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PREAMBLE

This Agreement entered into by the Forest Preserve District of Kane County, Kane County,
Tlinois, an Illinois Municipal Corporation, hereinafter referred to as (the “District”), ” and the
Metropolitan Alliance of Police, Forest Preserve District of Kane County Police Officers Chapter
#315, hereinafter referred to as (the “Chapter,”) is intended to promote harmonious and mutually
beneficial relations between the District and the Chapter, and is set forth herein the basic and full
agreement between the Parties concerning rates of pay, wages and other conditions of employment
for full-time Police Officers, including probationary Police Officers, below the rank of Sergeant,
hereinafter referred to as (the “employees™), or when the context requires a singular noun, as (the
“employee”).

ARTICLE 1
RECOGNITION

Section 1.1 Recognition

Pursuant to an election and certification by the Illinois Labor Relations Board (the “Labor
Board”) under Case, No. S-RC-24-021, dated November 14, 2023 and the certification issued
thereon to the Chapter by the Labor Board, the District recognizes the Chapter as the exclusive
bargaining agent for the purpose of establishing wages, hours, and other conditions of employment
for all full time employees employed by the District, and excluding all employees in the rank of
Sergeant and above, all part time employees excluded from the definition of “peace officer” as
defined in Section 3(k) of the Illinois Public Labor Relations Act (the “Act”), and all other
management, supervisory, confidential, and professional employees as defined by the Act, as
amended. None of the provisions of this Agreement shall be construed to require either the District
or the Chapter to violate any Federal or State Laws. In the event any provisions hereof or
hereinafter stated shall conflict with any such law, such provision shall be modified to the extent
necessary to conform to said laws.

Section 1.2 Probationary Period

The probationary period for employees covered by this Agreement is twelve (12) calendar
months in duration from the date of the employee’s graduation from the Academy, or if no
Academy training is required, six (6) calendar months from the starting date of the employee’s
full-time employment in a position covered by this Agreement.

The probationary period may be extended by the District in its sole discretion for a period
not to exceed an additional six (6) months after providing notice to the Chapter and the affected
employee. Time absent from work or regular duties in excess of thirty (30) calendar days shall
not apply toward satisfaction of the probation period.

During the probationary period, an employee is subject to discipline, including discharge,
without cause and with no recourse to the Grievance Procedure or any other forum. It is further
agreed that probationary employees shall be entitled to all other rights, privileges, and benefits
conferred by this Agreement except as previously stated, or as otherwise provided in this
Agreement.



and services performed by its employees; to determine the good and resources purchased; to make,
alter and enforce reasonable rules, regulations, orders, policies and procedures, including those
referenced in the Department’s Standard Operating Procedures and/or the District’s Employee
Handbook or otherwise; to evaluate employees; to establish performance standards for employees;
to discipline, suspend, demote, and discharge non-probationary employees for just cause
(probationary employees with or without cause); to change or eliminate existing methods,
equipment or facilities or introduce new ones; to determine training needs and assign employees
to training; to determine internal investigation procedures and to change those procedures; to take
all other lawful action as may be necessary to carry out the mission of the District and the
Department in the event of civil emergency as may be declared by the District or the Chief or its/
/their authorized designees. The District will not exercise its authority and rights under this Article
in a manner which contravenes an express, lawful provision of this Agreement.

The Commission will have sole discretion to determine that civil emergency conditions
exist which may include, but not be limited to, riots, civil disorders, tornado conditions, floods or
other natural or manmade catastrophes. In the event of such emergency action, the provisions of
this Agreement, other than the base wages provisions, may be suspended, if necessary, provided
that all provisions of the Agreement shall be promptly reinstated once the local disaster or
emergency condition ceases to exist; and to carry out the mission of the District.

Section 3.2 Use of Part Time Emplovees

The District may continue to utilize part-time employees to supplement the full-time
workforce, consistent with past practice. Part-time employees shall not be used for the primary
purpose of eroding the bargaining unit or causing the layoff of an existing full-time employee.

ARTICLE IV
LAYOFF & RECALL

The District, in its discretion, shall determine when and whether a reduction in force or
reinstatement are necessary. If the District so determines that these conditions exist, employees
covered by this Agreement will be reduced or reinstated in accordance with their length of service
with the District as provided in Illinois Compiled Statutes, 65 ILCS 5/10-2.1-18.  All affected
Officers shall receive notice in writing of the layoff at least fifteen (15) calendar days in advance
of the effective date of such layoffs.

ARTICLE V
NO STRIKE CLAUSE

Section 5.1 No Strike Clause

Neither the Chapter nor any Chapter Officer, agent or employee will instigate, promote,
sponsor, engage in or condone any strike, work stoppage or work slowdown in violation of Illinois
Public Labor Relations Act (5 ILCS 315/). Any employee who participates in a strike, work
stoppage, sympathy strike, intentional withholding of services, picketing of District offices or
homes of District officials, “blue flu”, “ticket blitzing”, slowdown or intentional refusal to work
at any time for any reason, shall be subject to discipline or discharge.



Section 6.3 Authorized Overtime/Compensatory Time

All employees are expected and required to perform a reasonable amount of overtime work
when assigned. Mandatory overtime assignments will be filled on the basis of reverse seniority,
if and when deemed necessary by the Chief or designee. No overtime work is authorized unless
expressly approved in advance by the Chief or authorized designee.

Employees will receive compensatory time off for authorized hours actually worked
beyond forty (40) in a workweek, up to a maximum accrual of sixty (60) hours. When this
compensatory time accrual cap is reached, employees will be paid one and one half times (1.5x)
their regular hours rate for all hours actually worked in excess of forty (40) in a workweek. For
the purposes of this Section 6.3, “hours worked” shall be defined as hours actually worked and
any paid absence for approved vacation, personal time, or designated holidays but specifically
excluding compensatory time, sick leave, and workers® compensation time off.

Section 6.4 Work Breaks

Breaks may be taken for reasonable intervals, at reasonable times as approved at the
discretion of the supervisor to ensure adequate coverage exists at all times during break periods.
The work break period is considered on-duty time, and personnel are considered to be available
for any assignment during any break period.

Section 6.5 Regular Shift Assignments

The District retains the right to determine the total number of personnel to be assigned to
each normal shift. Non-probationary employees will have the right to bid by seniority for their
normal shift and slot of preference on an annual basis. Such shift picks will normally be completed
by December 1 of each year and will become effective on January 1 for the remainder of the
calendar year. It is understood that the Chief or designee retains the right to reassign employees,
either temporarily or otherwise to change a normal shift to accommodate business needs including:
light duty work assignments, training assignments, to cover absences, and/or for emergency or
other operational reasons. The District will not exercise its rights under this Section 6.5 in a
manner that is arbitrary or unreasonable.

Section 6.6 Shift Switch Requests

An employee may request a switch of their regularly scheduled full duty shift with another
qualified non-probationary employee. Any such request must be approved at least twenty-four
(24) hours in advance of the start of the shift, and it is subject to the needs of the Department. The
Parties agree that the following conditions must be met for any switches:

a. The shift switch does not result in additional overtime compensation being
paid to any of the Employees involved in the shift switch change.

b. The Employee switching shifts will forfeit seniority for vacation picks only
on the new shift.



Section 7.6  Call Back

An employee called back to work outside their normally scheduled shift after having left
work or while otherwise off duty shall be paid a minimum of two (2) hours pay at the applicable
rate of the affected employee. The provision of two (2) hour minimum shall not apply if the
employee is called back to correct their own error, wherein they will be compensated for time
actually worked only.

Section 7.7 No Pyramiding

Compensation shall not be paid more than once for the same hours under any provisions
of this Article or this Agreement.

ARTICLE VIII
CHAPTER SECURITY AND DUES CHECK-OFF

Section 8.1 Dues Deductions

Upon receipt of proper voluntary written authorization from an employee, the District shall
deduct each month’s Chapter dues in the amount certified by the Treasurer of the Chapter from
the pay of all employees covered by this Agreement who, in writing, authorize such deductions.
Such money shall be submitted to the Chapter or the Metropolitan Alliance of Police within fifteen
(15) calendar days after the deductions have been made on a monthly basis.

Section 8.2 Revocation of Dues Checkoff Authorization

An employee desiring to revoke the dues checkoff authorization may do so by written
notice to the District at any time upon thirty (30) calendar days’ notice.

Section 8.3 Indemnification

The Union shall indemnify, defend and hold harmless the District and its officials,
representatives and agents against any and all claims, demands, suits or other forms of liability
(monetary or otherwise) and for all reasonable costs for counsel that shall arise out of or by reason
of action taken or not taken by the District in complying with the provisions of this Article provided
that the District does not initiate the action. If an improper deduction is made, the Union shall
refund any such amount directly to the employee without delay.

Section 8.4 Bulletin Board

The District shall provide the Chapter with designated space on a bulletin board, for posting
of Chapter announcements, seniority roster, and other items of legitimate Chapter business. The
District may remove postings that it reasonably believes are inflammatory, political in nature
and/or which are otherwise inappropriate in content.



CALENDAR YEAR ANNUAL VACATION DAYS EARNED
Year 10 19 days
Year 11 20 days
Year 12 20 days
Year 13 21 days
Year 14 21 days
Year 15 22 days
Year 16 22 days
Year 17 23 days
Year 18 23 days
Year 19 24 days
Year 20 25 days

Section 9.2 Carrv Over of Vacation Time

Employees may carryover up to ten (10) vacation days (eighty (80) hours maximum) from
one calendar year to the next; all remaining vacation or other available paid time off (including
flexible time off for working on a designated holiday pursuant to Section 10.2) is lost if not used
by the end of the calendar year.

Section 9.3 District Emergency

In case of a natural or civil emergency, the Chief or designee may cancel and reschedule
any or all approved vacation leaves in advance of their being taken, and/or recall any employee
from a vacation in progress.

ARTICLE X
HOLIDAY AND PERSONAL TIME

Section 10.1 Designated Holidays

The District’s “Designated Holiday” schedule will be set on an annual basis by the District,
and is currently:

New Year’s Day Martin Luther King Jr. Day
Lincoln’s Birthday Washington’s Birthday
Spring Holiday Memorial Day

Juneteenth Independence Day

Labor Day Columbus Day

Veterans Day Thanksgiving Day

Day After Thanksgiving Christmas Eve

Christmas Day




time is not intended to be additional paid vacation time, and it cannot be carried over from year to
year if not timely used be December 31.

ARTICLE XI
LEAVES OF ABSENCE

Section 11.1 Absence from Work

All absences or tardiness from work must be reported to the Supervisor in charge at least
two (2) hours prior to the employee’s designated starting time on each unless the nature of the
absence or tardiness makes notification within the two (2) hour time frame impracticable for
unforeseen reasons deemed acceptable to the Chief or designee.

Section 11.2 Sick Leave
An employee may use earned Sick Leave for any of the following reasons:

a. The employee is suffering from an illness, injury, or medical condition
rendering the employee unable to competently and safely perform the
employee’s essential job functions;

b. Quarantine of an employee by a physician;

c. Ilness or injury of an immediate family member of the employee or to care
for a family member receiving medical care, treatment, diagnosis or
preventative medical care. (For the purposes of this policy, "family
member" is defined as the employee's spouse, domestic partner, children or
stepchildren,  siblings, parents, parents-in- law, grandparents,
grandchildren, and stepparents.);

d. Any purpose within the guidelines of the Family Medical Leave Act if
applicable (time runs concurrently with otherwise unpaid FMLA);

€. Where an employee is unable to schedule a medical or dental appointment
outside normal working hours, they may utilize sick leave for such purpose;

f. To extend otherwise paid or unpaid Bereavement Leave.

Sick Leave may not be used as additional Vacation or Personal Leave time. Employees
must use their accrued Sick Leave time (and other paid time off options) while on otherwise unpaid
time off work for any reason.

Section 11.3 Sick Leave Accrual and Usage

Sick Leave shall be accrued per bi-weekly pay period for each pay period of employment
at the District with a maximum accrual of up to ninety-six (96) hours per full calendar year actually
worked. Sick Leave may be used in increments of at least one (1) hour. Sick Leave is not accrued
during any full pay period in which an employee is on an unpaid leaves of absence, including
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person standing loco parentis, mother, father, stepparent, brother, sister, mother-in-law, father-in-
law, brother-in-law, sister-in-law, grandparent, grandchild.

The District also will comply with the Illinois Family Bereavement Leave Act when
applicable for eligible employees.

Section 11.6 Family and Medical Leave Act

Eligible employees may receive up to twelve (12) workweeks of time off pursuant to the
District’s Family and Medical Leave Act policy (“FMLA”) in effect at the time, including
revisions that are adopted from time to time and consistent with the applicable federal law and
regulations.

Section 11.7 Non-FMLA/Personal Leave of Absence

Requests for time off work as a General Leave of Absence for compelling personal reasons
and/or medical reasons not covered by the FMLA, may be considered in the discretion of the
District pursuant to the policies in the District’s then applicable Handbook as applied to
unrepresented employees. The terms of any approved General Leave of Absence are determined

by the District.
Section 11.8 Military Leave

The District will comply with all applicable State and Federal laws concerning military
leave time off, compensation and reinstatement rights.

Section 11.9 Jury Dutv Leave

Employees are eligible for up to three (3) workweeks (120 hours maximum) of paid time
off when they are summoned to serve on Jury Duty during regularly scheduled hours of work.
Any additional work days when serving on Jury Duty will be approved but unpaid. Any additional
leave will be charged against the employee’s accumulated benefit time of the employee’s choice.

Any per diem payment the employee receives from the court system must be forwarded
from the employee directly to the Finance Department. Should an employee receive a per diem
payment for jury duty service electronically, the employee must provide payment to the District
by submitting a check equivalent to the per diem amount received. The employee shall retain any
per diem payment from the court system for Jury Duty that exceeds three (3) workweeks (120
hours).

Section 11.10 Maternity/Paternity Leave

An employee who is pregnant (or has a medical condition related to pregnancy or
childbirth) may work up until the birth of the child as long as this is consistent with the advice of
their health care provider. The District may request a written release for this purpose and/or
additional information as may be necessary to attempt to identify any reasonable
accommodation(s) that may be medically necessary to allow the employee to perform their
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conferences that are attended at a location within a reasonable commuting distance from the
District offices and which do not require an overnight stay. Travel and meal expenses incurred for
attendance at other required and approved trainings or professional conferences will be considered
on a case-by-case basis.

ARTICLE XIII
GRIEVANCE & ARBITRATION PROCEDURE

Section 13.1 Grievance Defined

It is mutually desirable and hereby agreed that all grievances shall be handled in accordance
with the following steps. For the purposes of this Agreement, a “Grievance” is any dispute or
difference of opinion raised by an employee or the Chapter against the District involving the
meaning, interpretation or application of the express provisions of this Agreement. The District
shall not be required to pay any employee wages for time off work for grievance processing unless
the employee is the Grievant and is required by the Chief to be present in a grievance meeting on
the employee’s on duty time, in which case the Employee will be relieved from work without a

loss of pay.

The parties agree that the discipline of members shall be subject to the jurisdiction to the
Grievance Procedure to the extent and under the circumstances provided for in Article XIV. Any
time period provided for under the steps in the Grievance Procedure may be extended or contracted
by mutual agreement.

STEP ONE: The employee, with or without a Chapter representative, may take up a
grievance presented in writing to the employee’s immediate supervisor within five (5) business
days of the event giving rise to the grievance (or the date that the employee or Union reasonably
should have had notice of the event). The supervisor shall attempt to adjust the grievance as soon
as possible and therefore will schedule a meeting with the employee and a Chapter Officer within
five (5) business days after receipt of the grievance from the employee. The supervisor shall then
render a written decision, based on the supplied information during the meeting, and shall deliver
said decision to the grievant, within five (5) business days of the meeting.

STEP TWO: Ifthe grievance is not adjusted in Step One, the grievance shall be submitted
by the grievant in writing to the Chief or their designated representative within ten (10) business
days of the receipt from the supervisor of their response in Step One. A meeting shall be held at a
mutually agreeable time and place, and participants shall discuss the Grievance and hopefully
come to an equitable solution. If a Grievance is settled as a result of such meeting, the settlement
shall be reduced to writing and signed by the Parties. If no settlement is reached, the Chief or their
designated representative shall give the grievant the District’s answer in writing within ten (10)
business days following their Step 2 meeting.

STEP THREE: If the Chapter is not satisfied with the decision of the Chief; the Chapter
may appeal the Grievance to arbitration by notifying the Executive Director in writing within ten
(10) business days after receipt of the Chief’s ’s response in Step Two. A meeting shall be held
at a mutually agreeable time and place, and participants shall discuss the Grievance and hopefully
come to an equitable solution. If a Grievance is settled as a result of such meeting at this Step
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Section 13.4 General Rules

Any decision not appealed by the employee or the Chapter as provided within the time
limits specified in each step shall be considered settled on the basis of the latest decision and shall
not be subject to further appeal. Any Grievance not answered within the time limits specified in
each step shall be automatically appealed to the next step. However, time limits at each step may
be extended by mutual written agreement of the Chapter and the District.

No matter or action shall be treated as a Grievance unless a grievance is filed in accordance
with this Article.

ARTICLE X1V
NON-DISCRIMINATION

Section 14.1 Non-Discrimination

In accordance with applicable law, both the District and the Chapter agree not to
discriminate against any employee covered by this Agreement in a manner which would violate
federal or state laws on the basis of race, sex, creed, religion, color, marital status, age, national
origin, political affiliation and/or beliefs, mental and/or physical disability, or Chapter
membership.

Section 14.2 Reasonable Accommodations

The Parties recognize the District has a right to take any actions deemed necessary to be in
compliance with the requirements of the Americans with Disabilities Act and other applicable state
and federal laws with respect to employees who have a disability and/or those who are pregnant
or have a medical condition related to pregnancy or childbirth. The Chapter agrees to work
cooperatively with the District to determine if a reasonable accommodation is available and

medically necessary as required by law.

Section 14.3 Chapter Activity

The District and Chapter agree that no employee shall be discriminated against,
intimidated, restrained or coerced in the exercise of any rights granted by law or by this Agreement,
or on account of membership or non-membership in, the Chapter.

Section 14.4 Administrative Remedy

Any dispute related to the application or construction of this Article may be submitted and
processed in accordance with the Grievance Procedure through Step Three only. If not resolved
earlier, a dispute related to the application of this Article will be addressed pursuant to the
procedures of the applicable administrative agency and not through the Grievance Procedure.
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Section 15.6 Disciplinary Authority

Part 1. Chief’s Authority. The Chief shall have such disciplinary authority as is inherent
in their position, plus the disciplinary authority referenced in the District’s Employee Handbook.

a. To issue written warnings, written reprimands, disciplinary suspensions of
employees up to ten (10) working days, demotion and termination. A
suspension without pay of greater than ten (10) days may not be imposed
without the approval of the Executive Director. Such disciplinary action is
subject to an appeal of the disciplinary action in accordance with the
provisions of this Agreement.

b. To suspend an officer with pay pending an investigation for such time as is
necessary to complete the investigation. Such disciplinary action shall not
be deemed final until the investigation to which it relates is completed, at
which time the employee shall have the right to file a Grievance with respect
to resulting disciplinary action, including discharge.

Part 2. Probationary Employees. Probationary employees may be disciplined and/or
discharged without recourse to the Grievance Procedure. No Grievance or other appeal may be
filed or processed under this Agreement for discharge or other disciplinary action of a probationary
officer.

Part 3. Disciplinary Grievances. If an employee elects to file a Grievance as to a
disciplinary suspension or discharge imposed upon them, the Grievance shall be processed in
accordance with this Agreement, except as provided herein.

Part 4. Written warnings and verbal reprimands may be the basis of a Grievance through
Step 3 of the Grievance Procedure only and may not be pursued to Arbitration.

Part 5. Finality of Decision and Judicial Review. An Arbitrator’s decision with respect to
a disciplinary suspension or discharge, if rendered in accordance with the terms of this Agreement,
shall be final and binding on the officer, the Union, and the District, subject only to an appeal in
accordance with the provisions of the Uniform Arbitration Act, as provided by Section 8 of the
IPLRA, 5 ILCS 315/8.

Section 15.7 Use of Electronic Data for Discipline

Portable radio electronic data, or any other source of electronic data, including GPS data,
shall not be used as the sole basis for implementing or investigating alleged misconduct by an
employee. However, such information may be used as corroborating information by the District
to support the imposition of disciplinary action or other remedy in the event of a violation of a rule
or policy applicable to employees of the District.

The Union and employee will have access to the BWC and relevant surveillance data prior
to completion of the investigation except in the event that the alleged misconduct involves an
offense where the integrity of the officer is the primary basis of the investigation.
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ARTICLE XVII1
UNIFORMS

Section 17.1 Uniform Benefits

The Chief will determine the style and make of all required uniforms and equipment but if
changes to the uniforms or equipment is made, the changes shall constitute an initial issue and
shall be provided by the District at the District's expense.

The District will provide the initial set of required uniforms and required equipment
comprised of five (5) sets of uniforms, vest and body armor to the newly hired employee at no cost
to the employee. It is the employee’s responsibility to clean and maintain the required uniforms
and equipment items. The District reserves the right to determine the style and vendor for the
uniforms, equipment and vest used by covered employees when paid by the District.

Equipment and uniforms issued to employees must be returned to the District at the time
the employment relationship ends regardless of the reason. If an employee fails to return any
equipment or uniforms upon termination, the employee will be charged for the costs involved and
this may be collected through payroll deductions and/or offset against amounts otherwise available
to the employee.

Section 17.2 Boot Allowance Program

The District will reimburse employees up to One Hundred and Fifty Dollars ($150) per
calendar year for required safety shoes/boots. The Chief will determine the style, make and vendor
used for the purchase of necessary and required safety shoes/boots or other footwear that is
required as a condition of employment.

Section 17.3 Vests

The District agrees to provide each covered full time employee a ballistic-vest and exterior
vest carrier, at the District’s expense. The District agrees to replace said vest and vest carrier after
five (5) years of continuous use (or pursuant to the manufacturer’s recommendation), at no cost to
the employee.

ARTICLE XVIII
OFF DUTY EMPLOYMENT

Section 18.1 Emplovment Qutside Department

No employee shall engage in outside employment (including self-employment with or
without compensation) unless the Chief or designee has approved the outside employment in
writing prior to the employee’s acceptance of the position. The Chief may restrict or prohibit
secondary/off duty employment requests (or self-employment) in the best interest of Department
operations but such requests for approval will not be unreasonably denied. No employee shall be
allowed to wear District uniform while in the service of another employer except with the written
permission of the Chief. No outside employment shall interfere with the regular duties of any

21



e. Fails to timely return to work following a notice of recall pursuant to the
terms of this Agreement;

f. Does not perform work for the District for a period in excess of twelve (12)
months except as otherwise required by law pursuant to the Public
Employee Disability Act and/or the Illinois Workers® compensation law;

g. Is not reasonably expected to be released to return to work within twelve
(12) months from the commencement of a medical leave and/or within a
reasonable period of time (with or without reasonable accommodation)
thereafter due to a documented disability of the employee;

h. Fails to timely return to work upon expiration of a leave of absence; or
i. Fails to report to work without notice (no call no show) for two (2) or more
consecutive workdays without legitimate explanation and supporting
documentation.
ARTICLE XX
ALTERNATIVE DUTY

Section 20.1 Alternate Temporary/Modified Duty

The District may require an employee who is on extended leave (as opposed to disability
pension) to return to work in an available temporary alternate or modified work assignment that
the employee is qualified to perform, when available. Employees assigned to a temporary alternate
duty assignment will be compensated at their regular rate of pay while approved and assigned to
work in such capacity. Employees will only be assigned to alternate duty assignments on a
temporary basis when the District determines that the need exists and for so long as such needs
exist. Nothing in this Section shall be construed to require the District to create alternate duty
assignments for any employee(s).

ARTICLE XXI
GENERAL PROVISIONS

Section 21.1 Chapter Emplovees

Authorized representatives of the Chapter shall be permitted to visit the Department during
working hours to talk with employees of the Chapter and/or representatives of the District
concerning matters covered by this Agreement for reasonable periods of time, as long as it does
not disturb or disrupt the normal operational activities. It is understood that these visits must be
arranged and previously approved by the Chief or designee and such approval shall not be
unreasonably withheld.

Section 21.2 Immunization and Inoculations

Unless otherwise covered by the District’s group health insurance program, the District
agrees to reimburse the employee for the reasonable cost of required inoculation(s) or
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ARTICLE XXII
DRUG AND ALCOHOL TESTING

Section 22.1 Drug and Alcohol Testing

As a condition of employment, covered employees are required to comply with the
District’s then-applicable Alcohol and Drug Testing Policy in the District’s Employee Handbook
that is incorporated by reference to this Agreement and attached as Appendix D.

ARTICLE XXIII
SAVINGS CLAUSE

Section 23.1 Savings Clause

In the event any Article, Section or portion of this Agreement should be held invalid and/or
unenforceable by any board, agency or court of competent jurisdiction, such decision shall apply
only to the specific Article, Section or portion thereof specifically specified in the board, court or
agency decision; and upon issuance of such a decision, the District and the Chapter agree to notify
one another and to immediately begin negotiations on a substitute for the invalidated Article,
Section or portion thereof.

ARTICLE XXIV
ENTIRE AGREEMENT

Section 24.1 Entire Agreement

This Agreement constitutes the complete and entire agreement between the parties and
concludes collective bargaining with respect to mandatory subjects of bargaining during the term
of this Agreement. This Agreement supersedes and cancels all prior practices and Agreements,
whether written or oral, which conflict with the express terms of this Agreement. The parties
acknowledge that during the negotiations which resulted in this Agreement, each had the unlimited
right and opportunity to make demands and proposals with respect to any subject matter not
removed by law from the area of collective bargaining and that the parties waive the right to
negotiate on any issue, whether known or unknown, and that the understandings and agreements
reached by the parties after the exercise of that right and opportunity are set forth in this
Agreement. If a past practice is not expressly addressed in this Agreement, it may be changed by
the District pursuant to the Management Rights clause referenced in Article III.

Before making any changes in working conditions not contained in this Agreement which
are mandatory topics of bargaining, the District shall notify the Union of its intention to make the
proposed changes. Upon such notification, and if requested by the Union, the District shall meet
with the Union and negotiate such changes before they are implemented (if required by law to do

S0).
Section 24.2 Termination

This Agreement shall be effective as of the day after it is executed by both Parties and shall
remain in force and effect until June 30, 2029. It shall be automatically renewed from year to year
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APPENDIX A
SALARY SCHEDULES

District Step Schedule for Police Officers Effective 7/1/25

Step Hourly Rate Annual Rate
1 $32.83 $68,276.21
2 $33.65 $69,988.46
3 $34.49 $71,743.57
4 $35.36 $73,541.52
5 $36.24 $75,382.11
6 $37.15 $77,270.34
7 $38.07 $79,186.22
8 $39.03 $81,182.40
9 $40.01 $83,215.60
10 $41.01 $85,291.86
11 $42.03 $87,432.18
12 $43.08 $89,615.34

District Step Schedule for Police Officers Effective 7/1/26 (2.5% Market Adjustment)

Step Hourly Rate Annual Rate
1 $33.65 $69,983.11
2 $34.49 $71,738.18
3 $35.35 $73,537.16
4 $36.24 $75,380.06
5 $37.15 $77,266.66
6 $38.08 $79,202.09
7 $39.02 $81,165.88
8 $40.01 $83,211.96
9 $41.01 $85,295.99
10 $42.03 $87,424.15
11 $43.09 $89,617.98
12 $44.16 $91,855.73

District Step Schedule for Police Officers Effective 7/1/27 (2.0% Market Adjustment)

Step Hourly Rate Annual Rate
1 $34.32 $71,382.78
2 $35.18 $73,172.94
3 $36.06 $75,007.90
4 $36.97 $76,887.66
5 $37.89 $78,812.00
6 $38.84 $80,786.14
7 $39.80 $82,789.20
8 $40.81 $84,876.20
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APPENDIX B
DUES DEDUCTION

I hereby authorize my Employer, the Forest Preserve District of
Kane County and the Forest Preserve District of Kane County Police Department, to deduct from
my wages the uniform amount of monthly dues set by the Metropolitan Alliance of Police Forest
Preserve District of Kane County Police Officers Chapter #315, for expenses connected with the
cost of negotiating and maintaining the collective bargaining agreement between the parties.

Signature:

Date:

Address:

City State: Zip:

Telephone:

Please remit all dues deductions to: 235 Remington Blvd., Suite B Bolingbrook, IL 60440
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a. Identifying members who are assigned body-worn cameras.

b. Identifying members permitted to access recordings in order to redact or
duplicate recordings.

C. Establishing procedures for:

1. The care and maintenance of body-worn cameras, including
reasonable efforts to be made by supervisors to correct or repair
body-worn camera equipment upon notice from a member
experiencing technical difficulties, failures, or problems with the
equipment.

2. Compliance with the Law Enforcement Officer-Worn Body Camera
Act and guidelines established by the Illinois Law Enforcement
Training and Standards Board (ILETSB) for the use of body-worn

cameras.
3. Security of recordings including access controls.
4. Redacting and duplicating recordings.
5. Supervisor aﬂd member review of recordings.

d. Providing an annual report to the ILETSB pursuant to 50 ILCS 706/10-25.

€. Ensuring the [Department/Office] uses authorized body-worn camera
recording media (50 ILCS 706/10-10).

424.4 MEMBER PRIVACY EXPECTATION

All recordings made by members on any department-issued device at any time, and any
recording made while acting in an official capacity of this department, regardless of ownership of
the device it was made on, shall remain the property of the Department. Members shall have no
expectation of privacy or ownership interest in the content of these recordings.

424.5 MEMBER RESPONSIBILITIES

Prior to going into service, each uniformed member will be responsible for making sure
that they are equipped with a portable recorder issued by the Department, and that the recorder is
in good working order. If the recorder is not in working order or the member becomes aware of a
malfunction at any time, the member shall promptly report the failure to their supervisor and
obtain a functioning device as soon as reasonably practicable (50 ILCS 706/10-20). Uniformed
members should wear the recorder in a conspicuous manner or otherwise notify persons that they
are being recorded, whenever reasonably practicable.

Any member assigned to a non-uniformed position may carry an approved portable
recorder at any time the member believes that such a device may be useful. Unless conducting a
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outweigh any legitimate law enforcement interest in recording. Requests by members of the public
to stop recording should be considered using this same criterion. Recording should resume when
privacy is no longer at issue unless the circumstances no longer fit the criteria for recording.

At no time is a member expected to jeopardize their safety in order to activate a portable
recorder or change the recording media. However, the recorder should be activated in situations
described above as soon as reasonably practicable.

424.6.1 CESSATION OF RECORDING

Once activated, the portable recorder should remain on continuously until the member
reasonably believes that the member's direct participation in the incident is complete or the
situation no longer fits the criteria for activation. Recording may be stopped during significant
periods of inactivity such as report writing or other breaks from direct participation in the incident.

Body-worn cameras shall be turned off when a victim, a witness, or a community member
reporting a crime requests that the camera be turned off. The request should be captured on the
recording. However, an officer may continue to record or resume recording a victim or witness if
exigent circumstances exist or the officer has a reasonable articulable suspicion that the victim or
witness has committed or is in the process of committing a crime. Under these circumstances, the
officer should indicate on the recording the reason for continuing to record despite the request of
the victim or witness (50 ILCS 706/10-20).

Officers are permitted to turn off body-worn cameras while inside a patrol car equipped
with Mobile Audio/Video (MAV). Cameras may also be turned off when the officer is not engaged
in law enforcement-related activities (50 ILCS 706/10-20).

424.6.2 SURREPTITIOUS USE OF THE PORTABLE RECORDER

Illinois law prohibits any individual from surreptitiously recording any conversation in
which any party to the conversation has a reasonable belief that the conversation is private or

confidential (720 ILCS 5/14-2).

However, officers using body-worn cameras are not prohibited from recording a private
conversation if the person is provided notice of the recording and proof of that notice is captured
on the recording. If exigent circumstances exist that prevent the officer from providing notice,
notice must be provided as soon as practicable (50 ILCS 706/10-20).

Members shall not surreptitiously record another department member without a court order
unless lawfully authorized by the Chief of Police or the authorized designee.

424.6.3 EXPLOSIVE DEVICE

Many portable recorders, including body-worn cameras and audio/video transmitters, emit
radio waves that could trigger an explosive device. Therefore, these devices should not be used
where an explosive device may be present.
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424.8.1 BODY-WORN CAMERAS

With respect to body-worn camera recordings, the recording member and supervisor are
prohibited from redacting, duplicating, or altering the recording (50 ILCS 706/10-20).

424.9 RETENTION OF RECORDINGS

All recordings other than those made with body-worn cameras shall be retained for a period
consistent with the requirements of the organization’s records retention schedule but in no event
for a period less than 90 days unless the recordings are made a part of an arrest or the recordings
are deemed evidence in any criminal, civil, or administrative proceeding and then the recordings
must only be destroyed upon a final disposition and an order from the court (720 ILCS 5/14-3(h-

15)).
424.9.1 RETENTION REQUIREMENTS FOR BODY-WORN CAMERA RECORDINGS

Recordings made on body-worn cameras shall be retained for 90 days. Recordings shall
not be altered, erased, or destroyed prior to the expiration of the 90-day storage period. In the event
any recording is altered, erased, or destroyed prior to the expiration of the 90-day storage period,
the Chief of Police shall maintain a written record including the name of the individual who made
such alteration, erasure, or destruction, and the reason for any such alteration, erasure, or
destruction for one year (50 ILCS 706/10-20).

After the 90-day storage period, recordings must be destroyed unless any of the following
occur (50 ILCS 706/10-20):

(a) A formal or informal complaint has been filed.
(b)  The officer discharged a firearm or used force during the encounter.
(c) Death or great bodily harm occurred to any person in the recording.

(d)  The encounter resulted in a detention or arrest other than a traffic stop resulting in
only a minor traffic offense or a petty offense with a fine of more than $1,000.

(e) The officer is the subject of an internal investigation or otherwise being investigated
for possible misconduct.

® The supervisor of the officer, prosecutor, defendant, or court determines that the
encounter has evidentiary value in a criminal prosecution.

(g) The recording officer requests that the video be retained for official purposes
related to the officer's official duties or believes that it may have evidentiary value in a criminal
prosecution.

Under these circumstances, the recording of the encounter shall not be altered or destroyed
for two years. If the recording is used in a criminal, civil, or administrative proceeding, the
recording shall not be destroyed except upon a final disposition and order from the court.
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e In compliance with a public records request, if permitted, and in accordance with the
Records Maintenance and Release Policy.

All recordings should be reviewed by the Custodian of Records prior to public release (see
the Records Maintenance and Release Policy). Recordings that unreasonably violate a person’s
privacy or sense of dignity should not be publicly released unless disclosure is required by law.
order of the court. Like all personnel policies, this G.O. is subject to change for business reasons
deemed appropriate by Chief or designee.
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All full-time employees have access to the District's confidential Employee
Assistance Program (EAP) for information and assistance with alcohol or
drug use. Full-time employees may obtain information about the District's
EAP through their immediate supervisor or Human Resources. Detail can
also be found in the Employee Assistance Program (EAP) section of this
Handbook.

Affected Employees include:

i. All employees who are required to have a valid CDL driver's license
as a condition of employment and operate a commercial vehicle for
the District, including full-time and part-time employees, are subject
to these alcohol and drug procedures, restrictions, and requirements.

ii. The above employees are subject to these procedures and
regulations at all times while on duty including all overtime and call
back time. An exception may be made by the Executive Director to
exempt an employee from alcohol use restrictions if the employee is
attending off site training and is not expected to return to duty for
the remainder of the day.

To meet the DOT regulations, the following requirements are placed upon
affected employees. Exceptions to these requirements may be made by a
Department Head or Human Resources in making temporary work
assignments for employees.

a. Affected employees will not consume or possess any product
containing alcohol or controlled substances while on duty.

b. Affected employees will not report for duty while there is any
alcohol or controlled substance in their system (unless the use is
pursuant to the instruction of a physician who has been informed of
the affected employee's job duties and has advised the affected
employee that the substance does not adversely affect his ability to
safely perform his job).

c. Affected employees cannot report for duty within four (4) hours of
having consumed alcohol and may not perform safety-sensitive
functions (this includes, but is not limited to, operating motor
vehicles or equipment) within four (4) hours after consuming
alcohol.

d. Affected employees must immediately report for testing when so
ordered and must cooperate with testing personnel and procedures.

e. Affected employees must agree to release testing results to the
District and to the Substance Abuse Professional (SAP) and to
release the substance abuse professional's report.
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regulations - Marijuana, Cocaine, Amphetamines,
Opiates, and PCP.

Employee immediately reports to the designated
testing facility, shows a valid photo identification
card and signs the testing form.

Employee provides a urine sample. If unable to
provide a sufficient quantity for testing, the
employee will be asked to drink water (up to twenty-
four (24) oz. in two (2) hours) and attempt test again.

Medical personnel will perform required testing to
verify that the specimen sample has not been
tampered with. Employees will return to work upon
completion of testing.

The sample is sent to the lab where it is split in half.
A screening test is performed on a portion of one of
the sample splits. If negative results are obtained, the
testing is reported as negative to the Medical Review
Officer (MRO), who in turn reports negative results
to Human Resources.

If screening tests are positive, sophisticated
confirmation testing is performed on the rest of the
split sample. Results are reported to the MRO. If
negative, the MRO reports a negative result to
Human Resources.

If the results are positive, confirming the presence of
one of the five (5) controlled substances, the MRO
will contact the employee to talk over the results of
the test to determine if there is a legitimate clinical
reason for the presence of the drug, and will decide
if test results are negative or positive. If the employee
cannot be reached by the MRO within seventy-two
(72) hours, the MRO will determine the test results
as positive. The MRO reports to Human Resources
test results as positive.

If test results are positive, the employee will be
removed from all safety sensitive duties including,
but not limited to, operating or maintaining a
commercial class vehicle. The employee will have
seventy-two (72) hours in which to request a retest of
the second split sample and can request that the split
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The prospective employee must cooperate fully with the District in
obtaining from each of the previous employer's results of any
positive test, SAP's reports and any refusals to test.

The District will adhere to related record retention requirements.
b. Random Testing

All affected employees will be placed in a pool from which random
selections for testing will be made. Random testing will be for both
alcohol and controlled substances. A driver may only be tested for
alcohol while the driver is performing safety-sensitive functions,
just before the driver is to perform safety-sensitive functions, or just
after the driver has ceased performing such functions.

The annual rate of testing for the entire pool will be as directed by
the U.S. Secretary of Transportation, currently ten percent (10%) per
year for alcohol and fifty percent (50%) per year for illegal drugs.

Every employee in the selection pool has an equal chance of being
selected each time the clinic draws names.

Selection for testing will be performed on a sufficiently random
basis by a neutral third party. Employees will not know when testing
is complete for the year nor when to anticipate the next selection.

A surplus of names will be generated so that another selection may
be made in place of an employee who is temporarily on leave.

The District will adhere to the Clearinghouse reporting requirements
for positive random test results. Refusal to test or failure to
cooperate with testing may also be subject the Clearinghouse
reporting requirements.

c. Reasonable Suspicion Testing

When a supervisor has reason to believe that an employee has
alcohol or controlled substances in their system, he must contact
another supervisor, manager or Department Head who will also
observe the employee. If both supervisors are in agreement, the
Director of Human Resources will be notified of the situation, and
the employee will be driven to the designated testing facility for
alcohol or controlled substances testing as appropriate. While the
Agency may elect to require testing under a non-DOT regulated
policy, alcohol testing under this policy is permitted only if the
observations are made during, just preceding, or just after the period
of the work day that the driver is required to be in compliance with
this part. A driver may be directed to undergo reasonable suspicion
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The District will adhere to the Clearinghouse reporting requirements
for positive reasonable suspicion test results under this policy.
Refusal to test or failure to cooperate with testing may also be
subject the Clearinghouse reporting requirements.

d. Post-Accident Testing

While the District may elect to require accident-related testing under
a non-DOT regulated policy, a surviving driver of a commercial
class vehicle involved in an accident in which a death occurred or
for which the driver received a ticket for the operation of their
commercial vehicle having contributed to the accident, will be tested
for both alcohol and controlled substances under this policy.

The driver will remain readily available for testing after an accident
until 32 hours have passed or earlier if a supervisor advises that
testing will not be necessary.

A driver cannot consume any alcohol within eight (8) hours
following an accident unless a supervisor advises that no testing will
be required or testing has already been performed.

If a death occurs or a driving citation is issued, alcohol testing will
be performed within two (2) hours, but no testing after eight (8)
hours, and controlled substance testing within 32 hours. A written
record must be submitted to Human Resources to be placed in a
separate DOT file maintained for CDL employees explaining why
alcohol testing could not be performed within two (2) hours if such
is the case and a record if either testing could not be performed.

The District will adhere to the Clearinghouse reporting requirements
for positive post-accident test results under this policy. Refusal to
test or failure to cooperate with testing may also be subject the
Clearinghouse reporting requirements.

e. Return to Duty Testing

Alcohol and controlled substances testing will be performed with
negative test results (less than 0.02 alcohol) on all affected
employees who:

Have been removed from duty of operating or maintaining a
commercial class vehicle for refusing to test or testing positive for
controlled substances or alcohol greater than 0.04. The employee
will be responsible for all costs associated with this classification of
return to duty testing, or

44



ii.

iii.

ii.

iii.

c. The employee must sign a release allowing the
District to release the test results to the SAP and sign
a release for the SAP to report back to Human
Resources.

d. The SAP will report back to Human Resources that
the employee:

Does not require any help in dealing with a substance abuse problem
- in which case the employee may be returned to full duty.

That the employee requires and is cooperating with continued
counseling and rehabilitation and may return to full duty or may not
return to full duty yet.

That the employee requires but is not cooperating with counseling
and rehabilitation and may not return to duty.

e. The employee is responsible for obtaining any
counseling or rehabilitation prescribed by the SAP
and must provide appropriate releases for counseling
and rehabilitation professionals to report back to the
SAP. Employees are advised that the DOT
regulations require that the additional counseling and
rehabilitation not be performed by any business
entity in which the SAP has a financial interest.

f. When the SAP reports to Human Resources that the
employee may return to full duty of operating and
maintaining commercial class vehicles the employee
must:

Test negative in return to duty alcohol or controlled substances
testing (or both tests if so indicated by the SAP).

Continue with any rehabilitation therapy if so prescribed by the
SAP.

Test negative in unannounced follow-up testing as prescribed by the
SAP or, at a minimum, six (6) tests in the first twelve (12) months
of returning to duty as ordered by the District.

g. The District will report an employee's completion of
the SAP return-to-duty process to the Clearinghouse
as required.

(6)  Required Training
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