B. Sick leave may be taken for personal illness, quarantine at
home, or serious illness or death in the immediate family or

household (parents, spouse, brothers, sisters, children,
grandparents, grandchildren, parents-in-law, brothers-in-law,
sisters-in-law and legal guardians). In addition to the

foregoing, sick leave may also be used to attend to the death of
aunts, uncles, nieces, nephews, step-parents, and step-children.

C. Employees shall be notified by the building principal or
his or her designee at the beginning of the school year of the
procedure for <calling in absences. Except 1in emergency
situations, a night shift employee shall notify his or her
immediate. supervisor a minimum of three (3) hours before his or
her work schedule is to begin of the need of taking said sick
leave. The Board may, through the Director of Human Resources or
his/her designee, request the employee to put in writing the
need for the use of sick leave and may require a medical
certificate, secured from a District-designated medical program,
to determine fitness to return to work or to take such leave,
all as permitted by law. Employees may discuss with the
Director of Human Resources the medical program to which they
will be referred.

For purposes of this section, Immediate Supervisor shall mean:

1. For custodial employees, the foreperson to whom the
employee is assigned;

2. For food service employees, the managers of each
campus; »
3. For clerical employees, instructional assistants,

attendance facilitators and monitors, the building
principal or his/her designee;

4. For technical support employees, the supervisor of
technology.

9.2 Personal Leave

A. Every employee shall be entitled to paid personal leave in
the amount of two (2) days per school year, which may be taken
in not less than half-day units. A half-day unit shall be
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defined as being absent one-half or less of the number of paid
hours the employee is regularly scheduled to work in a normal
work day. Personal leave is interpreted to mean an emergency or
other urgent and compelling business which cannot be transacted
outside of the employee’s regular working hours.

B. In order . to qualify for personal leave, a continuing
employee must give written notice to his or her immediate
supervisor at least two (2) work days in advance of the day the
absence is anticipated.

An employee may only usée personal leave during his or her
probationary period with the approval of his or her immediate
supervisor. In order to gain such approval, the probationary
employee must inform the immediate supervisor of the reason(s)
for the requested use of personal leave. Such information must
be provided to the immediate supervisor no fewer than two (2)
work days prior to the requested absence.

C. Personal leave may not be taken the first or last week of
the school term or on the work day immediately before or after a
school holiday or vacation.

D. Personal leave may be denied by the immediate supervisor 1if
it would result in more than 10% of the employees in that
department at that building being absent for personal leave on
any given day. This provision shall not be used to prevent the
absence due to personal leave of at least one employee in those
cases where one employee 1is more than 10% of the number of
employees in that department at that building.

E. Unused personal leave shall not accumulate annually but
shall be added to accumulated sick leave if the personal leave
is unused.

F. An immediate supervisor may, but is not required to, waive
the provisions of Sections B and C above in cases of undue
hardship and/or emergency. However, such waiver shall not

establish a precedent nor shall it be precedential.

G. For purposes of this section, Immediate Supervisor shall
mean:

_—37_




1. For custodial employees, the foreperson to whom the
employee is assigned;

2. For food service employees, the manager of each
campus;
3. For <clerical employees, instructional assistants,

attendance facilitators and monitors, the building
principal or his/her designee;

4. For technical support employees, the supervisor of
technology.
9.3 Union Business Leave

Union leave shall be limited to six (6) days per school
year with the Union paying the cost of providing a daily
substitute if the District utilizes one. The Union President
must notify the Director of Human Resources at least five days
in advance of taking union leave.

The Union president may request, and 1if requested, the
Superintendent shall grant, additional Union leave for
attendance by local leaders at state and/or national union
conventions.

The CSU President will be allowed up to sixty (60) minutes
each week (or one class period where appropriate) to conduct CSU
business, which will include meetings with District
administrators on issues of concern to the CSU. The CSU
President will meet with District administrators on his/her own
time if his/her schedule allows (i.e., President’s
shift/schedule begins after 3:00 p.m.). The CSU President will
notify his/her building administrator in advance of taking such
release time.

The Union shall be allowed to have an annual membership
meeting. The meeting shall take place on the same date as the
RTHSEA membership meeting and shall be from 2:00 p.m. to 3:00
p.m. Employees shall be released with pay to attend the meeting
if the employee’s regular working hours encompass the time
period of 2:00 p.m. to 3:00 p.m. If an employee’s regular
working hours do not encompass the time period of 2:00 p.m. to
3:00 p.m., the employee’s attendance at the Union meeting shall
be unpaid. Employees who are scheduled to work between 2:00
p.m. and 3:00 p.m. must either attend the Union meeting or
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remain working at their assigned duties. The District
administration shall have the right to require up to two (2)
bargaining unit employees to remain at each high school for
operational purposes, excepting the Union President, Vice
President, Secretary and Treasurer and any bargaining unit
members making a presentation at the meeting.

9i4 Unpaid Leaves of Absence

A continuing employee may request, and the Director of
Human Resources at his/her sole discretion may choose to grant
such employee, an unpaid leave of absence as generally described
in the Article. The terms and conditions governing such request
of leave, if granted, shall be as follows:

1. The granting or denial of any leave shall not be
deemed precedential in any respect, and no action shall lie
against the Board for granting or denying such request in whole
or in part.

2. Such leave shall be 1limited for purposes of
application and consideration to continuing employees.

3. The purpose of such leave may include the following:
a. Educational purposes;
b. Foreign, military or governmental work;
C. Health and hardship;
d. Child rearing whether by reason of maternity,

child delivery or adoption;

e. Any other reasons as determined solely by the
Board.
4, A leave request shall be submitted in writing to the

immediate supervisor stating the following reason:

a. The purpose or purposes for such leave;

b. The requested commencement date and termination
date;

c. Any applicable supporting documents.

The immediate supervisor shall mean:

a. For food service employees, the Supervisor of
Food Services;
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b. For all other employees, the Building Principal.

The immediate supervisor shall make his/her recommendation
regarding the leave request to the Director of Human Resources.

5. The Director of Human Resources shall communicate to
the employee his/her acceptance or denial of said leave request
within thirty (30) days after the employee submits the leave
request.

6. The individual shall have the right to appeal the
decision of the Director of Human Resources to the
Superintendent provided that such appeal is made within fifteen
(15) days of the Director of Human Resources’ decision. The
Superintendent may meet with the employee to discuss the leave
requested, and shall communicate to the employee his/her
acceptance or denial of said leave within thirty (30) days after
the filing of the appeal with his office.

7. If the individual requests, the individual shall have
the right to appeal to the Board of Education for ‘its
consideration of such appeal at the next regularly scheduled
Board meeting provided that at least fifteen (15) days elapse
between the decision to appeal and the next regularly scheduled
Board meeting; in other cases, the appeal shall then be
considered at the following regularly scheduled Board meeting.

8. The consideration of any appeal by the Board of
Education shall be preceded by written application for appeal
made by the employee together with copies of the original leave
request and ‘any other pertinent documents. The Board of
Education shall consider said appeals based wupon written
documents submitted and shall announce its decision and
communicate the same to the employee with copies to the Union if
the Union so requests.

9. All employees who are granted leaves shall return on
the date specified in the 1leave request as approved by the
Director of Human Resources or Board. Any extensions 1in the

leave must be preceded by written request for such extension
filed with the Director of Human Resources at least two (2)
months prior to the return date specified in the original leave
request; otherwise the extension may not be granted.
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10. Except for an employee returning from a Family and
Medical Leave, Jjob assignment upon return from leave shall
proceed according to the following provisions. Return from an
unpaid leave of more than 21 days in length shall not guarantee
the employee his or her original job or assignment but the
employee shall be returned to a position in his or her salary
group. An employee returning from an unpaid leave of 21 calendar
days or less shall be guaranteed his/her previous job. However,
in neither case shall the employee be exempted from the effects
of any reduction or cutback which may be occurring at the time of
the return from leave.

11. Time on leave is not counted towards continuous service
or employment by the Board and paid leave days shall not accrue
during said leave, as permitted by law. The employee may make
arrangements with the Illinois Municipal Retirement Fund for
pension credit at his or her own expense. Any fringe benefit
programs offered by the Board, in whole or in part, may be
continued at the employee's sole expense subject to approval of
any third party provider of benefits then in effect. Such
continuation of fringe benefits shall be at the employee's sole
expense except as 1is otherwise provided in Section 9.7 regarding
payment of contributions by the Board in the case of Family and
Medical Leave.

9.5 Jury Duty

Each employee who is summoned for jury duty and who serves
such jury duty shall not lose any pay as a result of serving such
duty. The employee on jury duty leave shall notify his/her
immediate supervisor in advance of such 1leave and shall be
entitled to retain all monies earned as jury compensation.

9.6 Workers' Compensation

A. Employees must notify their immediate supervisor in
writing of any on-the-job injury within three (3) work days of
its occurrence on a form provided by the District, except when an
employee is hospitalized and is physically unable to do so, where
said reporting must be as soon as possible. Employees who are
unable to read and write will receive assistance from their
supervisor or his/her designee in completing the form.
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B. Where an employee has reported the injury pursuant to
paragraph A above, the following procedure shall apply where the
employee is absent from work due to such injury: The employee may
utilize his/her sick leave benefits, if any, from the Board,
provided that any workers' compensation award received by the
employee during the period when the employee receives any sick
leave benefits from the Board will be paid to the Board. Upon
receipt of any workers' compensation award received by the
employee, the Board shall restore two-thirds (2/3) of any used
sick leave to the employee's benefit.

C. Where an employee has not reported the injury pursuant
to paragraph A above, the employee will not be eligible to
receive any sick leave benefits from the Board during the time
when the employee is eligible to receive workers' compensation
benefits.

D. A committee comprised of up to three representatives
from both the District and the Union will study the current
worker's compensation procedure and make recommendations to the
parties as to any more efficient procedure.

9.7 Family and Medical Leave

Employees who have been employed by the Board for at least
one year and who have worked at least 1,250 hours during the year
preceding the leave shall, upon application, receive up to twelve
weeks per academic year of Family and Medical Leave. Such leave
"may be taken for reasons of personal illness or for illness in
the immediate family (spouse, child or parent) or because of a
serious health condition that makes an eligible employee unable
to perform his or her job functions. Such leave may also be taken
following the birth or adoption of a child, or the placement of a
foster child in the employee's home. The employee must provide at
-least 30 days notice of the intent to take such a leave. Where,
~due to unforeseen circumstances, such notice is not practicable,
said employee shall provide as early notice as is practicable. An
eligible employee shall make every reasonable effort to schedule
planned medical treatment so as not to disrupt unduly the
operations of the District, subject to the approval of the health
care provider.

Where leave is taken because of a birth or placement of a
child for adoption or foster care, an employee may take leave
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intermittently or on a reduced leave schedule only upon approval
of the Board or its designee. Where leave is taken to care for a
sick family member or for an employee's own serious health
condition, leave may be taken intermittently or on a reduced
leave schedule when medically necessary.

For purposes of implementing the Family and Medical Leave
Act, the term "academic year" shall mean the fiscal year, July 1
through June 30.

The Board shall not require employees to use paid leave for
purposes covered by Family and Medical Leave but employees may
choose to do so. The Board shall continue to pay its normal
contributions toward the employee's health insurance coverage
during the period of the Family and Medical Leave. Thereafter,
with the approval of the insurance carrier, health care coverage
may be continued at the expense of the eligible employee.

Upon return from Family and Medical Leave, an employee shall
be returned to either the same position as the employee had at
the time of commencement of the leave or to an equivalent
position with equivalent pay, benefits, duties and terms and
conditions of employment.

ARTICLE X
COMPENSATION
10.1 Placement on the Salary Schedule

Employees shall advance one step on the salary schedule on
July 1 of each year until reaching the maximum step on the salary
schedule. Employment on or before the first workday after Winter
break shall constitute a full year for purposes of advancement on
the salary scale on July 1.

The Board, upon recommendation of the Administration, shall
have the sole prerogative of placing new employees, and employees
who change department salary schedules, on the appropriate salary
schedule with due consideration of their years of paid work
experience.
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Effective July 1, 1990, and thereafter, such credit, if
granted, shall be 1limited to no more than four (4) steps of
credit (employees may be placed no higher than step 4) and shall
be directly related to the job classification.

Probationary employees shall be paid at the step one wage
rate for their applicable group and schedule during their
probationary period. After an employee has successfully
completed his/her probationary period, the District will, in its
sole discretion, place the continuing employee on the appropriate
salary step.

10.2 Payment of Step\New Agreement

At the commencement of the fiscal year on July 1, employees
will not be paid at the next salary step, where applicable, until
the parties have reached a new agreement, and then payment of any
salary step will be in accordance with the new agreement.

10.3 Summer Work

Ten (10) month instructional assistants performing their
same duties during the summer break will be paid for such work at
their normal hourly rate.

10.4 Clerical Positions

Group V
Secretary to Principal

Group IV

Assistant to Communications Coordinator

Registrar '

Secretary to Associate Principal

Secretary to Assistant Principal for Activities and
Athletics

Group II1I

Secretary to Director of Special Education
Secretary (Guidance, Student Affairs)

Accounts Payable

Secretary to Supervisor of Buildings and Grounds
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Group II

Bookkeeper (Food Service)
Campus Receptionist
Cashier

Group I

Clerk (Attendance, Media)
Secretary (District Office)
District Receptionist
Part-time Secretary

In determining salary schedule step placement for those
persons employed during the 1998-1999 fiscal year who work in
positions that were changed from one group to a higher group, the
Union and the Board have signed off on an exact list of step
placements. In developing that 1list, the following method was
used: using the 1997-98 salary schedule, it was determined which
step in the new lane would have provided the employee with a
raise closest to, but no less than, 10%. The employee will be
placed two steps beyond that step for the 1999-2000 year and will
advance from that step thereafter.

For those persons employed during the 1998-1999 fiscal year
who work in positions that were changed from one group to a lower
group, the employee will receive a salary increase of 25 cents
per hour each year until such time that the salary in the new
group at the employee’s step provides a salary increase of more
than 25 cents per hour. From that time forward, the employee
will be paid according to the salary schedule lane for the new
group.

10.5 Custodial and Maintenance Positions

Group III
Preventive Maintenance (Tuesday - Saturday Schedule)

Group II
Grounds Maintenance
Building Maintenance

Group I

Storekeeper
Custodian (Day, Night, Swing Shift)
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10.

10.

6

7

Food Service Positions

Group III
Head Cook

Group II

Head Baker

Head Salad

Satellite Lunch Coordinator

Group I

Salad

Cooks

Bakers

Sandwich Makers
Adult Dining Room
Snack Bar
Dishroom

Technical Support Positions
Group I
Trainer/Help Desk

Data Processing Assistant

Group II
Computer Technician
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10.8 Salary Schedules

. 2008-09

CLERICAL - RATE

WoONONHWN =

2010-11

I
11.12
11.54
11,98
12.41
12.85
13.30
13.73
14,17
14.60
14.93
15.30
15.73
16.05
16.50
16.92

CLERICAL - RATE

OB NODOOAWN -

|
12.12
12.54

1298 -

13.41
13.85
14.30
14.73
15.17
15.60
15.93
16.30

16.73

17.05
17.50
17.92

Li}
11.71
12.16
12.60
13.04
13.47
13.91
14.34
14.79
15.23
15.55
15.92
16.35
16.68
17.15
17.59

It
12.71
13.16
13.60
14.04
14.47
14.91
15.34
15.79
16.23
16.55
16.92
17.35
17.68
18.15
18.59

i
12.84
13.34
13.83
14.31
14.81
15.30
15.79
16.29
16.78
17.10
17.47
17.90
18.26
18.78
19.26

il
13.84
14.34
14.83
15.31
15.81
16.30
16.79
17.29
17.78
18.10
18.47
18.90
19.26
19.78
20.26

v
13.51
14.03
14.52
15.01
15.50
16.00
16.48
18.97
17.47
17.78
18.16
18.59
18.97
19.50
20.01

v
14.51
15.03
15.52
16.01
16.50
17.00
17.48
17.97
18.47
18.78

- 19.16

19.59
19.97
20.50
21.01

14.80
15.36 -
15.85
16.35
16.84
17.33
17.82
18.31
18.80
19.12
19.50
19.92
20.33
20.91
21.45

15.80
16.36
16.85
17.35
17.84
18.33
18.82
19.31
19.80
20.12
20.50
20.92
21.33
21.91
22.45
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2009-10

CLERICAL - RATE

CONDNEWRN -

- h ek ok ek b
O dhWN=—-O

201112

I
11.62
12.04
12.48
129
13.35
13.80
14.23
14.67
15.10
15.43
15.80
16.23
16.55
17.00
17.42

CLERICAL - RATE

CONONDWON

|
12.62
13.04
13.48
13.91
14.35
14.80
15.23
15.67
16.10
16.43
16.80
17.23
17.55

18.00

18.42

12.21
12.66
13.10
13.54
13.97
14.41
14.84
15.29
15.73
16.05
16.42
16.85
17.18
17.65
18.09

"
13.21
13.66

. 1410

14.54
14.97
15.41
15.84

"16.29

16.73
17.05
17.42
17.85
18.18
18.65
19.08

1]
13.34
13.84
14.33

1481

15.31
15.80
16.29
16.79
17.28
17.60
17.97

18.40

18.76
19.28
19.76

1
14.34
14.84
15.33
15.81
16.31
16.80
17.29
17.79
18.28
18.60
18.97
19.40
19.76
20.28
20.76

v
14.01
14.53
16.02
15.51
16.00
16.50
16.98
17.47
17.97
18.28
18.66
19.09
19.47
20.00
20.51

v
15.01
15.53
16.02

16.51"

17.00
17.50
17.98
18.47
18.97
19.28
19.66
20.09
20.47
21.00
21.51

-16.30

15.86
16.35
16.85
17.34
17.83
18.32
18.81
19.30
19.62
20.00
20.42
20.83
21.41
21.95

16.30
16.86
17.35
17.85
18.34
18.83
19.32
19.81
20.30
20.62
21.00

© 2142

21.83
22.41
22,95




2008-09

FOOD SRV - RATE

DO OO O WN -

2010-11

!

8.36
8.67
8.98
9.30
9.62
9.94
10.27
10.58
10.90
11.22
11.60
12.02
12.26
12.58
12.89

FOOD SRV - RATE

P Y
NN =0

OO~ A WN =

{
9.36
967
9.98

10.30

10.62

10.94

11.27

11.58

11.90

12.22

12.60

13.02.

13.26

13.58
13.89

]
8.88
9.20
9.52
9.83

10.15
10.47
10.80
11.12
11.44
11.75
12.13
12.56
12.80
13.14

13.47

N

9.88
10.20
10.52
10.83
11.15
11.47
11.80
12.12
12.44
12.75
13.13
13.56
13.80
14.14
14.47

i
9.60
9.94

10.27
10.58
10.90
11.22
11.54
11.87
12.19
12.50
12.87
13.31
13.57
13.93
14.28

10.60

10,94
11.27
11.58
11.90
12:22
12.54
12.87
13.19
13.50
13.87
14.31

14.57
14.93

15.28
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2009-10

FOOD SRV - RATE

OO~ W~

2011-12

I
8.86
9.17
9.48
9.80

10.12
10.44
10.77
11.08
11.40
11.72
12.10.
12.52
12.76
13.08
13.39

FOOD SRV - RATE

CO~"NOUN S WN -

-t ah wd o) ok b
NP WO

1
9.86
10.17
10.48
10.80
11.12
11.44
11.77
12.08
12.40
12.72

13.10

13.52
13.76
14.08
14.39

|
9.38
9.70
10.02
10.33
10.65
10.97
11.30
11.62
11.94
12.25
12.63
13.06
13.30
13.64
13.97

i
10.38
10.70
11.02
11.33
11.65

C 1197

12.30
12.62
12.94
13.25
13.63
14.06
14.30
14.64
14.97

i
10.10
10.44
10.77
11.08
11.40
11.72
12.04
12.37
12.69
13.00
13.37
13.81
14.07
14.43
14.78

n
11.10
11.44
11.77
12.08
12.40
12.72
13.04
13.37
13.69
14.00
14.37
14.81
15.07
15.43
15.78




2008-09

2009-10
AIDESIASST R%BE 60 90 BA AIDES/ASST - RATE

1 1089 1119 1149 1208 30 60 90 BA

2 1130 1161 1192 1255 1 139 1169 1199 1258

3 1166 1198 1220 1291 2 180 1211 1242 1305

4 1203 1234 1265 1327 3 1216 1248 1279 1341

5 1239 1270 1301  13.64 4 1253 1284 1315 1377

6 1276 1307 1338  13.99 5 1289 1320 1351 1414

7 1312 1343 1374 1436 6 1326 1357 | 1388 1449

8 1348 1379 1411 1472 71362 1393 1424 1486

9 1385 1416 1447 1508 8 1398 1429 1461 1522

10 1417 1448 1479 1540 9 1435 1466 1497 1558

11 1454 1485 1547 1578 10 1467 1498 1529 1590

12 1497 1528 1558  16.20 1504 1535 1567  16.28

13 1528 1559 1590  16.53 12 1547 1578 1609 1670

14 1570 1603 1635  17.00 13 1578 1609 1640  17.03

15 16.10 16.44 16.77 17.43 14 16.20 16.53 16.85 17.50

15 1660 1694 1727  17.93

2010-11 2011-12
AIDES/ASST - RATE o AIDES/ASST - RATE

30 60 90 BA 30 60 90 BA

1 1189 1219 1249 13.08 1 1239 1269 1299 1358

2 1230 1261 1292 1355 2 1280 1341 1342 1405

3 1266 1298 1329 1391 3 1316 1348 1379 1441

4 1303 1334 ° 1365 14.27 4 1353 1384 1415 1477

5 1339 1370 14,01 14.64 5 1389 1420 1451 1514

6 1376 1407 1438 1499 6 1426 1457 1488 1549

7 1412 1443 1474 1536 7 1462 1493 1524 1586

8 1448 1479 15.11 15.72 8 14.98 15.29 15.61 16.22
9 1485 1546 1547 16.08 9 1535 1566 1597 1658

10 15.17 15.48 15.79 16.40 10 1567 1598  16.29 16.90

11 15.54 15.85 16.17 16.78. . 11 16.04 16.35 16.67 17.28

12 15.97 16.28 16.59 17.20 12 16.47 16.78 17.09  17.70

13 1628 1659 16.90 17.53 13 16.78 17.09 1740  18.03

14 1670 1703 1735  18.00 14 1720 1753 1785 1850

15 1710 1744 1777 18.43 15 1760 1794 1827 1893
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2008-09 : : 2009-10

CUST/MAINT - RATE CUST/MAINT - RATE
| i I
i i 1
1 1262 1293 14.47
1 1342 1343 1497
2 1322 1353 1507 2 1372 1403 1587
3 1383 1414 1568 3 1433 1464 1648
4 1444 1474 1629 4 1494 1524  16.79
5 1504 1535  16.91 5 1554 1585 1741
6 1565 1596  17.54 6 1615 1646  18.04
7 1625 1657  18.18 7 1675 1707 1368
8 1688 1720  18.80 8 1738 1770 1930
9 1751 1784  19.44 : : '

9 18.01 18.34 19.94
10 18.34 18.65 20.26
1 18.71 19.02 20.63
12 19.14 19.46 21.06
13 19.52 19.85 21.48
14 20.06 20.39 22.08
15 20.56 20.90 22.63

10 17.84 18.15 19.76
" 18.21 18.52 20.13
12 18.64 18.96 20.56
13 19.02 19.35 20.98
14 19.56 19.89 21.58
15 20.06 20.40 22.13

2010-11 201112
CUST/MAINT - RATE . . CUST/MAINT - RATE
. | .M il | I i
1 13.62° 13.93 15.47 1 14.12 14.43 15.97
2 14.22 14.53 16.07 2 14.72 15.03 16.57
3 14.83 15.14 16.68 3 15.33 15.64 17.18
4 15.44 15.74 17.29 4 15.94 16.24 17.79
5 16.04 16.35 17.91 5 16.54 16.85 18.41
6 16.65 16.96 18.54 6 17.15 17.46 19.04
7 17.25 17.57 19.18 7 17.75 18.07 19.68
8 17.88 18.20 19.80 8 18.38 18.70 20.30
9 18.51 18.84 20.44 9 19.01 19.34 20.94
10 18.84 19.15 20.76 10 19.34 19.65 21.26
1 19.21 19.52 21.13 11 19.71 20.02 21.63
12 19.64 19.96 21.56 12 20.14 20.46 22.06
13 20.02 20.35 21.98 13 20.52 20.85 22.48
14 20.56 20.89 22.58 14 21.06 21.39 23.08
15

21.06 21.40 23.13 15 21.56 21.90 23.63
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2008-09

2009-10
LOCKER ROOM MONITORS - RATE
i LOCKER ROOM MONITORS - RATE

1 982 ' !

2 1019 1o 10

3 1049 2 1069

4 1079 3 109

5  11.00 4 2

6 1139 5 1188

7 1169 6 1189

8 11.99 Too1219

9 1229 8 124

10 1261 9 127

1 1298 0 1B

12 1341 n 1348

13 1368 12 1391

14 1406 13 1418

15 14.42 14 14.56

15 14.92

2010-11 2011-12

LOCKER ROOM MONITORS - RATE LOCKER ROOM MONITORS - RATE

| !

1 1082 1 1132

2 1119 2 1169

3 1149 3 1199

4 1179 4 1229

5 1209 5 1259

6 1239 6  12.89

7 1269 7 1349

8 1299 8 1349

9 1329 9  13.79

10 1361 10 1411

11 13.98 11 1448

12 1441 12 1491

13 1468 _ 13 15.18

14 1506 14 1556

15 15.42 15 1592
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2008-09

TECHNICIANS - RATE

OO NOOGEWN -

- e ek b b ek
N b WN —-»OQ

2010411

TECHNICIANS - RATE

W ~ADO B WN ~

!
14.19
14.73
15.22
15.70
16.17
16.66
17.14
17.62
18.10
18.42
18.79
19.22
19.62
20.17
20.69

|
15.19
15.73
16.22
16.70
17.47
17.66
18.14
18.62
19.10
19.42
19.79
20.22
20.62
2117
21.69

I
14.81
15.37
15.85
16.34
16.82
17.30
17.77
18.26
18.74
19.06
19.44
19.86
20.27
20.84
21.38

]
15.81
16.37
16.85
17.34
17.82
18.30
18.77
19.26
19.74
20.06
20.44
20.86
21.27
21.84
22.38

2009-10

TECHNICIANS - RATE

ORANDOOE WN =

201112

TECHNICIANS - RATE

-—h
QW OO HEWN -

P G i Gy
AW =

|
14.69
15.23
15.72
16.20
16.67
17.16
17.64
18.12
18.60
18.92
19.29
19.72
20.12
20.67
21.19

1
15.69
16.23
16.72
17.20
17.67
18.16
18.64
19.12
19.60
19.92
20.29
20.72
21.12
21.67
22.19

n
15.31
15.87
16.35
16.84
17.32
17.80
18.27
18.76

19.24

19.56
19.94
20.36
20.77
21.34
21.88

I
16.31
16.87
17.35
17.84
18.32
18.80
19.27
19.76
20.24
20.56
20.94
21.36
21.77
22.34
22.88




2008-09 2009-10

ATTEND FAC - RATE ATTEND FAC - RATE
: ! 1
1 12.84 1 13.34
2 1334 2 1384
3 1383 3 1433
4 1431 4 1481
5 1481 5 1531
6 15.30 6 15.80
7 1579 7 16.29
8 16.29 8 16.79
9 16.78 9 17.28
10  17.10 10 1760
11 17.47 11 17.97
12 1790 12 18.40
13  18.26 13 18.76
14 18.78 14 1928
15  19.26 15  19.76
2010-11 2011-12

ATTEND FAC - RATE

ATTEND FAC - RATE I

1 14.34
2 14.34 3 15.33
5 1581 6  16.80
6 16.30 7 17.29
9 17.78 10 18.60
11 18.47 ! 12 19.40
12 18.90 13 19.76
13 1926 14 2028
15 2026




10.9. Longevity Bonus

Each eligible employee will receive a one-time, non-
repeating, non-cumulative longevity bonus paid in the year of
employment noted below:

20™ year of full-time continuous service to District 227
$500.00
25“’year of full-time continuous service to District 227

$1,000

5th

o™ or 2

This longevity bonus will be paid in December of the 2
year of service as noted above by separate payroll check.

ARTICLE XI
GRIEVANCE PROCEDURE
11.1 Definitions

A. A grievance shall mean any claim by the Union or an employee
that there has been a violation, misinterpretation or
misapplication of the terms of this agreement.

B. All time limits consist of days on which the Business Office
of the Board is open for business.

C. "Immediately involved supervisor" shall mean:
1. for custodial employees, the foreperson to whom the
employee is assigned;
for food service workers, the cafeteria manager;
for clerical employees, the immediate administrative
person to whom he/she is assigned;
4. for instructional assistants, the immediate supervisor
to whom he/she is assigned;

w N

5. for attendance facilitators, the Associate Principal;
6. for monitors, the Building Principal;
7. for technical support employees, the Supervisor of Data

Processing.
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D. Any extensions of the time limits requested by either the
Board or the Union must be mutually agreed upon between the
parties and confirmed in writing within 3 days.

11.2 Procedures

The parties hereto acknowledge that it is usually most
desirable for an employee and his/her immediately involved
supervisor to resolve problems through free and informal
communications held outside the employee's work day. When
requested by the employee, a Union representative may accompany
the employee to assist in the informal resolution of the
grievance. If, however, the informal process fails to satisfy
the employee or the Union, a grievance may be processed within 30
days of the incident giving rise to the grievance as follows:

A. The grievant may present the grievance in writing listing
the desired resolution to the grievance to the immediately
involved supervisor who will arrange for a meeting to take place
within six (6) days of the receipt of the grievance. The Union's
representative, the grievant, and the immediately involved
supervisor shall be present at the meeting.

Within six (6) days following the meeting, the grievant and
the Union shall be provided with the supervisor's written
response including the reason(s) for the decision or the grievant
may proceed to the next step.

B. If the grievance is not resolved at step "A", then the
grievant may refer the written grievance listing the desired
resolution of the grievance to the building principal or his
official designee within six (6) days after receipt of the step
"A" answer, or within six (6) days after the answer should have
been received; the grievance shall be deemed withdrawn where it
is not submitted to the building principal within said six (6)-
day period. ' ‘

The principal shall arrange with the grievant and the Union
representative for a meeting to take place within six (6) days of
the principal's receipt of the grievance. Each party shall have
the right to include in its representation such witnesses and
counselors as it deems necessary.
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Within six (6) days of the meeting, the grievant and the
Union shall be provided with the principal's written response,
including reason(s) for the decision, or the grievant may proceed
to the next step.

C. If the grievance is not resolved at step "B", then the
grievant may refer the written grievance 1listing the desired
resolution of the grievance, to the Director of Human Resources
or his/her official designee within six (6) days after receipt of
the step "B" answer, or within six (6) days after the answer
should have been received; the grievance shall be deemed
withdrawn if it is not submitted to the Director of Human
Resources within said six (6) day period.

The Director of Human Resources shall arrange with the
grievant and the Union representative for a meeting to take place
within six (6) days of the Director of Human Resources’ receipt
of the grievance. Each party shall have the right to include in
its representation such witnesses and counselors as it deems
necessary.

Within six (6) days of the meeting, the grievant and the
Union shall be provided with the Director of Human Resources’
written response, including reason(s) for the decision or the
grievant may proceed to the next step.

D. If the union or grievant 1is not satisfied with the
disposition of the grievance at step "C", the grievance may be
submitted to final and binding arbitration under the Voluntary
Labor Arbitration Rules of the American Arbitration Association,
which shall act as the administrator of the proceedings. If a
demand for arbitration is not filed within thirty (30) days of
receipt of the step "C" answer, or within 30 days after the
answer should have been received, the grievance shall be deemed
withdrawn.

, 1. Neither the Board nor the Union shall be permitted to
assert any grounds or evidence before the arbitrator which was

not previously disclosed to the other party.

2. The arbitrator shall have no power to alter the terms
of the Agreement.
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11.3 Bypass to Director of Human Resources

If the grievant and the Director of Human Resources agree,
step "A" and/or step "B" of the grievance procedure may be
bypassed and the grievance brought directly to step "B" or "C",
as applicable.

11.4 Bypass to Arbitration

If the Director of Human Resources and the Union agree, a
grievance may be submitted directly to arbitration.

11.5 Time Limits

If time limits expire without a response from the Board's
designee, the grievant or Union may proceed to the next step.

11.6 Class Grievance

Class grievances involving one or more employees or one or
more supervisors, and grievances involving an administrator above
the building level may be initially filed by the Union at step
"C", upon the written approval of the Director of Human
Resources. Either the Union or the Director of Human Resources
may combine grievances which allege the same facts or violations.

11.7 Union Participation - Employee Represented

The Board acknowledges the right of the Union's grievance
representative to participate in the processing of a grievance at
any level, and no employee shall be required to "discuss any
grievance if the Union's representative is not present.
11.8 Union Participation - Employee Not Represented

When an employee is not represented by the Union, the Union
shall reserve the right to have its representative present to
state its views at any stage of the grievance procedure.

11.9 Board-Administration Cooperation

The Board and the Administration shall cooperate with the
Union in its investigation of any grievance. Nothing, however,




in this Section shall be deemed to require the disclosure of non-
public information or released time (except as in 11.11).

11.10 No Reprisals Clause

No reprisals shall be taken by the Board or the
Administration against an employee because of his/her
participation in a grievance. No reprisal shall be taken by the
Union or any employee against an employee for his/her
participation in or failure to participate in a grievance.

11.11 Released Time

Should the investigation or processing of any grievance
require that an employee or a Union representative be released
from his/her regular assignment, he/she shall be released without
loss of pay or benefits at the sole approval of the Director of
Human Resources.

11.12 Filing of Materials

All records related to a grievance shall be filed separately
from the personnel files of the participants, except any action
required by law to be placed in the employee's personnel file,
after disclosing the placement thereof to the employee.

11.13 Grievance Withdrawal

A grievance may be withdrawn at any level without
establishing precedent.

11.14 Expenses

The cost of the arbitrator (and of a transcript if
requested by the arbitrator) shall be borne equally between the
Union and the School District. Should either party request a
transcript of the proceedings, that party will bear the cost of
the transcript. - The arbitrator's decision shall be final and
binding upon the parties. His/her decision must be based solely
and only upon his or her interpretation of the meaning or
application of the express relevant language of the Agreement.
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ARTICLE XII
MANAGEMENT RIGHTS

The Board retains and reserves the ultimate responsibility
for proper management of the School District conferred upon and
vested in it by the statutes and Constitutions of the State of
Illinois and the United States, including, but not limited to,
the responsibility for and the right:

1. To maintain executive management and administrative
control of the School District and its properties and facilities
and the activities of its employees as related to the conduct of
school affairs.

2. To hire all employees and, subject to the provisions of
the law, to determine their qualifications, and the conditions
for their continued employment, or their discipline, dismissal,
or demotion, their assignment, and to promote and transfer all
such employees.

3. To delegate authority through recognized administrative
channels for the development and organization of the means and
methods of governance of the District according to current
written Board Policy or as the same may from time to time be
amended.

4. To determine work schedules, the hours of work,
including the requirement of overtime assignments, and the
duties, responsibilities and assignments of employees with
respect thereto.

5. To subcontract work on an emergency, temporary, or
occasional basis where such subcontracting does not result in a
layoff or a reduction in the normal work hours of bargaining unit
employees. Any subcontracting relationship shall not be
interpreted to invest in the subcontractor (or its agents) the
status of assignee(s) of the rights of this Agreement or the
status as a co-employer(s) with the Board.

The exercise of the foregoing powers, rights, authorities,

duties and responsibilities by the Board shall be limited by the
specific and express terms of this Agreement.
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ARTICLE XIII
NEGOTIATION PROCEDURES

13.1 Negotiations between the parties shall be conducted in
accordance with the provisions of the Illinois Educational Labor
Relations Act. '

13.2 It is agreed that the parties will jointly request the
Federal Mediation and Conciliation Service (FMCS) if impasse 1is
declared. Should FMCS be unavailable, the parties shall
immediately commence discussions as to a replacement. In the
event that the parties cannot agree upon a replacement, the
Illinois Educational Labor Relations Board shall be notified.

ARTICLE XIV
STRIKES AND LOCKOUTS

During the term of this Agreement, the parties agree as

follows:

a. the Board shall not lock out any employee as an act in
retaliation for or to gain advantage in negotiations,
except if the Union and/or employees are on strike:

b. the Union shall:

1. not engage in a strike, withholding of services,
slowdown, sick-in, or any other withholding of
- services;
2. not engage in activities not otherwise protected
by law which would disrupt the operations or
administration of the Board.

ARTICLE XV
TERMS OF AGREEMENT
15.1 Complete Understanding
The terms and conditioﬁs set forth in this Agreement

represent the full and complete understanding between the
parties. '
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15.2 Zipper Clause

The parties acknowledge that during the negotiations which
resulted in this Agreement and its appendices, each had the
unlimited right and opportunity to make demands and proposals
with respect to any matter or subject not removed by law or by
specific agreement of the parties from the area of collective
bargaining, and that the understanding and agreements arrived at
by the parties after the exercise of that right are set forth in
this Agreement. Therefore, the Board and the Union for the life
of this Agreement, each voluntarily and unqualifiedly, waives any
right which might otherwise exist under law, practice or custom
to negotiate any further agreements effective for or during the
term of this Agreement with respect to any matter even though
such matter may not have Dbeen within the knowledge or
contemplation of either or both parties at the time they signed
this Agreement, except that the Union resexves the right to meet
with the Board to negotiate:

1. the necessity for, and the terms of any subcontracting
of work assignments held by and duties performed by members of
the bargaining unit where such subcontracting will result in a
layoff or a reduction in the normal work hours of bargaining unit
employees; and

2. the terms and conditions of any new work position and
classifications in the bargaining unit which are established by
the Board pursuant to Section 3.7 of this Agreement.

No items agreed to shall be deemed capable of renegotiation
to be effective during the terms of this Agreement, unless
mutually agreed to in writing by the parties.

15.3 Changes

The terms and conditions of this Agreement may be altered,
changed, added to, deleted from or modified only through
voluntary, mutual consent of the parties on a ratified written
amendment.

—_ bl -




15.4 Separability

If any provision of this Agreement is subsequently declared
by the proper legislative or Jjudicial authority to be
unconstitutional or illegal, that provision shall be deleted from
this Agreement to the extent that it violates the law. All other
provisions of this BAgreement shall remain in full force and
effect for the duration of this Agreement.

15.5 Duration

This Agreement shall be effective July 1, 2008, and shall
remain in full effect until the close of business on the 30th day
of June, 2012, except that this Agreement with respect to
Sections 2.8, 3.4 (B), Article VII and Article X shall be
retroactive to July 1, 1999, with respect to all persons employed
in positions represented by the Union during the period of
retroactivity. '

For the Classified Staff Union For the Board of Education
High School District 227

QAW SO Wk e

President N Pre31dent
/""‘"‘\A‘ g )i

Secretdry . Secre
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NON-CONTRACTUAL AGREEMENT

During the negotiations which led to the 2008-2012 Agreement, the
Board of Education of Rich Township High School District 227 and
the Classified Staff Union reached a number of agreements which
are not being included in the Agreement but which are summarized
below for the convenience of the parties:

1.

Ordering for the snack bars in the cafeterias will be done
by the kitchen manager at each campus and not by the person
who is employed to run the snack bar.

The Board will consider, on a case-by-case basis, the
granting of salary schedule credit for time spent as a
substitute in the District when a person is hired to fill a
permanent position in the food service department.

Staff will be asked to give more lead time (at least
twenty-four hours) when making catering requests of the
food service department.

Specific  notations of the position for which an
instructional assistant is or was hired shall be included
in the personnel file of each instructional assistant so as
to prevent assignment to supervisory duties of any
instructional assistant who was not hired for such duties.
For new  hires after 1/16/97, the Board may |hire
instructional assistants for supervision without assigning
such work at the commencement of employment, reserving the

'right to later assign, provided notation of such intent is

acknowledged by the employee and noted in the personnel
file.

Prior to effecting a change in a custodial work area, the
foreman or the assistant foreman at that campus will
discuss the proposed change with all custodians who are
affected. The Union’s custodial representative for that

campus will also be informed of the possible change.

The Board will work with District 227 foundation school
districts to attempt to uniformly recognize mid-week legal
holidays on Mondays or Fridays.
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7. The Board has passed a resolution to report all employee
earnings to IMRF.

%;{/ ﬁ y JR/IR) R0 &

For the Boéard of Education Date
M) Lo 13 ] 200k
For the Class%fied Staff Union DAte \
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MEMORANDUM OF UNDERSTANDING

The Rich Township District 227 and the Rich Township District
227 Classified Union agree as follows:

Beginning with the 2008-2012 school year, the following
procedures will be used in filling substitute positions
when a one-on-one Special Education Aide is not on duty:

1. During the month of July, a letter will be sent to all
instructional assistants in buildings that have a need
for one-on-one aides requesting volunteers to be on an
active 1list for subbing for one-on-one individual
aides.

2. It is understood that duties may include physical care
of the student such as lifting and assisting in the
use of toilet facilities. The one-on-one aide would
be responsible for providing all the necessary
services for that student as stated in ‘the Individual
Education Plan (I.E.P.).

3. It is wunderstood that the volunteer selected to sub
for the one-on-one aide would be paid an additional
$3.50 per hour for a full or half day of services.

4. It is also understood that any agreements in this
Memorandum of Understanding will not be preceden:
setting and will not be used in negotiations.

%%i/w /é;//al/a'?oog

For the %pard of Education Date
| ( ﬁ \ KQ \% '\&\ \,3,-\3_@0?
For the Classified Staff Union Date \
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NON-CONTRACTUAL AGREEMENTS

During negotiations which led to the 2008-2012 Agreement,
the Board of Education and Unian reached the following non-
contractual agreements, which, while not part of the Contractual
Agreement, are summarized below for convenience of the parties:

1. JOB DESCRIPTION COMMITTEE
The Board and Union agree to convene a joint committee

to review selected job descriptions for completeness, accuracy,
consistency, and the inclusion of  necessary skill set

information. The committee will consist of two (2) members
appointed by the Director of Human Resources and two (2) members
appointed by the -Union President. . The committee may include
other individuals as resources as needed. Committee
- recommendations, if any, will be made to the Superintendent for
review no later than December 31, 2008. The committee may be

reconvened thereafter if the parties agree.
2. TWENTY (20) HOUR EMPLOYEES

The hours for those employees working 20 hours per
week will be scheduled between 7:30 a.m. and 4:00 p.m., Monday
through Friday. These employees will be supervised and report
to the Assistant Principal of Athletics and Activities and
Associate Principal for Operations

3. STUDENT DISCIPLINE

v A Union representative, appointed by the Union
President, will be included on the District Student Discipline
Committee.

4. CUSTODIAL EQUIPMENT

Prior to the start of the 2008-09 school year, the
Supervisor of Buildings and Grounds will inventory all custodial
equipment provided by the District to assist custodians in
completing their duties. This inventory will include the
equipment’s date of purchase (if known), statement of condition,
remaining life expectancy or utilization and timeline for
equipment replacement. This inventory will be given to the
Business Manager and Union President.
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5. NURSE SUBSTITUTES

The District will create or contract for a pool of
substitutes to cover the absence of school nurses. The District

will also offer training to internal candidates who wish to
provide substitute nursing services. ‘

s /2//3/2008
For the Bdard of Education Date
WQ?HOD CAITA RSy
FOF the Tlassified Staff Date | |

Union




