
VOOP cases, then that time will be reimbursed at time for 

actual time from when left home until the time return to their 
home. 

Home Probation will rotate 
on call duties on the following basis: the officer may sign up for no more than 2 
nights of on call during a work week, and the officer shall not schedule 
themselves for a shift on the day following the start of an on-call shift. (For 
example, if on-call starts on Monday night over into Tuesday, there will be no 
other shifts scheduled for work on that Tuesday.) Each officer is expected to sign 
up for an equitable amount of days of on-call. During the days that the officer is 
to be on call it is expected that they will remain in a geographic location (i.e. their 
home area), and abide by a "zero-tolerance" sobriety condition that enables them 
to report to the Judicial Center in order to obtain equipment, or to meet a 
defendant that needs an equipment change-out per existing policies. 
tolerance" includes any drugs, alcohol, or prescription drugs that would cause the 
individual to be unable to appropriately operate machinery as a side-effect, or that 
would have influence on appropriate interactions with the defendants or local 
jurisdictions while completing the follow-up expectations with the on-call 
supervision. Should an have an occasion whereby they are not able to 
perform on-call duties (such as illness, hospitalization, volunteers will 

If no one to the then next officer the on-
shall over the 

be 



month. Regular Programs will be allowed to fill in the additional on a 
up Staff will be paid at the same rate as described in the Kane County 
proposal 

In DeKalb County, the Sheriff administers Bischof Law provisions. 

8. Furloughs will not be implemented for bargaining unit members during the term 
of this Agreement, unless mutually agreed otherwise. 

9. Employees of the Juvenile Justice Center who work any hours between 11 PM 
and 7:30AM, shall be paid a shift differential increase of $.75 per hour more 
the actual time worked during the aforementioned hours. Management will 
every reasonable effort to assign floating to the midnight shift on an 
basis, per current scheduling practices. 

Date: i {..-~- / / 



Employee: 
Time Period: 

Vacat ion 
Holiday Worked 
Holiday Used 
Comp Used 
Pre '89 SiCk 
Extended Ill 
Dock Pay 

Employee Signature: 

Approval Signature: 

10/1 1!2011 

Special Programs Time Sheet- Kane County 

Employee#: 
Hire Date: 

Date: 

Date: 
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POLICY: 
Court Services employees are expected to abide by the dress code. 

PROCEDURE: 
Staff are to come to work havi appropriate court attire available at all times in the event they 
are called to court. All staff dress in the appropriate attire as outlined in the dress code 
listed below. If staff have any doubts abOut their respective attire for work, they should not 
come to work in the intended attire. 

Kane County Only: 
Staff who are going out into the field may not be in the office for more than a total of 3 
hours in field or casual attire. If they stay beyond the 3 hour limit, the staff must change to 
appropriate office attire. Staff who are in the office after 5:00 pm and who have been in 
the field or are going into the field need not change into office attire. 

Kendall County Only: 
Based upon the proximity to the courtrooms, and the fact that officers may be called to 
immediately report to court, the Kendall County Presiding Judge will determine if the staff 
should change into court attire prior to checking in to Court. Should the officer have 
advanced knowledge their presence in court is or may be requested, court attire is 
required. 

SPACE INTENTIONALLY LEFT BLANK 



Swom/Adminittrative/Support Staff 

Male Staff 

Ties (Must be wom) 
Business Suits 
Blazers 
Dress Shirts (Collared/button front) 
Dress Slacks 
(Dockers. suit pants, dress pants) 
Dress Shoes 

Allowed: 

ATTACHMENT 

DRESS CODE FOR COURT SERVICES 

All Court Attire 
Dockers Style Pants 
Polo's Solid Color 
Corduroy Pants 
Sweaters 
Collared shirts 
Approved County Polo 

All court & office attire 
Jeans 
Uniform Shirts 
Cargo Pants 
Casual Shoes/Sneakers 
Caps/Hats 

• Sweaters/Vests with tie and collared shirt along with a blazer may be wom to court (The tie must be 
visible underneath the sweater/vest) 

• Collared shirts may be wom without a tie in the office; however, the shirt must be appropriately sized and 
tucked into pants. 

• Approved County Polo shirts may be worn in the office; however, polo shirts are not approved for court. 
Polg shirts must be appropriately sized. 

If the employee chooses to purchase additional approved County shirts, the logo must be altered to read only 
"Kane County name here" with no reference to Court Services. The employee may choose the color of the shirt, 
but it must be the identical style of the approved County shirts. 

Not Allowed In the Office: 
- • Cargo pants (Pants with side pockets, leg pockets or strings hanging from the side(s) or bottom) Jeans 

or denim material pants 
• Tight fitting pants or pants made of and/or lycra; sweat pants; sweat baggy 

or shorts 
• without a rolled collars 
• Printed Hawaiian shirts or shirts made of or mesh 
• Ties may not contain or any of actions or advertisements. Bolo 

ties are not to be wom 
• No caps or hats are to be wom the office 
• No sweatshirts 

Shoes Not Allowed in the Office: 
• Tennis shOes, gym sneakers athletic 
• boots 

• on rubber 

• 

Male staff wear proper foot at 



DRESS CODE FOR COURT SERVICES 

Swom/Adminjst!l!tive/Support Staff 

Female Staff 

Business Suits 
Blazers 
Dress Slacks 
Dress Blouses 
Skirts 
Dresses 

Allowed: 

All Court Attire 
Casual slacks Dockers) 
Polo's Solid Color 
Sweaters 
Blouses 
Approved County Polo shirts 

All court & offtee attire 

Jeans 
Uniform Shirts 
Casual Shoes/Sneakers 
Cargo Pants 
Caps/Hats 

• Approved County Polo shirts may be worn in the however, polo shirts are not approved for court. 
Polo shirts must be appropriately sized. 

• Sheer blouses may be worn: however, with an appropriate cami or top underneath 
• type dress shoes may be worn; the shoes are to be dress type and not casual. 
• These shoes are not to be made of rubber or foam material and must not resemble a flip flop 

If the employee chooses to purchase additional approved County shirts. the logo must be altered to read only 
County name here" with no reference to Court Services. These shirts may be purchased in different colors, but the 
style must be identical to the approved County shirts. 

Not Allowed in the Offlce: 
• Skirts more than 3 inches above the knee. Skirts made of Lycra, spandex or denim material 
• Blouses, tops, or sweaters with necklines extending more than 3" below the base of the neck 
• Cargo pents (Pants with side pockets, leg pockets or strings hanging from the side(s) or bottom) 
• Jeans or denim material pants 
• Tight fitting pants or pants made of spandex and/or Lycra; sweat pants; sweat suits, leggings, baggy 

pants or shorts 
• T·shirts, mesh or midriff shirts, halter or tube tops or backless or low-cut back shirts 
• Tank tops with thin straps 
• No caps or hats are to be worn in the office 
• No sweatshirts 

Shoes 11!21 Allowed in the Office: 
• Tennis gym sneakers or athletic type shoes 
• Work boots or hiker boots 

• 
• 

slip on rubber 
or soiled shoes 

staff are 

croc shoes 



DRESS CODE FOR COURT SERVICES 

CASUAL DAY ATTIRE AND FIELD ATTIRE 

Casus I Dsy Office Attire/ As Deemed Aporopclste by the Preslqing Juqge of Esch County: 

• (if they are not ripped, tattered, 
• Approved Polo Shirt (appropriately 
• Court attire/PrOfessional attire shirt that meets the 

staff 
• Or dothing listed under 'Allowed" court attire/office/prOfessional attire 
• No sweatshirts 

Shoes Not Allowed In the Office: 
• Tennis shoes, gym shoes, sneakers or athletic type shoes 
• Work boots or hiker boots 
• Slippers, flip flops, slip on rubber shoes, croc shoes 
• Dirty or soiled shoes 

Hosiery: 
Male staff must wear hosiery of an appropriate nature. Shoes must be worn at all times by all staff. 

Field Attire: 
• Jeans may be worn if they are not ripped, soiled, stained or tattered 
• Shirts are provided by the department and are to be worn 
• Cargo pants may be worn if they are not ripped, soiled, stained or tattered 
• Shoes may be athletic or boot {Not dirty or soiled) 
• Caps/hats may be worn in the field (may not contain any slogans or any depiction of inappropriate 

activities, actions, profanity or advertisements) 
• Approved court attire or office/professional attire (see under male and female staff) 
• Sweat pants, sweat suits, shorts or spandex pants are not allowed 

Court Attire 
On Casual Day, the guidelines for Court attire apply to any staff attending court. These are listed under the male 
and female dress code. 

Staff found In violation of the dress code will be directed to go home and return wearing proper attire. Staff in 
violation who have appropriate court attire will be allowed to change clothing in lieu of sent home. If staff 
are sent home, the must use his/her own benefit time to """''""'"' l"l.r.tn""" 

To replace Article 26; That one shirt will be purchased, budget permitting, for all probation staff who 
request them in all three counties, Four (4) shirts will be purchased for Special Programs staff annually, 
budget permitting for Kane County only, 

1 



POLICY: Uniform shirts shall be worn during the performance of Juvenile Justice 
Center job duties, unless otherwise specified by Juvenile Justice Center 
policies or management directives. Uniform shirts are to be worn for job­
related duties only, and during reasonable transportation times to and 
from work. Behavior exhibited during this time should not interfere or 
conflict with the Code of Professional Conduct for the Sixteenth 
Circuit/Court Services Employees. 

PROCEDURE: 

In order to reflect and maintain the integrity of the court, Juvenile Justice Center youth 
counselors are required to adhere to a dress code. The following standards apply: 

• Staff must wear a JJC-issued shirt/sweatshirt while on shift (logo must be 
visible). Coats/jackets that are not issued by the JJC may not be worn in 
the secure perimeter. 

• Staff must be in uniform when their shift begins. 
• Uniform polo shirts and button-up dress shirts must be size appropriate for 

each staff. 
• Current-style "Corner Stone" brand uniform polo shirts do not need to be 

tucked in; however, discontinued cotton uniform polo shirts that hang 
below staff's hips must be tucked in. It is not necessary to tuck in JJC­
I::.;:,, .. cu sweatshirts or fleece jackets, however, any shirts layered under the 
JJC sweatshirt or fleece must also be tucked 

tucked 

• 

• 
• 
• 
• 



• Shirts and pants must not be stained, discolored, or excessively wrinkled. 

Staff must maintain a well-kept, professional appearance during the hours of their 
shift. 

Staff who are found to be in violation of the dress code will directed to 
home and return wearing proper attire. If this occurs, staff will need to use 
accrued time to go home and change, in accordance with the union contract 

Note: For medical reasons, female staff who are pregnant do not need to have their 
shirts tucked in. 

At the request of staff, one day per month, on either a Saturday or a Sunday, 
they may wear a theme shirt that will be selected by the majority of staff that will 
be subject to approval by the Employer. 

Items of personal clothing that are damaged or destroyed during an emergency 
shall be replaced by the Employer (not to exceed a total of $100.00 per incident). 
This provision shall not include jewelry type items. Management will determine if 
the incident that caused the damage was a true emergency. 

Subject to the discretion of the Judge(s), Youth Counselors will be allowed to 
wear their county shirts and khaki-type pants (no jeans) in the courtrooms 
(reference section 15.2A2 of this manual. JJC-issued jackets and sweatshirts 
without collars are not allowed as court attire. 

On an annual basis, and budget permitting, the JJC will provide Youth 
Counselors with either one (1) button-up and one (1) polo gender-specific court 
shirt or two (2) polo shirts in the spring. In the fall, one (1) long-sleeved shirt and 
one (1) sweatshirt or one (1) fleece jacket and one (1) sweatshirt will be 
provided, budget permitting. Colors have been agreed upon by a subcommittee. 
No clothing issued can be worn outside of the JJC except during transportation to 
and from work. 

Two shirts will be purchased in October, 2011. Staff will not be required to tuck 
in these if they are appropriately 



II\' UMBENT: 

JOB TITL : 
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PERFORMANCE ACTION PLAN AND DEVELOPMENT OBJECTIVES 
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lolll, lal~r~. medical rec.ord.s. foldc:rs, lilc rq>OIU. cl • requ rrd by 
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WITHDRAWAL CARD 

If you leave your present employment for whatever reason, be sure to report 
to the Union office to obtain a WITHDRAWAL CARD. Your dues must be paid 
through the month in which the withdrawal card is taken. 

There is no cost for the WITHDRAWAL CARD. 
4 

You are obligated to pay dues to Local 330 until you obtain a 
WITHDRAWAL CARD. Most employers do not deduct dues from employee's 
paychecks covering periods ofleave, including but not limited to, sick leave, 
vacation periods and periods covered by Workman's Compensation. Remember, it 
is your responsibility to be certain that you are current in your dues. 

Any members three (3) months in arrears in dues shall automatically stand 
suspended at the end of the third (3rd) month. 


