






















































12.1 Vacancies and Postings 

ARTICLE 12 
JOB OPENINGS 

When the Employer determines a vacancy exists in the bargaining unit as defined in 
Section 1.1 of this Agreement, and in its sole discretion elects to fill the vacancy, the 
Employer will determine the job duties to be assigned and the position's place in the 
organizational structure. 

All bargaining unit vacancies shall be posted internally for a minimum of five (5) business 
days. To be considered, all interested bargaining unit employees must meet the 
Administrative Office of the Illinois Courts (AOIC) requirements and must submit an 
internal application by the time and date indicated on the posting. Postings shall include 
the job title, pay grade, job duties, responsibilities and requirements. 

12.2 Selection 
The Employer will select the most qualified applicant for the position. If the job duties for 
a vacant position require different knowledge, skills and abilities than an employee's 
current position, the employee may be required to participate in a selection process as 
developed by the employer to determine eligibility. The Employer will determine and 
communicate to employees when they may be required to participate in a selection process 
for certain positions. In determining which employees are qualified, the Employer will 
consider such factors as job performance, training, experience, skills and abilities to 
perform the new job, and the results of the interview with the employee. The Employer 
will exercise discretion when considering the application of an employee where there are 
relevant performance issues or relevant disciplinary matter/record. When there are two or 
more applicants that are substantially equal in their qualifications, the most senior of these 
applicants will be selected. 

After an employee is selected for and transferred to another position via the above posting 
process, the Employer is not required to consider another transfer request from that 
employee until one year after the date of the transfer via the posting process. 

If not selected, an employee may request to meet with a manager/ representative of the 
management staff to review the results of the selection process. Also at the employee's 
request, a Department administrator/representative of the management staff will work with 
the employee to develop a staff development plan that will provide an opportunity for the 
employee to enhance his eligibility and qualifications for the position sought. 

In filling a vacancy, the Employer shall first consider applicants who are current bargaining 
unit employees. If the vacancy is not filled in that manner, the Employer shall consider 
laid-off employees who have maintained recall rights as state in Article 9 together with 
candidates from outside the bargaining unit. 
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13.1 Vacation 

ARTICLE 13 
VACATION 

Vacation time off with pay is available to Regular full-time and regular part-time 
employees to provide opportunities for rest, relaxation, and personal pursuits. All 
vacation eligibility is computed on continuous County employment. Regular full-time 
employees accrue vacation time as follows: 

Years of Service 

Completion of probationary period through 
year 5 
Beginning of year 6 through year 10 
Beginning of year 11 and greater 

Vacation Days Earned per 
Year 

10 days per year 

15 days per year 
20 days per year 

Employees will begin earning the new accrual rate on the first full pay period following 
the completion of five (5) and ten (10) years. 

Upon the successful completion of the probationary period of employment, employees 
will be credited with vacation from the date of hire. 

Regular part-time employees earn vacation on a pro rata basis. 

Employees accrue vacation time on a bi-weekly, twenty-six (26) cycle basis and may use 
only time already accrued. 

13.2 Accrual Limits 
Employees are permitted to accrue up to one hundred and fifty percent (150%) of their 
respective annual accrual, and at no time shall their vacation balance exceed the one 
hundred and fifty percent (150%) maximum limit. The maximum accrual limits are as 
follows: 

Years of Service 

Completion of probationary period through 
year 5 
Beginning year 6 through year 10 
Beginning year 11 and greater 

13.3 Partial Vacation Days 

Annual 
Earning 

10 days 

15 days 
20 days 

Vacation leave will not be granted in intervals ofless than one hour. 
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150% Maximum 
Limit 

15 days 

22.5 days 
30 days 



13.4 Vacation Approval 
Employees shall request vacation approval from their supervisors, through the timekeeping 
system, providing sufficient advance notice so that operations of the Employer will not be 
affected by their absence. When the vacation request will be for five (5) days or more, 
advance notice of two (2) weeks is required. Vacation Requests for more than one-half 
(1/2) day but less than five (5) days must be submitted a minimum of forty-eight hours in 
advance of the date that an employee wishes to use vacation time. Partial vacation day 
requests are requests of one-half (1/2) day or less and shall provide sufficient advance 
notice so that the operations of the Employer will not be affected by their absence. 

Employees on an authorized vacation during a designated holiday shall not be charged with 
vacation for that day(s). 

No more than two weeks of vacation may be scheduled off in consecutive weeks, unless 
approved by the Director. 

Vacation requests submitted by March 1 of each year, shall be approved according to 
seniority. The employer may limit the number of employees off in any work unit to 
maintain productivity of that unit. After March 1, requests shall be on a first come basis, 
with the understanding that senior employees may not displace less senior employees 
whose request is already approved. 
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14.1 Amounts 

ARTICLE 14 
HOLIDAYS 

Each year the Chief Circuit Judge shall enter an Administrative Order designating the 
holiday schedule for each year. Traditionally recognized holidays are listed below. 

New Year's Day Labor Day 

Martin Luther King, Jr. Day Columbus Day 

Lincoln's Birthday Veterans Day 

President's Day Thanksgiving 

Memorial Day Friday after Thanksgiving 

Independence Day Christmas Day 

When a holiday falls on a Saturday, it shall be observed on the preceding Friday. When a 
holiday falls on a Sunday, it shall be observed on the following Monday. 
To be eligible for holiday pay, an employee must work or utilize Pre-Approved paid benefit 
time on the scheduled work day before the holiday and the first scheduled workday after 
the holiday. If an emergency prevents an employee from working on the scheduled work 
day immediately before, the scheduled work day immediately after or both the scheduled 
work day before and scheduled work day immediately after a holiday, the employee shall 
document the need to be absent with a physician's note stating the employee or immediate 
family member was seen on or before the day of absence and was medically unable to work 
(i.e. car accident on the way to work) in order to receive the holiday pay. 
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15.1 Sick Leave 

ARTICLE 15 
SICK LEAVE 

The sick leave program enables regular full-time and regular part-time employees to accrue 
benefit time to be used when the employee is incapacitated due to a non-work related 
illness, injury, or disability or to care for an ill/disabled immediate family member (child 
(biological, adopted, foster, step, legal ward, or child of a person standing in loco parentis ), 
spouse, domestic partner, parent, mother-in-law, father-in-law, grandchild, grandparent, or 
stepparent) and/or in conjunction with an approved family medical leave. Sick leave may 
be used for time missed due to medical appointments (self or immediate family member) 
if the employee receives prior approval from the Employer, and the appointment is 
scheduled so that it is not unduly disruptive of the employee's work schedule or the 
Employer's operation. If an employee has accmed sick leave benefits, the employee will 
be paid for approved absences that occur during the employee's normally scheduled work 
hours. Sick leave may be used in increments of not less than one-half (1/2) hour. 

Sick leave pay shall not be considered a right that an employee may use at his or her 
discretion; the use of sick leave for purposes other than those noted above is unauthorized 
and may be grounds for disciplinary action up to and including termination. 

An employee is required to notify the Employer or designee, in the case of absence from 
work due to illness or illness in the employee's immediate family, a phone contact with 
your immediate supervisor via their department issued cell phone or in their absence 
another member of management by 7:00 am as far as possible in advance of the starting 
time for the scheduled work day. If an employee misses more than one (1) day of work, 
the employee is still required to call his or her supervisor each day of absence. 

An employee may be required, at the discretion of the Employer, to provide a doctor's 
statement when an employee has been absent due to illness or injury for a period of three 
(3) or more days. 

15.2 Sick Leave Accrual 
Regular full-time employees accrue sick leave as follows: 

Years of Service 
Date of hire through year 10 
Beginning year 11 through year 15 
Beginning year 16 and greater 

Sick Days Earned per 
Year 

12 days per year 
15 days per year 
20 days per year 

Employees will begin earning the new accrual rate on the first full pay period following 
the completion of ten (10) and fifteen (15) years. 

Regular part-time employees (those scheduled to work at least 600 hours per year) accrue 
sick leave on a pro rata basis. 
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Employees earn sick leave on a bi-weekly, twenty-six (26) cycle basis and may use only 
time already earned. 

Sick pay for hours not worked is excluded when computing overtime for that week. Sick 
leave is not earned during any personal leave of absence. 

An employee may be disciplined and/or denied the use of paid benefit time if the 
employee's attendance record reflects an abuse of sick leave. Evidence of such abuse may 
include, but is not limited to, a pattern of missed Mondays and/or Fridays (i .e. first or last 
day of the work week) or attempts to use the sick leave the day after and/or the day before 
a regularly scheduled day off (i.e. a paid holiday, vacation day, compensatory day, personal 
day, or a combination thereof) or any other pattern of excess use of sick leave. 

An employee who becomes ill during an authorized vacation shall immediately report this 
to the employee's supervisor. At the sole discretion of the Employer, the absence during 
the period of illness may be charged to sick leave rather than vacation time. 

15.3 Accrual Limits 
Employees are encouraged to bank sick leave to meet serious medical conditions that may 
arise but employees should be cognizant of not putting the health of co-workers at risk. 
The Employer may direct an employee who appears to be ill to use sick leave time and 
leave work to protect the health of other employees. 

Employees may accrue up to a maximum of two hundred and forty (240) days of sick leave. 
Upon separation of employment, any accrued sick leave is forfeited. Employees eligible 
for retirement through the Illinois Municipal Retirement Fund ("IMRF") may be credited 
for IMRF pension benefits up to a maximum of two hundred and forty (240) days. Unused 
sick time cannot be added to the end of an employee's service to the Employer, thereby 
causing extended benefits and obligations of the Employer to the employee. The last day 
worked will be the date of separation. 

Employees cannot begin the fiscal year with more than two hundred and forty (240) days 
of accrued sick time. Employees who have accrued more than two hundred and forty (240) 
sick days as of December 1 of each year must determine if they wish to be credited for 
additional vacation days or to be paid for this unused sick leave. In either case, earned sick 
days in excess of the two hundred and forty (240) maximum allowable may be converted 
at two (2) sick days in exchange for one (1) regular day. However, no more than five (5) 
days (10 sick days + 2 = 5 days) can be converted to pay. This policy is subject to any 
future change to County policy on this topic. 
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16.1 Personal Days 

ARTICLE 16 
LE.AVES OF ABSENCE 

Regular full-time employees will receive personal days each year as established by the 
Employer, generally two (2) days per year. 

Newly hired regular full-time employees will receive one (1) personal day upon the 
completion of six (6) months of continuous service and will receive one (1) personal day 
upon the completion of twelve (12) months of continuous service. After an employee's first 
anniversary date, personal days are awarded at the beginning of every calendar year 
( January 1st

)-

Regular part-time employees are eligible for personal leave on a pro rata basis on the same 
basis as regular full-time employees. 

Except for emergency situations that preclude the making of prior arrangements, personal 
leave is to be scheduled with the consent of the employee's supervisor sufficiently in 
advance as to not adversely impact the operational needs of the Employer. Personal leave 
may not be taken in less than one (1) hour increments. 

Unused personal leave is not cumulative and cannot be carried over from one (1) calendar 
year to the next. Personal days not used in the calendar year are forfeited. 

Pay for personal leave not used is not permissible. There shall be no payment for unused 
personal days upon terrnination of employment. 

16.2 Bereavement/Funeral Leave 
The Employer recognizes the importance of family and the difficulties employees face 
following the loss of a loved one. For that reason, the Employer grants its employees 
bereavement leave in accordance with the following provisions: 

Regular full-time and regular part-time employees will be allowed bereavement leave, 
without loss of pay, to attend the funeral of a husband, wife, son, son-in-law, daughter, 
daughter-in-law, brother, brother-in-law, sister, sister-in-law, mother, mother-in-law, 
father, father-in-law, grandchildren, grandparents, grandparents-in-law, step-mother, step­
father, or step-children of a current marriage. 

Bereavement leave shall be limited to no more than three (3) consecutive workdays per 
funeral and shall be compensated at regular pay. For the purposes of this section, 
"workday" means the number of hours or portion of a day that the employee would 
normally work. 

In accordance with the Illinois Child Bereavement Act (Public Act 099-0703), all 
employees shall be entitled to a maximum of two (2) weeks (ten (10) days) of unpaid leave, 
within sixty ( 60) days after the date of notice of death of a child (biological, adopted, foster, 
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step, legal ward, or child of a person standing in loco parentis) to manage arrangements, 
attend the funeral, and grieve. Employees may elect to substitute their paid vacation, 
personal, sick, or comp time toward the additional seven (7) days of leave. 

Employees will be allowed two (2) hours, without loss of pay, bereavement leave to attend 
the funeral of a co-worker; four ( 4) hours if the employee is a pallbearer. 

An employee must notify their immediate supervisor of the need for bereavement leave 
within twenty-four (24) hours of the statt of the absence or as soon as practicable. 

16.3 Jury Duty/Subpoenas 

Employees are expected to honor all subpoenas for jury duty. 

Subpoenas directly related to an employee's position with the Employer will be recorded 
as time worked provided the employee turns any pay received for responding to the 
subpoena over to the Employer. 

Personal time off will be approved so an employee can respond to subpoenas of a personal 
nature, not related to their employment. 

Employees are to notify their respective supervisors immediately upon receipt of a jury 
notice or subpoena so that arrangements can be made to cover assignments. 

Regular full-time and regular part-time employees required to rep01t for jury duty or jury 
service will receive full pay for time not worked while serving on jury duty for the term of 
the jury service, provided they tum their jury pay over to the Employer. Employees 
excused from jury service shall report immediately to their normal assignment. 

16.4 Unpaid Leave of Absence 
Regular full-time employees who have completed their probationary period may request 
an Unpaid Personal Leave of Absence for compelling or urgent reasons (not for outside 
employment) for a period not to exceed twelve (12) weeks. The leave is granted at the 
discretion of the Employer. 

16.5 Requests for Leave 
Upon exhaustion of all benefit time available (including approved FLMA for medical 
related conditions), a single requests for an unpaid personal leave of absence (up to 3 
continuous months within a 12 month rolling time period) must be submitted, in writing, 
to the Employer as far in advance as practical. The request shall state the reasons for the 
leave of absence and the requested length of time. Employees may request that the exact 
nature of the request be kept confidential. 

The Employer, at its own discretion, shall approve or disapprove requests based on the 
operational needs of the Employer, the availability of temporary substitute employees, and 
the reason for the request. 
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16.6 Status of Benefits 
While on an unpaid personal leave of absence, vacation, and sick leave accrual cease. The 
employee is ineligible for holiday pay during the unpaid leave of absence. 

Employees may continue to participate in the Employer's Group Health fusurance Program 
during an unpaid personal leave of absence with payment of the full monthly premiums 
(employer and employee share). Arrangements are to be made with the Human Resources 
Department. Failure to make such arrangements, or regularly scheduled premium payments 
at the beginning of each month, will result in cancellation of benefits. If a benefit is 
canceled, the rules and regulations of the carrier shall apply when the employee returns and 
seeks such coverage. 

16.7 Post-leave Reinstatement 
If an unpaid personal leave of absence is granted, regardless of its duration, there is no 
guarantee that the employee's job will remain unfilled or that the position will not be 
eliminated or changed by reorganization. If the employee's job is still vacant upon the 
conclusion of the leave of absence, the employee shall resume the position with the same 
status. Employees must understand that there is no guarantee of reinstatement to any 
position upon completion of the leave. 

Failure of the employee to report for duty at the expiration of the leave shall be deemed a 
voluntary termination. 

16.8 FMLANESSA Leaves 

The parties recognize the obligations arising from the Family and Medical Leave Act and 
the Victims Economic Safety and Security Act, neither of which statute shall be considered 
any part of this agreement. 

Where any employee claims his/her rights under these statutes has been violated, he/she 
shall proceed as provided in the applicable statute. However, the employee may submit 
his claim through the grievance arbitration procedure of this Agreement, provided the 
Employee agrees in writing to use such procedure exclusively and agrees to be bound by 
any decision made in such grievance-arbitration procedure as his sole and exclusive 
remedy for any claim submitted. Other provisions for leave notwithstanding, employees 
covered by this Agreement shall be entitled to the rights set forth in the Family and Medical 
Leave Act and VESSA. 

16.9 Light Duty 
Where an employee on a medical leave of absence is released by his/her treating 
physician/s with restrictions and/or limitations upon the duties he/she may perform, the 
Director will evaluate whether there is available work within those restrictions or 
limitations which the employee can perform. If there is, and the restrictions/limitations are 
not expected to last longer than thirty (30) days, the employee will be offered the available 
work for a period of thirty (30) days. The Director may extend the thirty (30) day period 

36 



for an additional thirty (30) days where the treating physician certifies that employees 
progress toward a return to full duty has not been achieved, and the restrictions/limitations 
are required for an additional thirty (30) days. Light duty shall not extend more than sixty 
(60) days, and may be used as a means ofreasonable accommodation under the Americans 
with Disabilities Act, but shall not be the exclusive means of reasonable accommodation 
available. 
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17.lHealth Insurance 

ARTICLE 17 
INSURANCE AND BENEFITS 

The Employer will make available to full time employees the County of McHenry plans 
for health, vision, dental, accident, and life insurance benefits and incentives upon the same 
terms as such plans are offered by County of McHenry to its non union employees. The 
Employer will be responsible for that portion of premium costs assumed by McHenry 
County, and employees will be responsible for that portion of premium costs assumed by 
non union employees of McHenry County. Employees shall be afforded the opportunity 
to change plans annually during the open enrollment process. 

Where County of McHenry changes any of its current plans, or makes available new plans 
to its employee bargaining units, the Employers will attempt to provide employees 
hereunder equal access to such plan changes or new plans. 

17.2 IMRF 
The Employer will continue participation in, and employees eligible to participate in the 
Illinois Municipal Retirement Fund, shall maintain participation in that retirement benefit 
plan. 
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ARTICLE 18 
WAGES AND OTHER PAY PROVISIONS 

18.1 Wage Schedule 
The negotiated pay ranges for positions covered by this Agreement are set forth in 
Appendix A. 

The Employer may at its discretion hire a new employee above the starting rate of pay 
based on the new employee's previous experience. If the Employer hires an employee 
above the starting rate of pay, the new employee's rate of pay may not exceed any current 
employee with a commensurate length of service with the employer. 

18.2 General Increases 
All Legal Administrative Support shall be on the Legal Administrative Support 
compensation scale. Probation Officers shall be on the Probation Officer compensation 
scale, and Senior Probation Officers shall be legacied onto the Senior Probation Officer 
compensation scale. All compensation scales are incorporated in the Appendix of this 
Agreement. 

Effective 12/ 1/2021, the pay rates for all bargaining unit members shall be increased by 
3.50%. Bargaining unit members may earn an additional one percent ( 1 %) increase based 
upon an overall score of "exceeds expectations" for job performance on their annual 
perfonnance evaluation. A bargaining unit member may earn an additional two percent 
(2%) upon an overall score of "exemplary" for job performance on their annual 
perf01mance evaluation. For any employee who is outside the negotiated pay range, they 
shall receive the money in the form of a one-time lump sum payment. 

Effective 12/1/2022, the pay rates for all bargaining unit members shall be increased by 
3.00%. Bargaining unit members may earn an additional one percent (1 %) increase based 
upon an overall score of "exceeds expectations" for job performance on their annual 
perfo1mance evaluation. A bargaining unit member may earn an additional two percent 
(2%) upon an overall score of "exemplary" for job performance on their annual 
perf01mance evaluation. For any employee who is outside the negotiated pay range, they 
shall receive the money in the form of a one-time lump sum payment. 

Effective 12/ 1/2023, the pay rates for all bargaining unit members shall be increase by 
2.50%. Bargaining unit members may earn an additional one percent (1 %) increase based 
upon an overall score of "exceeds expectations" for job performance on their annual 
performance evaluation. A bargaining unit member may earn an additional two percent 
(2%) upon an overall score of "exemplary" for job performance on their annual 
performance evaluation. For any employee who is outside the negotiated pay range, they 
shall receive the money in the form of a one-time lump sum payment. 

Pay ranges in effect as of ratification will be adjusted by one half (1/2) of the general pay 
rate increases effective 12/1/2022 and 12/1/2023. 
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18.3 Promotions and Demotions 
When an employee is promoted he/she shall be given a five percent (5%) increase in 
compensation based upon their current hourly rate or be increased to the starting wage, 
whichever is greater. 

When an employee is demoted he/she shall be decreased by the amount of the increase 
given at the time of the promotion. 

There are three pay ranges within McHenry County Court Services which will encompass 
all bargaining unit employees (Legal Administrative Support, Probation Officer and Senior 
Probation Officer). The Senior Probation Officer classification was closed to officers as 
of December 1, 2017. Senior Probation Officers are therefore only those officers who were 
identified as Senior Probation Officers as of December 1, 201 7. 

The Employer may designate lead Probation Officers and lead Legal Administrative 
Support and designate additional duties which such designees shall perform. Lead 
probation officers and lead Legal Administrative Support shall receive an incremental 
increase of five (5%) percent above the normal salary while so designated. 

Demotions which include a return to the bargaining unit will result in the employee 
returning to the wage range that they were in prior to promotion out of the bargaining unit. 
Promotions out of the bargaining unit will not be dictated by this Agreement. 

18.4 Pay Periods 
The salaries and wages of employees shall be paid in accordance with the current practice. 

18.5 Retroactivity 
The negotiated wage increase shall be made retroactive to December 1, 2021, for all 
employees employed as of December 1, 2021. · 

18.6 Call Back Pay 
Any employee called back to work by the Employer outside of his/her normal scheduled 
shift or scheduled day off shall be paid a minimum of two (2) hours of pay at the 
applicable rate. 

18.7 On-Call Pay 
An employee who is required to be on-call shall be compensated with 2.5 hours of pay for 
the week. All On-Call time actually worked shall be recorded, submitted and paid 
accordingly (based on Hours Worked in a given Work Week - not inclusive of Personal 
Time or Sick Time (article 11)). Time spent filling out paperwork should be documented 
and submitted for compensation, however time spent waiting for calls/responses is not 
considered On-Call Time actually worked. 
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18.8 Longevity Pay 
Effective 12/1/2021, Probation Officers and Legal Administrative Support are eligible to 
receive longevity pay on their first paycheck following their anniversary date based upon 
their completed years with the Employer so long as they received at least an overall "meets 
expectation" rating on their most recent annual evaluation preceding the employee's annual 
anniversary date. Longevity pay is an annual lump sum payout, is not added to the 
employee' s base salary, and is calculated according to the employee's completed years of 
service as follows: 

Less than 5 years 
5 years - 7 years 
8 years - 11 years 
12 years - 15 years 
16 years - 20 years 
21 years - 25 years 
26 years - 30 years 
Over 30 years 

$0 
$300 
$400 
$500 
$600 
$700 
$800 
$1000 

The above payouts are not cumulative, i.e., if a probation officer has worked for the 
Employer for 13 years, they do not get $300 for years 5-7, $400 for years 8-11, and then 
$500 for years 12-15. Rather the 13-year employee would receive a payment in the 
amount of $500, less applicable taxes and withholdings, on their first paycheck following 
their anniversary date. As performance appraisals are not subject to the grievance 
procedure, the decision of whether the employee "meets expectations" is likewise not 
subject to the grievance procedure. Senior Probation Officers are not eligible for longevity 
pay and are excluded from longevity pay. 
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19.1 Work Rules 

ARTICLE 19 
Work Rules 

The Employer may adopt, change, or modify work rules. The Employer agrees to post or 
make available in the depaitment, or where more appropriate, the work location, a copy of 
its applicable work rules where such rules exist. Whenever the Employer changes work 
rules or issues new work rules applicable to bargaining unit employees, the Union shall be 
given as much notice as possible but at least fourteen (14) calendar days prior notice, absent 
emergency before the effective date of the work rule. Upon request of the Union the parties 
shall meet and discuss alternatives to the proposed change(s). Work rules shall not con_flict 
with any specific provision(s) of this Agreement. 
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20.1 Personal Appearance 

ARTICLE 20 
GENERAL PROVISIONS 

This Agreement will adopt the 22nd Circuit Policy on personal appearance in effect as of 
the date of ratification 

20.2 Temporary Assignments 
The Employer may temporarily assign an employee to perform the duties of another 
position classification. An employee temporarily assigned to a position with a lower rate 
of pay shall receive their regular rate of pay. In those cases where the employee performs 
the duties of a higher paying classification, they shall be paid at the rate of the higher 
classification. 

20.3 Personnel Files 
Employees shall be afforded those rights provided by the Personnel Records Review Act, 
820 ILCS 40/1-et. Seq, as amended, which statute shall not be considered any part of this 
Agreement, and shall be enforced as provided in said Act and not through the grievance­
arbitration provisions of this Agreement. 

20.4 Safety 
The Employer shall provide a safe and healthy work environment for all employees, within 
its ability. The Employer and the Union jointly recognize the need for a work environment 
in which safe operations can be achieved in accomplishing all phases of work. To that end, 
employees shall observe all safety rules applicable to their work space adopted by the 
Employer or by McHemy County. 

Probation officers who do not feel safe performing home visits alone shall make 
arrangements with their supervisors to have another officer or employee accompany them 
when performing home visits, when not paired with another officer. Probation officers 
who feel safe performing home visits alone shall be allowed to do so when their partner is 
unavailable or they do not have an assigned partner. 

20.5 Protective Clothing 
Personal protective clothing and equipment furnished by the Employer shall be maintained 
by the Employer without cost to the employees who shall wear such clothing and use such 
equipment when directed. 

20.6 Health and Safety 
The Labor Management Committee shall, as part of its meeting agenda, regularly address 
issues of work place safety and work rules designed to promote safe work practices. 
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ARTICLE21 
SECONDARY/OUTSIDE EMPLOYMENT 

21.1 Secondary Employment 
Employees shall comply with the Employer's policy governing Secondary/Outside 
Employment, as presently existing or hereafter modified. 

The Employer and the Union recognize that employment by and with the Probation and 
Court Services Department is and shall be the primary employment of each employee in 
the bargaining unit, and shall be given priority over secondary outside employment or 
volunteer activities of employees. 
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ARTICLE 22 DRUG FREE WORKPLACE AND SUBSTANCE ABUSE 
TESTING 

22.1 Prohibitions 
a. Any location at which County or Circuit Court business is conducted, whether at 
the County Complex or any other worksite, is declared to be a drug-free workplace. 
This will include County vehicles and any private vehicles parked on County premises 
or work sites. 

b. All employees are prohibited from reporting for work or remaining at work with 
their physical or mental faculties impaired because of prior indulgence in alcohol, 
illegal drugs, Cannabis/THC, or through the misuse of prescription medications. An 
employee may not have their work performance adversely affected by controlled 
substances, Cannabis/THC, illegal drugs, or alcohol and still be in compliance with this 
policy. 

c. Employees are prohibited from consuming alcohol during their work hours. 
Employees are prohibited from operating any County vehicle within eight hours of 
having consumed alcohol, or while under the influence of alcohol, or with a blood 
alcohol content of .04 or greater, or using any substance that adversely affects safety. 

d. All employees are prohibited from unlawfully manufacturing, distributing, 
dispensing illegal drugs, Cannabis/THC, or controlled substances; being under the 
influence of or using illegal drugs or controlled substances at any time in or outside of 
the workplace; and being under the influence or using Cannabis/THC in the workplace. 
Additionally, probation officers are prohibited from consuming, using, or being under 
the influence of Cannabis/THC at any time in or outside of the workplace. The 
following is a partial list of controlled substances. The County Human Resources 
Department can provide a complete listing and explanation of controlled substances. 
Controlled substances for purposes of this subsection d. include such substances as 
Narcotics (heroin, morphine, etc.), Stimulants (cocaine, diet pills, etc.), Hallucinogens 
(PCP, LSD, "designer drugs," etc). 

22.2 Over-the Counter/Prescription Drugs 
In the interest of public and employee safety, it is the employee's responsibility to notify 
the Employer of any known side effects of over-the-counter or prescription drugs which 
may adversely affect job performance. A "known side effect" is an effect of an over-the­
counter or prescription drug of which the employee has been informed by a physician or 
has experienced in the past. Upon notification, the Employer may direct employee to go 
home and utilize sick time until such tin1e they can perform their duties. Such notification 
by an employee will not result in disciplinary action. The Employer is in no way limited 
by this section from taking action under the disciplinary section of this Agreement if 
employee abuse of over-the-counter or prescription drugs warrants such action. 

45 



22.3 Type of Testing 
Where the Employer has probable cause to believe that the employee has consumed or is 
under the influence of alcohol or Cannabis/THC during the course of the work day or used 
illegal drugs or controlled substances at any time, the Employer has the right to require the 
employee to submit to alcohol or drug testing. Additionally, where the Employer has 
probable cause to believe a probation officer used Cannabis/THC at any time in or outside 
of the workplace, the Employer has the right to require the probation officer to submit to 
drug testing. The costs of such tests shall be the responsibility of the Employer. There 
shall be no unit-wide or random testing of employees, except random testing as authorized 
in Section 22.9 below. 

22.4 Order to Take Test 
The Employer shall provide the employee at the time he/she is ordered to submit to testing 
with a written notice of the order, setting forth the facts and inferences upon which the 
Employer bases its conclusion of probable cause. The employee shall have the right to 
consult with a union representative and/or counsel prior to any questioning. Refusal to 
comply with the order to test shall subject the employee to discipline, but taking of a test 
shall not operate to waive any objection or rights the employee may have. Refusal to 
submit to a test includes but is not limited to failing to provide adequate samples for testing 
without medical reason, failing to show up at the testing site when instructed, or engaging 
in conduct that obstructs the testing process. No employee shall be subject to any adverse 
employment action, except temporary reassignment or relief from duty with pay during the 
pendency of any testing procedure. Such reassignment or relief from duty shall be 
discontinued immediately in the event of negative test results. 

22.5 Tests to be Conducted 
The Employer shall use a clinical laboratory or hospital facility that is licensed per the 
Illinois Clinical Laboratory Act, which laboratory shall comply with all NIDA standards. 
The Employer shall establish a chain of custody procedure to insure the integrity of samples 
and test results, and shall not permit the employee or any other bargaining unit member to 
be part of such chain. Sufficient samples shall be collected so as to permit an initial, a 
confirmatory test, and a subsequent test to be arranged at a facility of the employee's 
choosing. The Employer agrees to pay for the subsequent test at the laboratory chosen by 
the employee if the test result is negative. Employer agrees that testing shall be by gas 
chromatography/mass spectrometry (GCMS) or an equivalent scientifically accurate test. 
In cases where the Employer has probable cause to suspect alcohol consumption, the 
Employer may require the employee to submit to a Breathalyzer test or Intoximeter. 

22.6 Results 
As to drug testing, the Employer shall only be notified in the event that a sample has tested 
positive for a particular drug on both the initial and confirmatory test, and any information 
otherwise coming into the possession or knowledge of the Employer ( e.g. insurance 
billings) shall not be used in any manner or forum adverse to the employee's interests. As 
to alcohol testing, test results showing a blood alcohol concentration of .04 shall be 
considered positive. Any level of alcohol concentration below .04 shall not prevent the 
Employer from showing that the employee consumed alcohol in violation of Section 29 .1 
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of this Article. The employee shall receive a copy of all test results, information, 
documents and other reports received by the Employer. 

22. 7 Right to Contest 
The Union and/or the employee shall have the right to contest and/or grieve any aspect of 
any testing under this Atticle, including the right to test, the order, the administration of 
the test, the significance or accuracy of the test, or the consequences of the test results. 
Nothing herein shall waive or limit any rights employees may have concerning such tests 
that may arise outside the Agreement, which the employee may pursue with or without the 
Union. 

22.8 Voluntary Request for Assistance 
No adverse employment action shall be taken in any manner or form against any employee 
who voluntarily seeks assistance for alcohol or drug related problems prior to the employer 
ordering a test for probable cause, other than the Employer may temporarily reassign an 
employee if he/she is then unfit for duty in his/her current assignment. Provided, however, 
an employee who voluntarily seeks assistance for an alcohol or drug related problem more 
than one time may be subject to adverse employment actions. All such requests shall be 
held strictly confidential and not released or used in any manner or form contrary to the 
employee's interests. 

22.9 Discipline 
In the first instance an employee tests positive as defined above on an alcohol test or for 
the presence of prescription drugs or over-the-counter medication (where such medication 
or drugs are in a quantity that the Employer can establish by a preponderance of evidence, 
that an abuse has occurred), the employee may be disciplined, up to but not including 
discharge, provided that the employee participates in an appropriate treatment program, at 
the employee's cost, determined by his physician, and at the Employer's discretion 
approved by a medical professional designated by the Employer, discontinues his abuse of 
alcohol, over-the-counter medication or drugs, and submits to random testing as may be 
directed by his counselors in an appropriate after-care program. Employees who do not 
comply with these set conditions, or who test positive for the second time, shall be subject 
to discipline up to and including discharge. 

In the first instance an employee tests positive for the presence of illegal drugs, controlled 
substances, or Cannabis/THC, the employee shall be subject to discipline up to and 
including termination. 

Employees who are unfit to perform reasonable duties to which they may be assigned 
during the period of their treatment and after-care shall be permitted to take accumulated 
time off and shall be afforded a leave of absence upon request for the period of counseling 
and aftercare, at the option of the employee. 
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22.10 Pre-Employment Testing 
Nothing in this Article shall probjbit the Employer from requiring and conducting pre-employment 
drug testing. 
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ARTICLE 23 
SA VIN GS AND COMPLETE AGREEMENT 

23.1 Savings 
Should any provision of this Agreement or any application thereof become unlawful by virtue of 
any federal or state law, or decision of a court of competent jurisdiction, that provision or 
application shall be negotiated by the parties to comply with the law or decision and all other 
provisions of the Agreement shall continue in full force and effect. 

23.2 Judicial Authority 
No provision in this contract which adversely affects or interferes with the constitutional or 
inherent powers of the judiciary or with a rule or order of the Supreme Court may be enforced. No 
provision of this conh·act may interfere with the supervision or conduct of a lawsuit by a judge. 
No provision in this contract which interferes with the supervision or conduct of a lawsuit by a 
judge may be enforced, but the suspension of any such provision due to the conduct of a lawsuit 
by a judge shall not cause loss of wages or economic benefit to the members of the bargaining 
unit. 

23.3 Employer Designee 
The Chief Judge of the Twenty-Second Circuit may designate an agent in writing for purposes of 
being the named Public Employer in matters arising under this Agreement. 

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

Therefore, the Employer and the Union, for the life of this Agreement, each voluntarily and 
unqualifiedly, waives the right, and each agrees that the other shall not be obligated to bargain 
collectively with respect to any subject or matter referred to or covered by this Agreement, or with 
respect to any subject or matter not specifically referred to or covered in this Agreement, but 
addressed in the Employer's existing policies. This shall not preclude the parties from mutually 
agreeing to modify or amend the provisions of this Agreement by mutual agreement, provided any 
such modification or amendment must be in writing and signed by the respective parties hereto. 
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24.1 Duration 

ARTICLE 24 
DURATION 

The Agreement shall be effective December 1, 2021, and continue in full force and effect until 
midnight, November 30, 2024, and thereafter from year-to-year, unless no more than 120 days, 
but not less than 60 days prior to November 30, 2024, or any subsequent November 30, either 
party gives written notice to the other of its intention to amend or terminate the Agreement. 

In witness whereof, the Employer and AFSCME Council 31, and Local 1748 sign this 
Agreement, which shall be effective upon its ratification by the principals of each party. 

AFSCME COUNCIL 31 

Judicial Employees /AFSCME LOCAL! 748 

~ A~. 
0-!~"0 lv~ 

p 

Chief Judge of the Twenty-Second Judicial 
Cir · t 
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APPENDIX A 

SALARY RANGES 

Effective upon 12/1/2022 12/1/2023 
ratification (2021 + .5 X 3%) (2022 + .5 X 2.5%) 

mm max Min max mm max 
Legal Administrative 
Support $17.46 $25.12 $17.72 $25.50 $17.94 $25.82 

Probation Officer $21.64 $31.78 $21.96 $32.26 $22.24 $32.66 
Senior Probation 
Officer $24.06 $35.76 $24.42 $36.30 $24.73 $36.75 

* All senior probation officers as of 12/1/2017 shall be paid under the senior probation officer pay 
range, so long as they remain an employee with the Chief Judge. 

Any employee being paid below the range above shall advance to the minimum of the applicable 
pay range, ptior to the increases specified in Article 18 Salaries. 
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STATE OF ILLINOIS 
CIRCUIT COURT 

22ND JUDICIAL CIRCUIT 
McHENRY COUNTY, ILLINOIS 

Letter of Agreement 

Having found a conflict in the Collective Bargaining Agreement (CBA) signed August 22, 2018, between the 

Chief Circuit Judge of the Circuit Court of the 22nd Judicial Circuit for McHenry County, (hereafter 

Management) and the American Federation of State, County and Municipal Employees Council 31, Local 1748 

(hereafter Union), the following letter of agreement is entered into to resolve said conflict. 

Management and the Union agree that employees are to arrive at work by the start of their shift, and utilize the 

McHenry County payroll system (presently ADP) to clock in and out for attendance purposes. If an employee 

fails to notify his/her supervisor prior at the start of the shift, and arrives more than seven and one-half (7.5) 

minutes late for work, the employee will be in a "no pay status" until he/she clocks in the McHenry County 

Payroll system pursuant to the Fair Labor Standards Act. After clocking in the employee must report to bis/her 

supervisor. No benefit time shall be applied to cover the late arrival. 

However, if an employee contacts bis/her supervisor prior to the start of the shift and the employee notifies 

the supervisor that he/she will be late and indicates that they would like personal time to be applied. The 

supervisor will allow personal time to be used, providing the employee has said time available for application, 

in 15 minutes increments to cover the late arrival. 

For the purposes of this Letter of Agreement, contact is defined as one on one voice communication message 

from the employee to the supervisor. If a supervisor is not available, the employee must contact or leave a 

message for the next manager in their chain of command. 

Regardless of the application of benefit time, the employee is still late for the start of their shift and shall be 

subject to discipline pursuant to the CBA. 

'/ 

lt
1

is ~A agrJ d),. , 
; tAJ\l ' --~ .. ---

AFSCME Staff Representative 

Date Date 

5fu m.l.l6um of, flu 22nd J,u,dkial, Cbr.adt of, .M.c3wvuJ ~ i6 w. 6.e t&gua,uli,a,i of, tif,e, ~ and pwpe,dy, w. ail 

6edtin.g, aauo t.a. ~fill, &j adJi.eJdng, t.a. prtadicu IA.at e,i.,wu. equala(j, fai,tMdo and ~ in. flu judk.ia,uj. 

McHenry County Government Center 
2200 North Seminary Avenue, Woodltock IL 60098 

Office: 815/334-4385 Fax: 815/338--0248 



Dlrec:tor 
Co■nScrvka 
Seth A. Krause 

Chief Ma■■aln& Offlc,r 
Ad■lt 

Roger A. Bacon 

Cblcf Maaaal1111 Officer 
J■n■llc 
Nicholas C. Chapman 

Optrwtlou M■naaer 
Susan I. Payton 

Supenrlsor • Aduh 
Lori J. Danczyk 

Supervisor • Adult 
Deborah D. Jenkins 

Supervisor• Adult 
Steven A . Wisniewski 

Supervisor • Juvenile 
Lori R. Trout 

Supen,bor • J11vcallc 
MepnJ. Yon 

Supen-isor - Evidence 
Bucd Pn11,-m• 
Becky E. Self 

PROBATION AND COURT SERVICES DEPARTMENT 
22ND JUDICIAL CIRCUIT COURT 

M~HENRY COUNTY, ILLINOIS 

Leiter of A&mmc■, 

The topic of compensation for lloliday On-Call was discussed in Labor Management 

Meetings subsequent to the signing of the Collective Bargaining Agreement between 

the Chief Cin:uit Judge of the 2211d Judicial Circuit for McHenry County. (hereafter 

referTed to as Management) and the American Federation of State, Cowity and 

Municipal Employees Council 31 . Local 1748 (hereafter refem:d to as Union) which 

was signed August 22, 2011. This lener of agreement shall serve as a formal and 

mutually agreed upon resolution to this topic. 

Officers are compensated 2.5 hours for sen·ing in an On-Call capacil)' for a one (I) 

week period of time (7 calendar days). When added to the 37.S hours of a NorTnal Work 

Weck (excluding Personal or Sick Time utilization), officers end up with a total of 40 

hours of compensable time. Any calls or responses that they are required to anend to 

during their On-Call week arc therefore compensated at one and one halftime (again, 

when no Personal or Sick Time are used in the same time period). 

Officers covering the assigned On-Call responsibility and Home Detention Officers 

who are requirtd to be On-Call will be compensated an additional 2.5 hours when they 

are required to be On-Call on a Court Approved Holiday. 

Given the above, and once: again assuming no Personal or Sick Time: is utilized in that 

specific one (I) week time period of being On-Call, the additional 2.5 hours of 

compensation would potentially be paid at one and one halftime. 

Officers who are required to work on a Court Approved Holiday (i.e. Pre-Trial) will be 

compensated 2.5 hol.ll"5 in addition to any/all hours actually worked on the: Coun 

Approved Holiday. 



Use of Personal or Sick Time during a nonnal work week (Sun 12arn- Sat 11 :59pm) impacts the rate at 

which additional compensation for bcinl! On-Call on a Coun Approved Holiday or working on a Court 

Approved Holiday i~ paid out. 

Since the Collective Bargain ins Agreement was signed on August 22, 2018, two holidays have occurred 

for which retro-active compensation will bt paid (Labor Day 9/3/l II and Columbu~ Oay 10/8/18) as soon 

as possible and in accordance with this document. Holidays in November were compensated in accordance 

with the above. 

it)!;~ agreed . ., _, /✓' J-'1 _, 

,..c::._ .~,.L_,;,4_,-d .. ~-­
Chic:f Circuit J6dgc 

(_ _Id-.... - ! ff· )o; 5 __ 
Date 

At'SCME Staff Representative 

12 -1 {-/~ 
Date 


