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PREAMBLE _ ‘

This Agreement is _entered' into by Livingston County, Illinois, and the Sheriff of
Livingsfon County, Illinois, hereinafter referred to asl“Erriployer”, and the Fraternal Order of
Police, Livingston County Peace Officers, Lodge No. 186, and the Illinois F. O .P. Labor Council,
hereinafter referred to as the “Lodge”.

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

In considerationl of mutual promises, covenants and agreements contained herein, the
_parties hereto, by their duly authorized representative and/or agents, do mutually covenant and

agree as follows:

ARTICLE I
RECOGNITION

ecti i cri

The Employer hereby recognizes the Lodge as the sole and exclusive collective bargaining
representative for the purpose of collective bargaining on any and all matters relating to wages,
hours, and all other terms and conditions of employment of all full-time sworn patrol officers in
the bargaining unit. The bargaining unit shall include: All sworn peace officers below the rank of
Captain, and excluding the Chief of Detectives, Chief Deputy, .all supervisory positions created
above the rank of Lieutenant, the Sheriff and all other employees of the Livingston County Sheriff's
Office. A member or the members of the bargaining unit are hereinafter referred to as “erhployee”
or “employees”.

ection 2 isor .

Supervisors may continue to perform bargaining unit work which is incidental to their jobs.

They may also perform bargaining unit work in emergency situations and where such work is

necessary to train a bargaining unit employee. Such work by supervisors shall not cause any layoffs

7



of the bargaining unit employees.
ctio xif uxili n xt-Time Offic
The Employer may continue to utilize the services of the Livingston County Sheriff's Police
Auxiliary in accordance with Illinois statutes. The Employer may continue to utilize part-time

officers as relief officers or in emergencies as necessary.

ARTICLE II
NEW CLASSIFICATION, VACANCIES AND PROMOTIONS

Section 1. New Classifications

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

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

classification. If no agreement is reached within thirty (30) calendar days from the date of
inclusion, the Lodge may appeal the proposed pay grade to the 2nd step of the grievance procedure.

The second step grievance committee shall determine the reasonableness of the proposed

salary grade in relationship to: )

@ The job content and responsibilities attached thereto in comparison with the job
content and responsibilities of other position c]assiﬁcations in the Employer's work
force;

[(®) Like positions with similar job content and responsibilities within the labor market
generally;

© Significant differences in working conditions to comparable position
classifications.

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

decision.

If the decision of the second step grievance committee is to increase the pay grade of the

position classification, such rate change shall be applied retroactive to the date of its installation.

Upon installation of the new position classification, the filling of such position

classification shall be in accordance with the posting and bidding procedures of this Agreement.



Section 2. Vacancies

Vacancies Shail be created and filled in accordance with past practice using the established

Merit Commission procedures without waiver thereof. The Sheriff shall fill vacancies for new

positions by selecting the most qualified person from an eligibility list created by the Merit

Commission in accordance with past practice.

Section 3. Promotions

(a To be eligible to take promotion examinations for any rank, the employee must

meet the following requirements:

(1) Sergeant —

@

€)

Be a commissioned deputy with the Livingston County Sheriff's

Department whose duties are as defined in 720 ILCS 5/2-13 for-a “Peace

Officer”; and

 Have at least five (5) years’ experience as a deputy sheriff with the

Livingston County Sheriff's Department; or

In the case of a dépﬁty hired in at an accelerated step, a combination of at
least three (3) years’ experiencé with the Livingston County Sheriff’s
Department and a minimum of two (2) years of prior experience as a sworn
peace officer that is pre-certified by the Law Enforcement

Training Standards Board equaling a total of five (5) years’ experience.
Lieutenant —

Be a commissioned deputy with the Liviﬁ'gston County Sheriff's
Department whose duties are as defined in 720 ILCS 5/2-13 for a “Peace
Officer”; and '

- Have at least three (3) years’ experience as a sergeant with the Livingston

County Sheriff's Department.
Captain —

Be a commissioned deputy with the Livingston County Sheriff's

- Department whose duties are as defined in 720 ILCS 5/2-13 for a “Peace

Ofﬁcér”; and
Have at least one (1) years’ experience as a Lieutenant with the Livingston

County Sheriff's Department.



(b)

(4)

®)

No employee will be allowed to test for any positién as defined in
paragraph(s) (1), (2) or (3) for a period of one (1) year from the last date of
any suspensions from duty, other than suspensions with or without pay
when said deputy has been exonerated or the charge not sustained against
him.

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

leave of absence from the department

~ The testing procedure will consist of a written examination and a departmental

evaluation, with the evaluation completed before the written test is administered.

M

@)

€)

4)

®)

(6)

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

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

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

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

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

The candidate shall be allowed to review his evaluation. Where a
disagreement exists, the candidate may enter a written explanation. The

candidate and Sheriff will be allowed to select another supervisor's

10
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@

(©

®

evaluation in accordance with subparagraph (5).

(7)  Upon completioh of both departmental evaluation and written test, a
corhposite score shall be computed for all eligible applicants. The written
test score(s) shall form seventy five percent (75%) of the total score. The
Iremaining twenty percent (20%) shall be based upon the departmental
evaluation. ' |

(8)  After the candidate's scores are completed in accordance with subparagréph
(7), seniority points will be added according to the foﬂowing formula: .25
péints per year of service. The total points allowed for seniority may not
exceed a total of five (5) points. | |

(9)  After completion of subparagraphs (7) and (8), a final list ranking all

| candidates with the highest composite score ranked first, shall be made and
posted. |

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

- first. |

(11)  In the event that the list expires according to the definition of subparagraph
(10), another promotional examination will be scheduled without
unreasonable delay.

Candidates will be selected for promotion from the top four (4) positions on the list.

Placement will be decided by the numerical score of their composite ranking

(written test, departmént cvalﬁation and seniority).

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

dictate.

Any employee promoted according to the provisions of this article will be on

probation for a‘period of six (6) months within the new rank. Removal from the

position will be only for just cause relating to the ability to supervise and not be

punitive in nature. ' .

Any employee promoted according to the provisions of this article will be réquired

to successfully complete an approved management or -supervisory course of

instruction within a reasonable time period.

11



(2 Any disputes that arise in the application of this article are subject to the article
dealing with grievance and arbitration.

(h) This promotion procedure shall be effective for promotions made aﬁer July 1,
1993. Promotions made prior to this date shall be made by the Sheriff by

selecting the most qualified person in accordance with past practice.

ARTICLE III
 NON-DISCRIMINATION

tio mpl ent Opportuni
The Employer will continue to provide equal employment opportunity for all

employees, and develop and apply equal employment practices.

ion 2 Lodge ership or Activi .
Neither the Employer nor the Lodge shall interfere with the right of employees covered
by this Agreement to become or not become members of the Lodge, and there shall be no
discrimination against any such employees because of lawful Lodge membership or non-

membership activity or status.

ction 3. e of Masculine Pron
The use of the masculine pronoun in this or any other document is understood to be for
clerical convenience only, and it is further understood that the masculine pronoun includes the

feminine pronoun as well.

ARTICLE IV
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:

(@ To direct all operations of the County;

(b)  To establish reasonable work rules and schedules of work;
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(h)

)

(k)

To hire or promote from the Merit Commission eligibility list, transfér, schedule

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

positions within the County;

To suspend, discharge and take other disciplinary action.against employees under

the established work rules and regulations of the Sheriff's Police and the provisions

of this Agreement;

To lay off employees;

To maintain efficiency of County operations; -

To introduce new or improved methods or facilities;

To change existing methods or facilities; ,

To determine the kinds and amounts of services to be performed as pertains to the

County operations; and the number and kind of classifications to perform such

services;

To contract out for goods or services other than law enforcement services or as

provided in this Agreement; ;.

To determine the methods, means and personnel b); which County operations are

to be conducted:

(1)  To set patrol zones, number of squad cars per shift, assignment of cars and
equipment to personnel and to change these as needed to meet department
needs and priorities;

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

3) To determine the shift or duty assignments, the number of personnel per
shift or duty aséignments, and not to change or alter these without at least
five (5) days’ notice except in emergencies or by mutual agreement. Refusal
by the employee to agree to changes or alterations in non-emergency
situations shall not be cause for any disciplinary action against the

employee;
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(6)
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To require compliance with regular written department rules and
regulations, and to all general orders, special orders, official notices or
memorandum issued from the Sheriff of Livingston County on department
letterhead, memorandum, general or special order, or other identifiable
department documents, as well as both the Sheriff's Merit Commission rules
and regulations and the established County personnel policy and procedure

manual;

‘To require prior notification of any outside part-time employment and to set

reasonable restrictions thereon and annually to renew the notification or
provide additional notification upon a change of any outside part-time
employment.

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

To determine the proper utilization of department vehicles and equipment,
the proper cleaning, care and maintenance of those vehicles and equipment,
the number of personnel assigned to each vehicle and the location of
vehicles when not in service;

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

To schedule overtime work as required in the manner most advantageous to

the department and in accordance with this Agreement.

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

situations of emergency.

ARTICLE V
SUBCONTRACTING

Section 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
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it deems necessary in the interests of economy, improved work product, or emergency.

ARTICLE VI
F. O .P. REPRESENTATIVES

For the purposes of administering and enforcing the provisions of this Agreement, the
Employer agrees as follows:
Section 1. Grievance Procegg-ing
Reasonable time while on duty shall be permitted Lodge representatives for the purpose of
aiding or assisting or otherwise representing employees in the haridlin_g and processing of
grievances or exercising other rights set forth in this Agreement, and such reasonable time shall
be without loss of pay. ' '
ecti Lo sotiating Te
Members designated as'being on the negotiating team who are scheduled to work on a day
on which negotiations will occur, shall, for the purpose of attending scheduled negotiations, be
excused from their regular duties without loss of pay. This shall include reasonable time before
and after each session to confer with the Council rebfesentative on the matters under negotiations.
Lodge negotiators who are scheduled to work the night before scheduled contract negotiations
shall be granted reasonable time off with pay at the discretion of the Sheriff, prior to the end of his
shift. Such factors taken into consideration in determining the amount of time off shall include the
.starting time of negotiations and the duration of negotiations. If a designated Lodge negotiating
team member is in regular day- off status on the day of negotiations, he will not be compensated

for attending the session. .

ARTICLE VII

DUES DEDUCTION AND FAIR SHARE
Section 1. | Dues QeQué_tjg,r_n '
Upon receipt of a written and signed authorization form from an employee, the Employer
- shall deduct the amount of Lodge dues énd initiation fee, if any, set forth in such form and any
authorized increase thereof, and shall remit such deductions monthly té the Illinois Fraternal Order
of Police Labor Council at the address designated by the Lodge in accordance with the laws of the

State of Illinois. The Lodge shall adﬁse the Employer of any increase in dues, in writing, at least
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thirty (30) days prior to its effective date. A copy of the Dues Deduction Authorization Form is
attached hereto as Exhibit A and made a part hereof by reference.

Section 2, Dues

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

organization as to employees covered by this Agreement.

ARTICLE VIII

BILL OF RIGHTS

The provisions of the Uniform Peace Officers' Disciplinary Act, 50 ILCS 725/1, are
incorporated herein and made a part of this Agreement by reference. Nothing in this Article is
intended or should be construed to waive employee’s 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)
1 PERI par. 2020 (ISLRB, 1985).

ARTICLE IX
INDEMNIFICATION

ection Em er Re ibili
The Employer shall be responsible for, hold employees harmless from, and pay for
damages, except punitive damages, or moneys which may be adjudged, assessed or otherwise

levied against any employee covered by this Agreement arising from the performance of his duties

or assignments.
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ection 2; Legal Representation
Employees shall have legal representation provided by the Employer in any civil cause of
action brought against an employee resulting from or arising out of the performance of duties.
ecti - ation
Employees shall be required to cooperate with the Employer during the course of the
investigation, administration or litigation of any claim arising under this Article. .
ection 4 Applicabili
The Employer will provide the protection set forth in Sectioh 1 and Section 2 above, so
long as the employee is acting» within the scope of his employment and where the officer
cooperates, as defined in Section 3 above, with the Employer in defense of an action. or actions or

claims. Intentional acts-or willful acts or misconduct are not covered by this Agreement.

ARTICLE X
NO STRIKE

Séction 1. No Strike Committment

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

Section 2. Resumption of Operations

In the event of action prohibited by Sectioﬁ 1 above, the Lodge immediately shall disavow
such action and request the employeés to return to work, and shall use its best efforts to achieve a
prompt resumption of ﬁdrmal operations. The Lodge, including its officials and agents, shall not
be liaBIe for any damages, direct or ihdirect, upbn complying with the requirements of this Section.
Section 3. Lodge Liability

| Upon the failure of the Lodge to comply with the provisions of Section 2 above, any agent
or official of the Lodge who is an employee covered by this Agreement may be subject to the
provisions of Section 4 below.
Section 4. Discipline of Strikers
Any employee who violates the provisions of Section 1 of this Article shall be subject to
17



immediate discharge. Any action taken by the Employer against any employee who participates in
activities prohibited by Section 1 above, shall not be considered a violation of this Agreement and
shall not be subject to the provisions of the grievance procedure, except that the issue of whetheran
employee in fact participated in a prohibited action shall be subj' ect to the grievance and arbitration

procedure.

ARTICLE XI
RESOLUTION OF IMPASSE

In order to resolve impasses, the Employer and the Lodge agree to abide by the provisions
of Section 14 of the Illinois Public Labor Relations Act with the following exceptions:
@ All arbitration hearings shall be conducted in Pontiac, Illinois, at a mutually

agreeable location.

ARTICLE XII
PERSONNEL FILES

Section 1. Personnel Files
The Employer shall keep a central personnel file for each employee. The Employer is free

to keep working files, but material not maintained in the central personnel file may not provide the
basis for disciplinary or other action against an employee.
ectio In

Upon the 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 immediately following receipt of the requeét.

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

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

(d * Upon Writteﬁ authorization by the requesting employee, in cases where such

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

present.

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

If the employee disagrees with any information contained in the personnel record, a
removal or correction of that information may be mutually agreed upon by the
Employer and the employee. If an agreement cannot be reached, the employee may
submit a written statement explaining the employee's position. The Employer shall
attach the employee's statement to-the disputed portion of the personnel record. The
employee's statement shall be included whenever the disputed portion of the personnel
record is released to a third party as long as the disputed record is a part of the file. The
inclusion of any written statement attached in the record without further comment or
action by the Employer shall not be construed as an indication that Employer agrees
with its content. If either the Employer or the employee places in the personnel record
information which is false, the Employer or employee, whichever is appropriate, shall
have remedy through the grievance pfocedure to have that information expunged.
Pre-employment information, such as reference reports, credit checks or information
provided fo the Employer with a specific request that it remain confidential, shall not
be subject to ‘inspectior'l or.copying. _

Any written memorandums evidencing oral reprimands may be removed from all files

after one (1) year unless other disciplinary action involving the same or similar behavior

by the employee has been taken. Written reprimands may be removed from all files

after two (2) years unless other disciplinary action involving the same or similar
behavior by the employee has been taken. It shall be the responsibility of the employee
to make a request that any oral and/or written reprimands be removed from his files.

Any reprimand material not removed by a request from an employee may be used in

_any manner or in any form adverse to the employee's interest. An employee shall not
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be able to request that any reprimand material in his files be removed because of the
passage of time set forth above if there is a pending disciplinary action or grievance
involving the same or similar behavior against the employee. After the disciplinary
action or the grievance procedure has been completed, the employee may request that

any reprimand material be removed from his files because of the passage of time.

Section 3. Notification
Employees shall be given reasonable notice by Erhployer when formal, written disciplinary
documentation is placed in their personnel file.
ecti imitation on il t
It is agreed that any material and/or matter not available for inspection, such as provided
in Section 1 above, shall not be used in any manner or any forum adverse to the employee's

interests.

ection 5. e of File erial
Any information of an adverse employment nature which may be contained in any
-unfounded, exonerated or otherwise unsustained file, shall not be used against the employee in any

future proceedings.

ARTICLE XIII
DISCIPLINE AND DISCHARGE

ection iscipline and Dischar

The parties recognize the principles of progressive and corrective discipline. Disciplinary
action or measures shall include only the following:

oral reprimand

written reprimand

demotion

suspension with or without pay (notice to be given in writing)

discharge ' '

The authority of the Sheriff to suspend shall be limited to an aggregate of not more than
thirty (30) days in any twelve (12) month period. |

Disciplinary action may be ixﬁposed against an employee only for failing to fulfill his
responsibilities as an employee and for just cause. Any disciplinary action or measure imposed

against an employee may be processed as a grievance through the regular grievance procedure.
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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.

ction 2. redisciplin etin

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

nevertheless be entitled to be present as a non-active participant at any and all suchmeetings.

ection Investigatory Interviews
Where the Employer desires to conduct an investigatory interview of an employee where
the results of the interview might result in discipline, the Employer agrees to first inform the
employee that the employee has a right to dege representation at such interview. If the employee
desires such Lodge representation, no interview shall take place without the presence of a Lodge
representative. The role of the Lodge representative is limited to assisting the employee, clarifying

the facts and suggesting other employees who may have knowledge of the facts.

Section 4. Merit Commission
The Employer and the Lodge agree that the provisions of this Agreement relating to

discipline, discharge, grievance procedures and arbitration shall be in lieu of similar procedures
heretofore available under the Sheriff's Merit Commission. Provided, however, that nothing herein
shall infringe on the function of the Sheriff's Merit Commission in testing applicants for new
positions or promotions and creating eligibility lists for any such positions from which the Sheriff
shall fill any such positions. |
ARTICLE X1v , _
DISPUTE RESOLUTION AND GRIEVANCE PROCEDURE

Section 1. Definition of a Grievance

A grievance is defined as any unresolved difference between the Employer and the Lodge
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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.

Section 2, Representation

Grievances may be processed by the Lodge on behalf of an employee or on behalf of a
group of employees. The Employer may file contract grievances directly at Step 3, Section 8 of
this Article. Either party may have the grievant or-one grievant representing group grievants

present at any step of the grievance procedure, and the employee is entitled to Lodge representation
at each and every step of the grievance procedure upon his request.

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

and requested remedy apply to all employees in the group.

ection 3 ubject e
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, the signature of the grieving employee or
employees and the date.
ection 4 ime Limitatio
Grievances may be withdrawn at any step of the grievance procedure without precedent.
Grievances not appealed within the designated time limits will be treated as withdrawn grievances.
The Employer's failure to respond within the time limits shall not find in favor of the
grievant, but shall automatically advance the grievance to the next step, except Step 2. Time limits

may be extended by mutual agreement.

ction 5. Grievan essin
No employee or Lodge representative shall leave his work assignment to investigate, file
or process grievances without first making mutual arrangements with his supervisor, and such
mutual arrangements shall not be denied unreasonably. In the event of a grievance, the employee
shall always perform his assigned work task and grieve his complaint later, unless the employee
reasonably believes that the assignment endangers his safety.

Section 6, Grievance Meetings

A maximum of two (2) employees (the grievant and/or Lodge Representative) per work

shift shall be excused from work with pay to participate in a Step 1 or Step 2 grievance meeting.
The employee or employees shall only be excused for the amount of time reasonably required to
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present the grievance. The employee or employees shall not be paid for any time during which a
grievance meeting occurs outside of the employee's work shift. In the event of a grievance, the

employee shall first perform his assigned work task and file his grievance later.

ection _Steps in Procedur ,
Disputes arising under this Agreement shall be resolved as followé:

Step 1. The Lodge shall prepare a written grievance and present it to the Sheriff no later
than ten (10) business days after the employee knew or should have known of the
incident giving rise to the grievance. If the grievance concerns a financial or
economic matter, the grievance shall also be presented to the County Board
Chairperson by the Sheriff. A copy of the Grievance Form to be utilized is attached
hereto as Exhibit B and made a part hereof by reference. Within five (5) business
days after the grievance has been submitted to the Sheriff, the Sheriff (and County
Board Chairperson, if it concerns an economic or ﬁnan;:ial matter) shall meet with
the grievant and the Lodge Representative to discuss the grievance and make a good
faith attempt to resolve the grievance. The Sheriff (and County Board Chairperson,
if tht;, grievance concerns a financial or economic matter) shall respond in writing
to the grievant and the Lodge Representative within five (5) days following the
meeting. '

Step 2. If the grievance is not settled at Step 1, the grievance may be referred to in writing,
within five (5) business days after the decision of the Sheriff and County Board
Chairperson, to a Committee consisting of a designee of the Sheriff, a designee of
the County Board Chairperson, and Human Resources. Within twenty (20) businesé
days after the grievance has been filed at the Step 2 level, the designated three (3)

_person panel will meet with the Lodge and the grievant to discuss the grievance and
make a good faith effort to resolve the grievance. A written response will be
submitted to the Lodge within five (5) business dayé following the meeting.

Step 3. If the dispute is not settled at Step 2, the matter may be submitted to arbitration
within ten (10) business days after the Step 2 Panel’s written decision or the
expiration of the five (5) day period if the Employer fails to render a writtg:n
decision at Step 2. Within ten (10) business days after. the matter has been
submitted to arbitration, a Irepresentative of the Employer and the Lodge shall

attempt to mutually agree on an arbitrator. If the parties are unable to agree on an
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