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FISCAL YEAR 2009 PAY SCALE



				HOURLY
Titles				Minimum	Midpoint	Maximum


[bookmark: OLE_LINK1]Maintenance/Custodial I		13.79		  16.84		19.90

Maintenance/Custodial II		16.57		20.38		24.18

Maintenance III			18.16	          	22.41	           26.68

Engineer I				19.91             	24.66		29.41

Lead Engineer			21.84		27.13		32.42

Maintenance 				23.93		29.84		35.74
Supervisor

Effective 12/01/2008

FISCAL YEAR 2012 PAY SCALE


				HOURLY
Titles				Minimum	Midpoint	Maximum


Maintenance/Custodial I		14.13		  17.26		20.40

Maintenance/Custodial II		16.98		20.89		24.78
Landscaper II			 

Maintenance III			18.61	          	22.97	           27.35

Engineer I				20.41             	25.28		30.15
Electronics Technician

Lead Engineer			22.39		27.81		33.23

Maintenance 				24.52		30.59		36.63
Supervisor




Effective 12/01/2011
ARTICLE 3
	 RECOGNITION

	The Employer hereby recognizes the International Union of Operating Engineers, Local 150, as the exclusive collective bargaining agent for all Lake County Facility Operations Division employees within the following bargaining unit, as certified by the Illinois State Labor Relations Board:
Included in Bargaining Unit:
	Lake County employees in the Facility Operations Division who hold the following job classifications:  Maintenance Supervisor, Lead Engineer, Engineer I, Electronics Technician, Maintenance III,  Maintenance/Custodial II, Landscaper II and Maintenance/Custodial I. 
Excluded from Bargaining Unit:
	All other Lake County employees






















ARTICLE 7
WAGES
		
	Effective 12/01/11 employees shall receive a 2.5% across the board increase. and be eligible to receive an addition average increase of .5% which shall be based upon performance.  The additional .5% performance increase shall be granted in accordance with the County’s Merit Pay Plan. Only employees who receive a “Meets Job Requirements” or higher performance appraisal are eligible for the .5% performance increase. The effective percentage increases for FY 2009 granted to employees covered by this bargaining agreement shall average 3.5%.
	Before any employee receives a “Needs Improvement” or “Unsatisfactory” performance appraisal, the employee will be given sufficient notice of necessary improvement and have an opportunity to cure the performance issues.  At the same time, the Department Head will also be made aware of a potential “Needs Improvement” or “Unsatisfactory” performance appraisal and upon request by the employee, she will review the employee’s performance and the sufficiency of the notice and opportunity to cure.
	Wage increases for fiscal years 2010 and 2011 are addressed in a side letter of agreement attached hereto.
	Effective 12/01/12 employees shall receive the same general increase as non-union employees.
          The parties shall reopen the contract for fiscal year 2013 to negotiate wages only.



ARTICLE 8
HOURS OF WORK AND OVERTIME

Section 1. Normal Work Hours for Employees  (based on a five-day work week):
1st Shift:	7:00 a.m -3:30 p.m
		8:30 a.m -5:00 p.m

2nd Shift	3:30 p.m -12:00 a.m.

3rd Shift	11:30 p.m.- 7:30 a.m. includes a half hour paid lunch
		12:00 a.m – 7:00 a.m includes a half hour paid lunch
Section 1. Normal Work Hours 
	The employer reserves the right to set schedules and hours of work for the efficient operation of the Division.  However, the current hours of operations are as follows:

Maintenance
Monday through Friday		7:00 am to 3:30 pm
Monday through Friday		8:30 am to 5:00 pm

Engineer Courthouse
First Shift
Sunday through Thursday		7:00 am to 3:30 pm
Tuesday through Saturday		7:00 am to 3:30 pm

Second Shift
Wednesday through Sunday		3:00 pm to 11:30 pm

Third Shift
Friday through Tuesday		11:30 pm to 7:30 am

Engineers Winchester House
First Shift
Sunday through Thursday		7:00 am to 3:30 pm
Tuesday through Saturday		7:00 am to 3:30 pm

Second Shift
Sunday through Thursday		3:00 pm to 11:30 pm
Tuesday through Saturday		3:00 pm to 11:30 pm



[bookmark: _GoBack]Third Shift
Sunday through Thursday		11:00 pm to 7:00 am
Tuesday through Saturday		11:00 pm to 7:00 am

Central Permit
First Shift
Monday through Friday		7:00 am to 3:30 pm

	The parties will meet and confer regarding any permanent changes to the hours of work outlined herein (including adding new shifts). The Employer will provide the Union with two weeks advance notice of the change and; the Union will have two weeks upon receipt of such notification to schedule a meeting in order to the discuss the above.  The Employer may implement the schedule change or additional shift(s) if no meeting is scheduled within the two week notice period.  The Employer will implement the original or a modified schedule after consideration is given to the issues raised.
Section 2. Overtime:
	Overtime compensation will be provided to bargaining unit employees in accordance with Section 3.5 of the Lake County Employee Policies and Procedures Ordinance.   
	Overtime shall be compensated at a rate of 1.5 times base hourly salary for hours worked in excess of eight (8) in a day and forty (40) in a week.

Section 3. Holiday Compensation:
	Holiday compensation will be paid to the employee at their regular rate for the hours worked during a fixed holiday by one of the following methods:
	a.	An alternate day off during the pay period in which the holiday occurs.
	b.	Compensatory time off at straight rate of pay for the hours worked.
	c.	Cash payment for the holiday at straight pay.
Effective December 1, 2010 double time shall be paid for all hours worked on Thanksgiving Day, Christmas Day and New Years Day.
Section 4. Call Outs 
		(i)	A “call out” is defined as an official assignment to work which does not continuously precede or follow the regularly scheduled working hours of an employee covered by this Agreement.	
(ii)	A minimum two-hour guarantee at the employee’s overtime rate of pay will be provided for all call-outs. 
Section 5.  On Call Pay
	Employees who are designated to be on call shall be paid one (1) hour per on call day at a rate of time and one half (1.5) their regular rate of pay.
Section 6. Compensatory Time and Accumulation
	The Employer shall grant the use of compensatory time pursuant to Section 5.7 (3) Compensatory Time Off, of the current Lake County Personnel Policies and Procedures Ordinance.
Section 7.  Mandatory Overtime
	Employees shall be required to work overtime in situations: 
a. that require immediate attention and a failure to act immediately may create an unsafe condition which could result in damage/injury to the public, employees and/or county owned property; and/or
b.   to meet operational needs (such as contract completion).
Overtime shall be assigned to qualified employees and then in rotating order amongst the employees who normally perform the type of work at issue.  The supervisor shall contact employees in order who are qualified to perform the work needed.  Employees may decline the overtime.  If the list is exhausted the least senior employee will be required to work the overtime even if they initially declined.

















ARTICLE 12
	UNIFORMS
1.	Uniforms
	During each subsequent fiscal year of this Agreement, the Employer will provide employees in the bargaining unit with 4 pants, 4 shirts, and 1 jacket.  The employees will be responsible for the care and cleaning of their uniforms.  During each year of this Agreement, the employer will provide reimbursement, up to a maximum of $200.00 $250.00 for the purchase of safety shoes from the County’s vendor.  
	All employees will be required to wear their uniform, safety shoes and ID badge while on duty.  Employees will be expected to present a neat and clean appearance when reporting for duty.
2.	Protective Clothing
	The Employer shall provide all necessary items of protective clothing and safety gear, which shall include, but shall not be limited to, gloves, masks, protective clothing and safety face gear.
3.	Prescription Safety Glasses
	Bargaining unit employees who are subject to assignments or situations necessitating protective eye glasses shall be reimbursed for purchasing prescription safety glasses as follows:
(A)	Reimbursement may be made once every two years from date of purchase;
(B)	The Employer shall reimburse one hundred percent (100%) of the cost for one (1) pair of prescription safety glasses up to a maximum of $100.00.
4.	Tool Allowance
	Should an Employee be required to purchase his/her own tools, the Employer shall reimburse the Employee upon presentation of an original receipt up to a maximum of;  
1.) $250.00 $275.00 per fiscal year for employees holding the position of Maintenance/Custodial I and II or; 2.) $300.00 $350.00 per fiscal year for employees holding the position of Maintenance III, Engineer I and Lead Engineer. 
	Employees shall request approval for the purchase of tools in advance. The Employer reserves the right to deny approval for the purchase of tools that are deemed to be duplicates, unrelated to the employee’s duties or for any other legitimate business reasons.  No request shall be unreasonably denied.	












SIDE LETTER OF AGREEMENT
IUOE, LOCAL 150 AND THE COUNTY OF LAKE, ILLINOIS 
 FACILITIES OPERATIONS DIVISION

	Due to the current economic conditions of the nation as a whole, including the local economy and Lake County government’s financial situation the parties agree that employees covered by this agreement  will receive the same increase and in the same manner as non-unionized employees effective December 1, 2009.  The County will notify the Union and provide the amount to be granted to non-unionized employees no later than November 1, 2009.  
	The parties may reopen the bargaining agreement upon notice on or after August 1, 2010 but no later than November 1, 2010 for purposes of negotiating a wage increase only for fiscal year 2010/2011.  The notice must be received by the Human Resources Department within the time period specified above and the parties will be required to schedule a meeting within 15 working days of receiving the notice. Failure to provide notice within the prescribed time frame will result in employees covered by the agreement being granted increases effective December 1, 2010 in the same amount and manner as non-unionized employees.  
	It is expressly understood that during the course of any re-opener under this Side Letter of Agreement, should the parties reach impasse, the No Strike/No Lockout provisions of the Collective Bargaining Agreement (Article 18) may be declared null and void by the Union.


_______________________________________                    ___________________________________
IUOE, Local 150 AFL-CIO					  Lake County, Illinois




APPENDIX A
DRUG AND ALCOHOL POLICY

Prohibitions
A.	Prohibited Alcohol-Related Conduct
An employee shall not perform a safety-sensitive function if he has engaged in any form of the following prohibited alcohol-related conduct:

1.	Using alcohol on the job.
2.	Being in possession of alcohol while on duty.  
3.	Having a prohibited breath alcohol concentration of .04 or greater when reporting for duty or while performing a safety-sensitive function.  
4.	Having used alcohol during the four (4) hours before going on duty.
5.	Using alcohol within eight (8) hours following an accident requiring a breath-alcohol test, or until after the breath-alcohol test has been administered (including any required confirmation test(s)), whichever comes first.
6.	Refusing to submit to a required alcohol test, including a refusal to provide or to submit to an evidential breath testing.  However, an employee will not be disciplined for refusing to submit to a required alcohol test if the County physician determines that the employee was unable to provide an adequate amount of breath in accordance with 49 CFR § 40.69(d)(2)(i).

 B.	Prohibited Drug-Related Conduct
An employee shall not perform a safety-sensitive function if he has engaged in any form of the following prohibited drug-related conduct: 
1.	Using any of the following controlled substances, including use of a substance for medicinal purposes under a doctor’s care, unless a physician has advised the employee that it will not interfere with the employee’s ability to perform safety-sensitive functions:
	a.	Marijuana (THC metabolite)
	b.	Cocaine
	c.	Opiates (morphine and codeine)
	d.	Phencyclidine (PCP)
	e.	Amphetamines
2.	Being in possession of any unauthorized (i.e., not prescribed) controlled substance.
3.	Reporting for duty or performing a safety sensitive function while impaired from any prescribed drug or controlled substance usage.
4.	Refusing to submit to a required controlled substances test, including the refusal to provide a urine specimen. However, an employee will not be disciplined for refusing to submit to a required drug test if the County physician determines that the employee was unable to provide an adequate amount of urine in accordance with 49 CFR § 40.25(f)(10)(iv)(B)(1).
5.	Tampering with or substitution of a urine specimen required for testing.  
C. 	Reporting Requirements for Prescribed Controlled Substances
1.	Any employee who takes prescribed medication must ask his treating physician whether the controlled substance could adversely affect his ability to perform safety-sensitive functions, including operating a commercial motor vehicle.
2.	If the medication in use will adversely affect the employee's ability to safely perform his job, the employee must notify his immediate supervisor (outside bargaining unit) and may not report to work or remain on duty.  Employees eligible for sick leave may take such period of absence as paid sick leave.  The County reserves the right, at its own cost, to have a County physician verify the necessity of the employee's leave or any restriction on his ability to perform safety-sensitive functions.
The failure to comply with the above reporting requirements may constitute cause for discharge in accordance with the collective bargaining agreement.
V.	CATEGORIES OF DRUG AND ALCOHOL TESTING
A. 	Post-Accident Drug and Alcohol Testing of Employees
1.	Conducted when an employee is involved in an accident in a County commercial motor vehicle, and:
a.	The accident involved the loss of life; or a reasonable determination of potential loss of life as determined by the employer using the best information available at the time of the decision, or
b.	The employee was issued a citation for a moving traffic violation arising from the accident.
2.	Post-Accident Alcohol Testing of Employees
a. 	Whenever possible, post-accident alcohol testing shall be conducted within two (2) hours of the accident.
b. 	If testing is not administered within two (2) hours of the accident, the County must prepare and maintain a record stating the reason the test was not promptly administered.
c. 	If testing is not administered within eight (8) hours of the accident, the County shall cease attempts to administer an alcohol test.
d. 	An employee required to be tested under this section is prohibited from consuming any alcohol for at least eight (8) hours following the accident or until after the breath alcohol test has been administered.
3.	Post-Accident Drug Testing of Employees
a.	Post-accident drug testing must be conducted within thirty-two (32) hours after the accident.  If testing is not administered within thirty-two (32) hours of the accident, the County shall cease attempts to administer a drug test.
b.	If testing is not administered within thirty-two (32) hours of the accident, the County must prepare and maintain a record stating the reason the test was not promptly administered.

B.	Random Drug and Alcohol Testing of Employees
Conducted throughout the year on a random, unannounced basis according to the following guidelines:
1. Restricted Period
a.	Employees are subject to unannounced random drug and alcohol testing during all periods on duty. 
b.	The County will not require employees to come in for a call-out assignment for the sole purpose of random testing.
2.	Frequency of Testing
a.	The County shall conduct random drug testing on at least fifty percent (50 %) of employees.  
b.	The County shall conduct random alcohol testing on at least ten percent (10%) but no more than twenty percent (20%) of the average number of employees.
	Selection of Employees
a.	The procedure used to determine which employees are subject to random drug or alcohol testing in a given year shall ensure that each employee has an equal chance of being selected.
b.	Should disputes arise regarding the random selection process, the Human Resources Representative or other person responsible for administering the drug and alcohol policy for the County shall meet with a representative of the affected employee’s respective union and explain the methodology used.
c.	Facilities Operations Division employees will be included in the entire random testing pool of County employees holding CDL’s.
C.	Reasonable Suspicion Drug and Alcohol Testing
Conducted when a trained supervisor observes behavior or appearance that is characteristic of an individual who is currently under the influence of or impaired by alcohol, impaired by drugs, or a combination of alcohol and drugs, according to the following guidelines:
1.	A supervisor's determination that reasonable suspicion exists shall be based on specific, contemporaneous, articulable observations concerning the appearance, behavior, speech or body odors of the employee;
2.	The supervisor(s) must complete a Reasonable Suspicion Observation Form for any drug tests within twenty-four (24) hours of the observed behavior or before the result of the controlled substance test is released, whatever is earlier.
3.	A "trained supervisor" is one who has received at least two (2) hours of training in the signs of alcohol and drug use, including at least sixty (60) minutes of training on drug use and at least sixty (60) minutes of training on alcohol use.
4.	The employee is entitled to Union representation before being questioned in connection with a reasonable suspicion determination, if so requested by the employee.
VI. 	DRUG AND ALCOHOL TESTING PROCEDURES
A.	Alcohol Testing Procedures
1.  	There are three categories of test results:
1)	Blood Alcohol Concentration (BAC) below 0.02 equals a negative result.
2).	BAC between 0.02 and less than 0.04 requires the employee to stand down for 24 hours.
3).	BAC equal to or greater than 0.04 equals a positive result.
a.	Federal rules and regulations require breath testing to be done on Evidential Breath Testing (EBT) devices approved by the National Highway Traffic Safety Administration (NHTSA).  A screening test is conducted first. Any result less than 0.02 blood alcohol concentration is considered negative.  If the blood alcohol concentration is 0.02 or greater, a second confirmation test must be conducted.  
B.	Drug Testing Procedures:
1.	Drug testing is conducted by analyzing an employee’s urine specimen.  The Analysis is performed at laboratories certified and monitored by the Department of Health and Human Services for the following drugs:
   			a.	Marijuana (THC metabolite)
   			b.	Cocaine
			c.	Opiates (morphine and codeine)
			d.	Phencyclidine (PCP)
			e.	Amphetamines
The testing is a two stage process.  First a screening test is conducted.  If it is positive for one or more of the drugs listed above, then a confirmation test is conducted for each identified drug.  The confirmation test is a gas chromatography/mass spectrometry (GC/MS) analysis.
a.	If an employee is taking a prescription medication in conformity with the lawful direction of the prescribing physician or a non-prescription medication in conformity with the manufacturer’s specified dosage, a positive test result consistent with the ingredients of such medication will not constitute cause for discipline for engaging in prohibited drug-related conduct.  The County may require an employee to provide evidence that any prescription medication has been lawfully prescribed by a physician for the employee.  
Regardless of the above paragraph, an employees may still be subject to discipline, up to an including termination from employment in accordance with the collective bargaining agreement, if they fail to comply with the “Reporting Requirements for Prescribed Controlled Substances” contained under Section IV.
C.	Medical Review Officer (MRO)
The Medical Review Officer will be a licensed physician designated by the County as the person responsible for receiving laboratory results generated by the County's drug testing program. The MRO shall have knowledge of substance abuse disorders and have the appropriate medical training to interpret and evaluate an employee's positive test result together with his medical history and any other relevant biomedical information.
D.	Substance Abuse Professional (SAP)
The Substance Abuse Professional shall be a licensed physician (medical doctor or doctor of osteopathy), or a licensed or certified psychologist, social worker, employee assistance professional, or addiction counselor with knowledge of and clinical experience in the diagnosis and treatment of alcohol and controlled substances-related disorders.
VII. 	CONSEQUENCES OF POSITIVE TEST RESULTS
A.	Confirmed Breath Alcohol Test Result Between 0.02 and less than 0.04
An employee with a confirmed breath alcohol concentration result between 0.02 and less than 0.04 must undergo a second confirmation test.  If the second test result is between 0.02 and less than 0.04, the employee shall be removed from duty without pay for twenty-four (24) hours and may be subject to discipline up to and including termination from employment in accordance with the collective bargaining agreement.

B.	Confirmed Breath Alcohol Test Result of 0.04 or greater or Other Prohibited Alcohol Conduct
1.	An employee with a breath alcohol concentration test result of 0.04 or more, or who has otherwise violated the rules on prohibited alcohol-related conduct shall be immediately removed from duty.  Since engaging in prohibited alcohol-related conduct may constitute cause for discharge, the employee may be subject to discipline up to and including termination from employment in accordance with the collective bargaining agreement.  
2.	Under no circumstances may an employee return to duty until he:
a.	Is evaluated by a Substance Abuse Professional (SAP); and
b.	Complies with and completes any treatment program recommended by the SAP; and
c.	Completes the return to duty breath alcohol test with a result indicating an alcohol concentration of less than 0.02.
3.	If an employee is allowed to return to duty, he will be subject to at least six
(6) Unannounced follow-up tests during the first twelve (12) months following his return to duty. This follow up testing may be extended for up to an additional 36 months if the County believes that further testing is necessary.
4.	If the Substance Abuse Professional determines that follow-up testing is no longer necessary, it may be terminated after the first six (6) follow-up tests.
C.	Confirmed Positive Urine Drug Test
1.	An employee who tests positive for any of the prohibited controlled substances, or who has otherwise violated the rules on prohibited drug-related conduct set 
	forth above, shall be immediately removed from duty.  Since engaging in prohibited drug-related conduct may constitute cause for discharge, the employee may be subject to discipline up to and including termination from employment in accordance with the collective bargaining agreement.
2. Under no circumstances may an employee return to duty until he:
a.	Is evaluated by a Substance Abuse Professional (SAP); and
b.	Complies with and completes any treatment program recommended by the SAP; and
c.	Completes the return to duty testing requirements.  
3.	If an employee is allowed to return to duty, he will be subject to at least six (6) unannounced follow-up tests during the first twelve (12) months following his return to duty. This follow up testing may be extended for up to an additional 36 months if the County believes that further testing is necessary. 4.	If the Substance Abuse Professional determines that follow-up testing is no longer necessary, it may be terminated after the first six (6) follow-up tests
D.	Refusal to Take a Drug or Alcohol Test
Any employee who refuses to undergo required testing, as set forth in this policy, shall be considered as having tested positive and shall be immediately removed from duty.
VIII. 	CONFIDENTIALITY OF DRUG AND ALCOHOL TEST RESULTS
Drug and alcohol test results will be treated in a confidential manner. An employee’s supervisor may be informed on a need to know basis of the results of such tests.  Employees who wish to review their own drug and alcohol test results must submit that request in writing to the Director of Administration or the Director of Human Resources.
IX. 	VOLUNTARY REQUESTS FOR ASSISTANCE
Employees should refer to Article 12 regarding the Employee Assistance Program.

