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PURPOSE

The purpose of this Agreement is to promote a good relationship and a better
understanding between the School Board and its employees and to establish
procedures for the orderly settlement of alleged grievances, which may arise
between the administration and its employees.

Inasmuch as possible within the administrative requirements of the school
program, there will be fair and equitable treatment of all members of the
bargaining unit by the employer.

This Agreement shall not supersede any existing laws or future laws of the State
or Federal Government as they affect the legal operation of the school system
by the School Board. If any section or subsection of this Agreement shall be
declared invalid by any court or competent jurisdiction or shall become
inoperative because of any Federal or State law, the remaining portions of this
Agreement shall continue in full force until the prescribed termination date.

BARGAINING AGENT RECOGNITION

The Board of Education of District 201, Cook County, Illinois, (hereinafter
referred to as the "Employer" or the “Board’ recognizes Local 73 of the Service
Employees International (hereinafter referred to as the "Union") as the sole and
exclusive bargaining representative for all full-time and part-time teacher
assistants, exclusive of supervisory, managerial and confidential employees as
defined by the Illinois Educational Labor Relations Act ("IELRA").

DEFINITIONS
A. EMPLOYEE

Full-time: An employee who is regularly scheduled to work for six (6)
or more hours per school day and thirty (30) or more hours per week.

Part-time: An employee who is permanently employed less than thirty
(30) hours per week and who meets Illinois Municipal Retirement Fund
("IMRF") standards (works a minimum of 600 hours ayear).

B. DAYS

The terms "days" when used in this agreement shall, except where
otherwise indicated, mean calendar days.



H.

SUPERINTENDENT

The title “*Superintendent™ shall indicate the Superintendent of Schools
or his/her designee.

EMPLOYER

The term “Employer, Board or Board of Education™ shall indicate the
Board of Education.

UNION

The term "Union" shall indicate the sole and exclusive bargaining
representative.

ADMINISTRATION

The term “Administrator”™ shall indicate an employee at the district with
supervisory and/or evaluative responsibility.

CERTIFIED STAFF

Certified teaching assistants shall be those teaching assistants that meet
the State requirements for certification as a teaching assistant
(paraprofessional).

WORK YEAR

A 10-month employee's contractual year will be based on 180 days of
employment.

SENIORITY

District Seniority shall be defined as the length of service within the
District from the most recent date of hire. Accumulation of District
seniority shall begin from the employee's first working day. In the event
that more than one individual bargaining unit member has the same
starting date of work, position on the seniority list shall be determined
by drawing lots, such drawing to be conducted by the Superintendent in
the presence of the Union President.

Departmental Seniority shall be defined as the employee's length of
service from his first working day in a classification covered under this
Agreement.
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4.

4.1

4.2

A seniority list shall be provided to the Chapter President and the Union's
designated exclusive representative by October 1st and April 1st of each school
year. Included in the seniority list shall be the date the employee was hired and
the step at which the employee was hired.

UNION SECURITY
Non-Discrimination

The Board agrees that it will not discriminate against any employee because of
his/her affiliation with the Union, nor will the Board in any way discourage any
employee from joining the Union or will the Board take any action against an
employee because of legitimate Union activity.

The Board further agrees to inform all present employees and all new
employees hired after the signing of this agreement that Local 73, Service
Employees' International Union is the exclusive representative of all employees
in the unit and that all matters of grievance and other conditions of employment
must be handled through the regular procedures set in this Agreement.

Checkoff of Union dues

The Board agrees to deduct the regular monthly dues, uniformly required as a
condition of Union membership, from the wages of the employees who become
or are members and remit them to the Union on or before the 15th day of each
month, providing the employee signs and submits to the Business Office a
written authorization to deduct dues substantially in the following form:



AUTHORIZATION TO DEDUCT DUES

[, the undersigned, authorize and direct to deduct from my wages each and
every month the regular dues which may be charged against me by Local
No. 73, which is required to maintain me as a member in good standing in
said Union, in accordance with the By-Laws of the Union. The amount
deducted each month shall be forwarded to the Secretary-Treasurer of Local
No. 73.

This authorization and direction shall be irrevocable for the period of one
(1) year, or until the termination of the collective Agreement between my
employer and Local No. 73, whichever occurs sooner, and [ agree and direct
that this authorization and direction shall be automatically renewed, and
shall be irrevocable for successive periods of one (1) year each or for the
period of each succeeding applicable collective Agreement between my
employer and Local No. 73, whichever shall be shorter, unless written notice
is given by me to the employer not more than twenty (20) days and not less
than ten (10) days prior to the expiration of each period of one (1) year, or
of each applicable collective Agreement between my employer and Local
No. 73, whichever occurs sooner.

Executed at on this day of 20

Employee's Signature
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4.4

Indemnification

The Union shall hold the Board, its agents and employees, handless and
indemnify it against any claim or liability, which may arise out of any actions
taken by the Board pursuant to this Article.

Voluntary Deduction- Committee on Political Action

The District, upon receipt of a payroll deduction authorization card signed by
the employee, shall deduct from the wages of such employee the amount
specified on the card as a regular contribution to Service Employees
International Union Committee on Political Education (SEIU COPE). The
District will regularly remit any such sums deducted from that purpose to the
Union. The employee may at any time revoke his/her authorization of the SEIU
COPE payroll deduction.

4.5 Union Time

The Chapter President of the Teaching Assistants Union, SEIU Local 73, shall
be allowed no more than two (2) release periods per week for work with
members of the teaching assistants union or work in relation to the teaching
assistants union. The building principal shall be notified in writing not later
than the May 15th of the Union President's requested amount of time for
conducting teaching assistant union business for the following school year. If
the Union President is granted additional release time beyond the two (2)
periods per week provided under this section, the Union must reimburse the
Board for the Union President's prorated salary for the additional release
period(s).

For any release period. which the Union President is not, performing his/her
assigned duties, a substitute shall be provided to the assigned classroom of the
Union President at no charge.



5.

MANAGEMENT RIGHTS

The Board on its own behalf and on behalf of the electors of the District hereby
retains and reserves unto itself, without limitation, all powers, rights, authority,
duties and responsibilities conferred upon and vested in it by laws and The
Constitution of the State of Illinois and of the United States. The Board retains
the right and responsibility for the proper management and administrative
control of the District in all of its various aspects. including but not limited to
the responsibility for and the rightto:

Employ, direct, supervise, evaluate, layoff, transfer and place all district
emplovees;

Set salaries and rates of pay for district employees;

Establish, modify, or eliminate courses of instruction, programs, athletic,
recreational and social events, all as deemed necessary or advisable by the
Board:

Determine the location, methods, means and number of personnel by which
operations are to be conducted, including the right to determine whether goods or
services are to be provided or purchased.

Establish, modify, combine or abolish job classifications or departments.

Establish rules and regulations and revise, modify or delete rules and regulations;
and

Determine the school calendar, schedules, assignments, hours and the duties,
responsibilities, and assignments of those in the bargaining unit.

[t is recognized that the Board exercises many of its responsibilities and rights
through the Superintendent and/or other members of the administrative staff.

The exercise of the foregoing powers, rights, authority, duties and responsibilities
by the Board, and adoption of policies, rules, regulations and practices in
furtherance thereof, and the use of judgment and discretion in connection therewith
shall be limited only to the extent such specific and express terms thereof are in
conformance with the express terms of this Agreement, the Constitution and laws
of the State of Illinois, and the Constitution and laws of the United States. Neither
the Board nor its agents will establish policies or regulations arbitrarily or
capriciously.



GRIEVANCE POLICY ANDPROCEDURE

A grievance shall be filed by an employee or the Union if the employee or Union
alleges a violation of this Agreement and/or District Policies.

An alleged grievance shall be processed in the following manner unless, due to the
organization and/or operational structure of the District, the parties, by mutual
agreement, advance the grievance to a more appropriate step in the process:

The employee shall discuss his or her complaint with the Union steward. The
steward shall study the complaint and determine whether it has merit as a grievance.

If the steward or the Union's Grievance Committee determines that the complaint
has merit as a grievance, then the grievance shall be put in writing and submitted
to the appropriate supervisor, based on the nature of grievance as defined below:

A. Building administrator responsible for Teacher Assistants,
B. Principal and/or Director of Special Education,

C. Superintendent or designee,

D. Board of Education.

A grievance must be put in writing and submitted to the appropriate level
supervisor within fifteen (15) calendar days from the day the employee knew or
reasonably should have known of the alleged violation of this Agreement. For the
purpose of a grievance regarding a suspension or termination. The grievance must
be submitted to the Superintendent or designee.

To carry a grievance forward, notice must be given at the next level within
fifteen (15) calendar days of receipt of the response from the preceding level.

3. A grievance must be put in writing and submitted to the appropriate level
supervisor within fifteen (15) calendar days from the day the employee knew
or reasonably should have known of the alleged violation of this Agreement.
For the purpose of a grievance regarding a suspension or termination. The
grievance must be submitted to the Superintendent or designee.

To carry a grievance forward, notice must be given at the next level within
fifteen (15) calendar days of receipt of the response from the preceding level.



4. Each level of authority in the District’s Administration shall meet with the
grievant and representatives of the Union and answer the grievance in writing
within fifteen (15) calendar days of the notice of appeal. At any stage of the
grievance procedure, the union may negotiate and accept a settlement of
grievance with the District’s Administration.

5. All grievance meetings between the two parties shall be held during normal
working hours, unless mutually agreed upon by both parties. All grievance
responses shall be delivered during normal working hours.

6. Binding Arbitration. If the grievance is not resolved satisfactorily to the
Union, within forty-five (45) calendar days of receipt by the Union of the
Board's decision the Union shall file an appeal requesting binding arbitration
if the Union seeks to appeal the decision.

Within five (5) calendar days following the Unions written appeal of the
Board's decision, the Superintendent and the president of the Union, or their
designees, shall jointly request the Federal Mediation and Conciliation
Services to provide a list of five arbitrators. The party requesting arbitration
shall strike the first two names: the other party shall then strike two names.

The person remaining shall be the arbitrator. More than one grievance may
be submitted to the same arbitrator where both parties mutually agree in
writing.

In this selection procedure, the rules established by the Federal Mediation and
Conciliation Services shall apply.

The arbitrator shall have no authority to add to, delete from, or change the
terms of this agreement.

7. If the Union or the employee rakes up the grievance or engages in arbitration
during work hours, the employee shall not be paid for lost time unless the
Union and the Superintendent, or the Superintendent's designee, agree that the
nature of the grievance requires prompt attention. If, however, the grievance
is taken up during working hours at the request of the Board or the
administration, the employee(s) involved in the grievance, including
witnesses, shall suffer no loss in salary. If the arbitrator holds hearings during
working hours, the aggrieved shall be entitled to attend all hearings with no
loss of pay. Any additional members of the bargaining unit whose presence is
required by the Union shall attend the grievance hearing at no cost to the
board.
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The arbitrator shall submit his/her decision in writing within thirty (30) calendar
days following the close of the hearing or the submission of briefs by the parties,
whichever is later. The decision of the arbitrator shall be in writing and shall set
forth the findings of fact, reasoning and conclusion on the issues submitted.

The fees and expenses of the arbitrator and the cost of the written transcript, if
any shall be divided equally between the Union and the Board provided, however,
that each party shall be responsible for compensating its own representatives and
witnesses.

The arbitrator shall consider and decide only the question of fact as to whether
there has been a violation, misinterpretation or misapplication of the specific
provisions of this Agreement The arbitrator shall be without power to make any
decision or award that is contrary to or inconsistent with, in any way, applicable
Jaws, or of rules and regulations of administrative bodies that have the force and
effect of law.

Any decision or award of the arbitrator rendered within the limitations of this
Section shall be final and binding upon the Board, the Union and the employees
covered by this Agreement.

WORKING CONDITIONS

7.1 Lockers

The District shall provide all teaching assistants with means to
individually secure their personal property.

7.2 Duty Free Lunch

Employees will receive a duty-free lunch break of thirty minutes.

7.3 Break

Each full-time staff member shall be entitled to one twenty (20)
minute break per day, which will be determined by the supervisor.

7.4 Workday

The normal working hours shall be between the hours of 6:45 a.m.
and 5:30 p.m., unless a need for such a change in working hours is
deemed necessary for an individual employee as demonstrated by
the administration for a particular student and/or students due to an



IEP or 504 Plan, or unless a position with different working hours is
accepted by an employee on a voluntary basis, only. On Institute Days,
Final Exam Days and other early dismissal days designated by the
District, employees will follow the dismissal schedule established by
the District. In the absence of formal programming, for certified
staff, assistants may choose to leave at the time teachers are
dismissed on such days with no loss of pay. The immediate
supervisor and the building principal must approve any extra work
hours, including overtime, in advance.

Such approval includes any work that will be completed after normal
working hours outside of the school building, including at the
employee's home. Teacher Aides are allowed to leave at 3:10pm
on Fridays without the loss of pay.

7.5 Overtime

Overtime work will be paid at one and one-half (1 '2) times the
regular hourly rate. Such rate will be paid for all hours worked after
forty (40) in one week or after 8 (eight) in one day. A non-paid
absence (docked day) is not considered as hours worked in
computing overtime. Daily and weekly overtime will not be paid for
the same hours worked.

All work performed on observed holidays employees will be paid at
one and one-half (I'2) times the regular hourly rate.

7.6 Clock In and Clock Out

All employees must clock in and out at a location predetermined by
their supervisor when arriving and leaving work. Individuals who
are required to leave the building to which the employee is assigned
prior to the end of his/her assigned school day as part of his/her
regular assignment shall not be required to return to the building to
clock out. Such individuals will coordinate the maintenance of the
employee's end-of-day time with his/her supervisor.

7.7  Working Weekend/Evening Activities

The District agrees that all bargaining unit members shall be offered
the opportunity to sign up to work evening and weekend activities as
chaperones and in other capacities on the same basis as other District
employees (except for evening and weekend security work
designated as such by the administration) and at the compensation



7.8

1.9

established in the collective bargaining agreement covering certified
teachers. If an employee that has signed the volunteer list refuses the
opportunity to work a weekend/evening event, it shall be recorded
and considered as having worked for the purpose of equalization of
weekend/evening work opportunities. If an employee refuses to
work such weekend/evening opportunities three (3) times within the
fiscal year, the employee will be removed from the volunteer list for
the remainder of the fiscal year. A copy of the volunteer list will be
given to the Chapter President no later than two (2) weeks after the
beginning of eachsemester.

IEP Plans

Each school year, the District shall hold a meeting during teacher
institute day preceding the start ofclasses in order to inform teaching
assistants about the individualized education plan's (IEP's) for the
students they are assigned. All special education teaching assistants
are required to attend this meeting; however, they shall not be
required to attend while on their break or lunch period.

Special Education teaching assistants will continue to review the
Individual Education Plans of the students to which they are
assigned throughout the school year. This review shall occur at times
when a teaching assistant does not have responsibility for students.
If clarification of a student's Individual Education Plan is needed. the
teaching assistant may request a review meeting with a Special
Education Administrator.

Continuous Adult Supervision

All Assistants assigned to students whose IEPs require continuous
adult supervision will be compensated at a rate of $300.00 per
semester for performing one or more of the following duties
assigned below:

Assignment for the Semester Includes:

a. Changing a diaper.
b. Physically assisting a child with toileting activities.

11



c. Being responsible to regularly manually lift a student in or out of a
wheelchair.

d. Assisting a child with showering activities.

e. Being scheduled to tube feed or operate another mechanical
feeding device.

f. Work with students who cannot communicate verbally

The stipend will be paid at the end of each semester. Employees who
do not perform the above duties for the entire semester shall be prorated
on a monthly basis, rounding upward in thirty-day increments (i.e. an
employee who works 16 days will be paid $70 dollars, worked 45 days
will be paid two (2) months of pay, $140 dollars, etc.). To be eligible
for the one-on- one stipend an aide must work at least two (2) weeks
performing the above listed duties.

7.10  Teaching Assistant Responsibilities in the Gym

711

Teaching assistants are not expected to participate in physical education
classroom activities. Your responsibility in P.E. includes monitoring the
students and helping the teacher if any student needs to be removed from
the "actual” activity. Participating in a sport activity such as basketball or
volleyball or any other sport activity is prohibited for reasons of safety.

Acting as Translator

Employees are required to act as translators for students normally assigned
to the employee  in all capacities. Employees who are not one-on-one
aides may apply to act as a translator for the purpose of translating for any
student and/or student's family, guardian and/or representative during
Individual Education Plan Meetings, or any other meetings regarding the
education, discipline or other issues relating to the performance, behavior
and well-being of a student. The District shall have the right to determine
the number of employees on the official list of eligible translators and which
of the eligible translators are chosen to translate for the meetings described
above. Teacher Aides used to translate will be compensated by filling out a
timesheet. They will be paid time and one half of the hourly wage for
performing this duty. The time sheet will be entered by the administrative
assignat to the department head that requested translation services.




7.12 Summer Translator

7.13

Employees are required to act as translators for students normally assigned
to the employee during the summer semester. Employees who are not one-

on-one aides may apply to act as a translator for the summer semester
for a stipend of $150.00.

The administration reserves the right to determine the number of
translators which are needed. Selection of a translator will be based upon
the employee's ability to translate the specific foreign language to
English and vice-versa.

Job Coaching Stipend

Employees assigned as job coaches who supervise two or more students
in off campus activities without a certified staff member present on a
regular basis (performing this work for 9 weeks or more counts as a
semester) will receive a stipend of $300.00 per semester. The stipend
will be paid at the end of each semester.

7.14 Tardiness

%13

Teaching assistant employees shall report to work in a timely manner
each school day. No grace period shall be given with regard to tardiness.
If a teaching assistant employee reports to his/her assignment in excess
of seven (7) minutes after reporting time, the teaching assistant
employee shall be docked a quarter (0.25) hour of pay or the amount of
time the employee is actually tardy. If a teaching assistant employee has
three (3) or more violations of the tardy policy during a school year,
additional violations shall be cause for additional docking of the
teaching assistant employee's pay and other disciplinary action as
determined by Article XXN (Discipline).

Professional Attire

The District and the Union agree Teaching Assistants will dress in a
professional manner. Dress shall be “business casual” or a manner
appropriate to the assignment. On school days when the forecast is
above 80 degrees Fahrenheit, teaching assistants may choose to wear
shorts that meet the criteria developed by administration, at the East and
West campuses may choose to wear shorts that meet the criteria
developed by administrators.

Jean’s which are not torn or faded are permitted with Morton Spirit Wear
on Fridays, spirit days designed by the administrators, full and half-day
institutes, the days before school holidays, and the days students

13
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517

schoolwide may wear jeans or be out of student uniform. On such days.
Morton Spirit wear must be the outermost layer of the Teaching
Assistants Attire.

Safety

A committee shall be formed at the beginning of each school year to
review and make recommendations regarding the necessary equipment
and procedures for teaching assistants to aid in accommodating students
with Individual Education Program (IEPs).

The committee shall consist of two (2) teaching assistants (as selected
by the union leadership), a special education administrator and the
Superintendent or Designee. The committee shall meet once per
semester.

Adaptive Skills Instruction
Teacher Assistants who work in ASI with severe and profoundly

physically and/or mentally disabled students shall receive a one hundred
($100.00) dollar stipend each semester.

7.18 Changing/Toileting

Two staff members will be present for toileting/changing students. If a
student requires assistance in the bathroom stall or must have
undergarments changed, a staff member may not refuse to toilet/change
the student or assist; however, the employee cannot be required to do so
by him/herself.

14



8. VACANCIES

8.1

Definitions of Vacancies

A vacancy shall be defined as a newly created position or a present
position that is not filled.

8.2 Transfers, Job Bidding and Posting

8.3

Prior to the posting of a position, the District may fill any vacancy
through unilateral transfer of bargaining unit employees who are
qualified to perform the work, as determined by the District.

When permanent vacancies occur or new positions are created and no
unilateral transfer occurs, the job shall be posted for a minimum of five
(5) working days so that all employees in the unit have an opportunity
to become aware of the opening. The District will also post vacancies
for any extra work assignments that are not part of a current teaching
assistant's regular assignment. The District agrees to fill the position as
soon as practicable.

Where qualifications of two or more applicants for the posted position
are equal, seniority shall prevail. All current employees who are deemed
to be qualified by the District for posted position and who apply for the
posted position will be granted an interview.

Notice of all extracurricular activities available to all District employees
shall be sent electronically to all employees. The opportunity to work an
extracurricular event will be offered to all employees who signed up for
the event on a rotating basis for each extracurricular activity type, except
when those positions require special skills or qualifications, or are
related to an employee's full-time position.

When operational needs necessitate transferring Teaching Assistants to fill
vacancies, the District agrees to open the position to current District
Teaching Assistant applicants who volunteer, first. If the vacancies are
not filled on a voluntary basis. the District agrees to transfer qualified
employees on a reverse-seniority basis (least seniority is transferred
first).

Special Education Summer Hiring

The number of teaching assistants required for special education
summer school will be determined by student enrollment and the legal
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8.4

8.5

8.6

requirements for special education. The needs of children will be the
first priority in filling the summer school position(s).

When assigning teaching assistants for special education summer school
the following guidelines, which are listed in the order of priority, will
govern the assignments:

Teaching assistants who are needed because of IEP requirements.

Teaching assistants will be listed in seniority order and the most senior
teaching assistant will be offered summer school positions first. Once
offered the opportunity to work summer school hours, the employee will
drop to the bottom of the seniority list. The summer school list will be
continued from year to year until all aides have been given an
opportunity to work during the summer. New hires will be added to the
bottom of the list. If a person refuses his/her opportunity for summer
employment, he/she will maintain their position in the rotation.
However, he/she will not be eligible for summer employment until all
other eligible employees have been offered the opportunity to work.

District-Wide Vacancies

When the District has a vacancy or newly created position outside of the
Teacher Assistant classification, the vacancy and/or newly created
position shall be posted electronically.

Current Employee Schedules

A current bargaining unit Teaching Assistant may request to voluntarily
increase their hours, with approval from the Superintendent of their
designee at their home campus, based on operational needs and seniority
to align with student needs and the new bell schedule. Requests will not
be unreasonably denied and will be decided upon within thirty (30)
days.

Penalty for Use Of Temps

The District recognizes the importance of hiring Teaching Assistants
directly into the District for the benefit of our students and the
community. In order to prioritize the use of District hired Teaching
Assistants, The Board of Education agrees to pay the following penalties
for hiring temporary Teaching Assistants from outside contractors:

$500 per employee between 26% and 35% outsourced.

$750 per employee between 36% and 40% outsourced.
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If the percentage of contracted Teaching Assistants rises above 40%, the
District recognizes it is in violation of this clause of the Collective
Bargaining Agreement. This section of the contract exists to safeguard
the integrity of the bargaining unit.

9. SICK DAYS

9.1 Paid Sick Days

9.2

0.3

Full-time employees shall be entitled to ten (10) paid sick days per year
until the completion of fifteen (15) years of service. In year sixteen (16)
and thereafter, a full-time employee shall be entitled to eleven (11) paid
sick days per year.

IMREF eligible part-time employees shall be entitled to ten (10) paid sick
days per year. The 10-day sick leave entitlement will be prorated for
part- time employees based upon the amount of time they are scheduled
to work during a 180-day work year.

Employees shall be allowed to accumulate sick leave to 180 days to be
used for sick leave purposes only; sick leave may be accumulated
beyond 180 days for purposes of pension credit with LM.R.F and/or for
payment at time of retirement.

Illness Notification

An employee who is unable to report to work due to illness shall be
responsible for submitting his or her absence via the approved District
attendance reporting system at least one hour prior to their scheduled
starting time, except in the case of an emergency. Failure to provide
notification or absence as required shall result in docking of a full day's
pay and may result in discipline.

Absence Due to Injury at Work

Absence due to injury incurred in the course of the employee's
employment shall not be charged against the employee's sick leave days.
The Board shall continue the employee's wages until worker's
compensation payments begin but not for more than five (5) days.
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9.4

9.5

Absence Records

The district will maintain records pertaining to an absence policy. An
incidence of absence is defined as one day of non-attendance, which
invokes the use of a sick day or results in an unpaid absence, except for
an approved Family Medical Leave or any other pre-approved leave of
absence. In cases of absences of three (3) or more consecutive workdays
due to illness or injury, the District may require a physician's statement
certifying that the employee's condition prevented him/her from appearing
for work, and indicating that the employee is fit to return to full duty. If
the District requires a physician's statement from an employee, the District
will reimburse the employee for the employee's examination by the
physician if the physician determines that the employee's condition
prevented the employee from appearing for work, to the extent that the
employee's examination is not covered by insurance. In such a
circumstance, the District's obligation to reimburse the employee will only
be limited to the cost of examination, not to any tests or procedures
undertaken during, or as a result of, the examination. Staff who use a sick
day a second time, or more, on a District scheduled “Full Day Institute
Day” may be required to provide a note from a licensed medical
professional for that incident. Abuse of sick leave may be evidenced by
(1) patterns of sick leave use, (2) an employee that exceeds the number
of incidents of absence permitted in Article 9.1 in a given work year or
(3) an employee who uses sick leave for purposes other than that
permitted by law. If an employee abuses his/her sick leave, the
employee may be subject to disciplinary procedures, which can include
discharge. Any such discipline shall be governed by Article 24 of this
Agreement, unless an employee demonstrates that the absence occurred
for a legitimate purpose.

Sick Leave Bank

The Union shall maintain a sick leave bank for members who, as a
consequence of a prolonged illness or hospitalization and recovery, have
exhausted their accumulated sick leave. The Union Sick Leave Bank is
subject to the following guidelines:

1. All bargaining unit members will be eligible to participate in the sick
Leave bank after second year of continuous service.

2. The Union Sick Leave Bank Committee will administer the sick leave
bank. The committee will be composed of the Union Chapter
President or designee, the Union Chapter Vice-President or designee,
two (2) teacher assistants appointed by the Union Representative, and
the Superintendent, or designee. The Superintendent or designee may
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not participate in a vote on the dispersal of days from the bank.

. Each bargaining unit member shall contribute one (1) sick day to the
sick leave bank at the beginning of their third year of service
regardless of balance in the sick bank. If on July 1 of any given year
the sick leave bank has a balance of at least 350 days, contributions
will not be required from the remaining eligible employees. When
the sick leave bank balance reaches three hundred (300) days, every
eligible Union member will contribute one (1) day to the sick leave
bank for that school year.

. No Union member will be able to withdraw days from the sick leave
bank until their own accrued sick days and personal days, have been
depleted and a request has been presented to the Union Sick Leave
Bank Committee for sick leave bank withdrawal accompanied by a
doctor's written verification of the member's medical condition.

. Each eligible bargaining unit member may be allowed to withdraw
from the sick leave bank a maximum of fifty (50) working days in
any one school year, or enough school days to complete the school
year, whichever is less. Sick leave bank days may not be used

from one school year to the next for the same illness unless the
member has returned to work for one full semester.

. Each bargaining unit member may use as many as fifty (50) sick
leave bank days over a revolving twelve (12) month period.

. A bargaining unit member, whose application for sick leave bank
days is denied, may appeal the committee's decision to the Union
Sick Leave Bank Committee. The decision of the Union Sick
Leave Bank Committee shall be final.

. The Union shall maintain the records of the Sick Leave Bank
account. The Union shall immediately provide a written report to
the Human Resources Department upon issuance of sick leave
bank days to a Union  employee. For  purposes of
reconciliation, the Human Resources Department shall issue a
written report of sick leave bank activity and sick leave bank days
remaining to the Union Chapter President or designee on a
quarterly basis. The Union is responsible for rectifying any
discrepancies between the District records and the Union
records.
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10.

10.1

10.2

LEAVES
Bereavement Leave

Five (5) days will be allowed for the death of a spouse or domestic partner
(as defined by law), sibling (brother/sister), parent, parent-in-law, step-
parent (Stepmother and/or father will be defined as individuals whom are
legally married to a natural parent and served in a parent-child relationship
to the employee), child, or stepchild.

Three (3) days will be allowed for the death of a grandparent, grandchild,
or anyone living on a permanent basis in the immediate household. If a
funeral is a minimum of 500 miles away, employees may be granted five
(5) paid days of bereavement leave. Requests must be submitted and
approved by the Human Resources Office.

Absence for approved bereavement will not be deducted from an
employee's accumulated sick leave. In the event of an extenuating
circumstance, the Superintendent may, at his discretion and without
precedential effect, grant additional bereavement leave. Sick days may also
be used for additional bereavement of individuals listed in this section.

Requests must be submitted electronically via approved District attendance
reporting system.

Family Medical Leave Act (FMLA)/Maternity Leave

The Board of Education agrees to adhere to all provision so of the Family
Medical Leave Act including the following provisions:

An employee may be eligible to take up to 12 weeks of unpaid leave which
will run concurrently with sick days if sick days are available. If it runs
concurrently with sick days the employee will be paid for the number of
sick days the employee has available.

In some circumstances FMLA may be taken on an intermittent basis.

The District will maintain the employer's share of insurance for the length
of the FMLA Leave. The employee's insurance coverage remains
unchanged during an FMLA leave period. The employee will be billed on
a monthly basis for his or her coverage.

A member who has entered his/her third year of service, but who is not
eligible for Family Medical Leave pursuant to the Act or eligibility
requirements identified in Section 10.2(A) shall be entitled to a Leave of
Absence for Maternity and/or Child Rearing ("Leave") purposes in
accordance with the terms as provided in Section 10.2(A). Any Leave taken
in accordance with Section 10.2(B) cannot be used on an intermittent basis.
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PERSONAL DAYS

Full-time staff, after one full year of service, may be granted up to two (2)
personal days each full school year. Part-time IMRF eligible employees
will receive one (1) personal day per school year. If completion of the first
year occurs between July I and November 30, the employee shall be given
two (2) full days personal leave for that school year; if between December
I and February 28, one (1) full day personal leave for that school year; and
if after February 28, no personal leave days shall be granted for that school
year.

Personal days shall not exceed two (2) days each fiscal year, except as
approved by the Board, and shall accumulate sick days if not used.

Personal days shall be approved for:

A. Wedding in the immediate family.

B. Court attendance.

C. Conference other than for school purposes.
D. Moving; and

C. Personal business.

Personal days, in all cases except unforeseen emergencies, require at least
two (2) days advance notice be submitted via the approved District
attendance reporting system. Personal business days are not to be used
immediately before or after a holiday, vacation period, or during the first or
last week of the school year. All personal days must be approved prior to
use.

An emergency is an unforeseen circumstance directly affecting the
employee or members of his/her household or endangering the employee's
residence which required immediate action. In the event of emergency,
when personal days have been exhausted, the Superintendent may allow an
additional personal day which shall reduce accumulated sick leave.

Any employee who maintains perfect attendance during his/her work year
will be provided one (I) additional sick day for the following year. An
employee will have perfect attendance so long as he/she does not utilize
any sick leave from July Ist through June 30th of the work year.
Bereavement leaves, jury duty, authorized Union leave and military leave
shall not disqualify an employee from the benefit provided in this section.
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12.

13,

14.

14.1

HOLIDAYS

Bargaining unit employees shall have the following days off with no loss of pay.

Labor Day

Columbus Day

Veterans Day

Thanksgiving Day

Friday following Thanksgiving Day
Christmas Day

New Year's Day

Martin Luther King Day

Lincoln's Birthday

Casmir Pulaski Day

Spring Holiday (must be either Monday or Friday)
Memorial Day

Fourth of July

If other bargaining units agree to change the date on which a holiday is
observed, the Union will agree to the change. Nothing in this paragraph changes
the number of holidays previously listed in the contract.

JURY DUTY

Absence because of service on jury duty shall result in no loss of salary so long
as compensation for the jury service received by the employee is forwarded
within five (5) days of receipt by the employee to the Business Office.

TRAINING

In-Service Training

The administration may provide. as deemed appropriate, at least two (2) days
of in-service training for members of the bargaining unit. Such training sessions
shall, whenever possible, be scheduled during regular working hours and the
employees shall be paid their regular rate of pay for all hours spent in such
sessions. In addition, all bargaining unit members shall continue mandatory
professional growth in accordance with the Illinois State School Code.

A committee of four (4) union members and two (2) administrators will meet
once each semester to recommend future topics for In-Service Training.

14.2 Tuition Reimbursement

The Board agrees to reimburse staff for the cost of tuition up to a maximum of
$350 per fiscal year for those courses which are related to developing or
improving specific job skills. Non-Degreed Teacher Assistants or TAs who



14.3

hold an associates degree, enrolled in a teacher certification program may
receive up to $250 in additional reimbursement per fiscal year for the
coursework completed toward teacher certification. To be eligible for
reimbursement, courses must be pre-approved by the Superintendent or his/her

designee and the applicant must provide evidence of successful completion of
the course with a passing grade.

Education Stipend

Any member of the bargaining unit who has attained a degree from any

accredited College or University shall receive a yearly stipend to be paid at
the end of first semester as follows:

a. Bachelor's Degree: $500.00
b. Master's Degree:  $750.00

15. FRINGE BENEFITS

15.1

15.2

153

Life Insurance

The Board agrees to provide each employee, after one (1) year of service at Morton,
term life insurance and accidental death and dismemberment insurance in an
amount equal to one times their base salary rounded to the nearest $1,000 with a
minimum of $35,000. Upon the attainment of age sixty-six (66) the face value of
the policy is reduced thirty-five (35) percent to age seventy (70), and fifty (50)
percent at age seventy. All life insurance is terminated on the final day of
employment at Morton or after one (1) year on disability.

All employees shall be given the opportunity to purchase additional amounts of
insurance on a payroll deduction plan.

Disability Insurance

Disability Insurance will be provided by IMRF when an employee has worked
for 12 consecutive months and has contributed to IMRF.

Medical Insurance

A. Major Medical Hospitalization for Staff hired as of December 11, 2018

1. The Board will provide hospitalization, medical, and major medical coverage for

the existing staff as follows:

a. Ninety-seven percent (97%) payment for single plan HMO

coverage. Ninety-two percent (92%) payment for family plan
HMO coverage.
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For school year 2022-2023, Ninety-five percent (95%)
payment for single plan PPO coverage. Ninety percent (90%)
payment of premium for PPO family insurance plan coverage.
Beginning school year 2023-2024, Ninety-two percent (92%)
payment for single plan PPO coverage. Eighty seven percent
(87%) payment of premium PPO family insurance plan
coverage.

The employee's out of pocket expense is limited to

$10.00 per generic prescription, $40.00 per formulary brand
prescription and $60.00 per non-formulary brand prescription.
The ninety (90) day mail order copayment structure shall be
$20.00 for generic prescriptions, $80.00 for formulary
prescription and $120.00 for non-formulary prescriptions.

TAs employed on or before July 1, 2022 who switch from single
PPO to HMO health insurance coverage in any year of this
Agreement shall receive a two thousand dollar ($2,000) one-
time payment by the second pay date in February of that school
year. TAs employed on or before July 1, 2022 who switch from
family PPO to HMO health insurance coverage in any year of
this Agreement shall receive a four thousand dollar ($4,000)
one-time payment by the second pay date in February of that
school year. TAs

This coverage newly hired on or after July 1, 2023 who select
HMO health insurance coverage in any year of this Agreement
shall receive a five hundred dollar ($500) one-time payment by
the second pay date in February of that school year. These one-
time payment shall sunset effective June 30, 2024.

1s to include:

Comprehensive PPO hospital benefits: common semi-private
room allowance (C.S.P.), in- and out- patient diagnostic
services, and pre-admission services and $250 deductible per
day for up to three (3) days for each inpatient hospital admission
to a maximum of $1,500 annually for an individual covered
under PPO.

Any emergency room visit by an individual covered under either
plan, PPO and HMO, shall require a payment of $250 per visit

If the emergency room visit is verified by the insurance carrier
as an emergent visit, the employee shall be rebated $150 of the
emergency room copay.
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Surgical benefits: Payment of all the usual and customary
charges, and in- and out-patient diagnostic services.

Maximum employee out of pocket expense of
$1,750; $500 calendar year deductible per person (maximum
three deductibles per family per year);

100% co-insurance for hospital 80% co-insurance for medical
and surgical.

Non-PPO hospital benefits are reduced by 20% and a higher out
of pocket expense will apply.

‘ All claims shall be subject to the right of reimbursement.

1 [f an employee dies, the spouse will be provided family plan
coverage with Morton's health carrier, at no cost to the Board,
i for one year.

i B. Major Medical Hospitalization for Staff (hired after December 11, 2018)

. The Board will provide hospitalization, medical, and major
medical coverage for new staff as follows:

a. Ninety- seven percent (97%) payment for single plan HMO
coverage. Ninety- two percent (92%) payment for family plan
HMO coverage.

b. Fifty percent (50%) payment for single plan PPO coverage. Fifty
percent (50%) payment of premium for PPO family insurance
plan coverage.

c. The employee's out of pocket expense is limited to $10.00 per
generic prescription, $40.00 per formulary brand prescription
and $60.00 per non-formulary brand prescription. The ninety
(90) day mail order copayment structure shall be $20.00 for
generic prescription, $80.00 for formulary prescriptions and
$120.00 for non-formulary prescriptions.

This coverage is to include:

Comprehensive PPO hospital benefits: common semi-private
room allowance (C.S.P), in- and out- patient diagnostic service,




and pre- admission services and $250 deductible per day for up
to three (3) days for each inpatient hospital admission to a
maximum of $1,500 annually for an individual covered under
PPO.

Any emergency room visit by an individual covered under either
plan, the PPO and HMO, shall require a payment of
$250 per visit.

If the emergency room visit is verified by the insurance carrier
as an emergent visit, the employee shall be rebated $150 of the
emergency room copay.

Surgical benefits: Payment of all the usual and customary
charges, and in- and out- patient diagnostic services.

Maximum employee out of pocket expense of $1,750;

$500 calendar year deductible per person (maximum three
deductibles per family per year); 100% co-insurance for hospital;
80% co-insurance for medical and surgical.

Non-PPO hospital benefits are reduced by 20% and a higher out
of pocket expense will apply.

All claims shall be subject to the right of reimbursement.
[f an employee dies, the spouse will be provided family plan
coverage with Morton's health carrier, at no cost to the Board,
for one year.
15.4 Dental Insurance
The Board will provide dental benefit coverage as follows:
100% payment for single plan coverage.

100% payment for family plan coverage less $5.00 per month employee contribution.

The terms of this coverage shall be as follows:

Beduotible. e punnnsmmnrrasnmrmas $50
NIRGInnm POEYOAE -« oo mras AR AR RS $1,500
Preventative (no dediictible) ...........ocommucnsvmassons 100%
DRI coos i R s e 80%
Major (implants included) ... 50%
Ortho maximum (lifetime per family member).......... $1.500



15.5 Termination of Coverage

Insurance coverage described above terminates as follows:

(a)
(b)

(c)

On the last day of the month during which employment terminates.

In the event of death while insured the insurance on dependents
will be continued for a period of ninety (90) days or until the
spouse remarries, whichever occurs first.

In the event of disability and the employee has applied for and
has been granted disability status under the terms of the Illinois
Municipal Retirement Fund, the employee will be permitted to
retain coverage under the basic hospital plan as follows:

(1) The employee pays the monthly premium to the Board
starting the first day of the month following granting of disability
status by LM.R.F.

(2) The employee will be eligible to continue this coverage for
a period of twelve (12) months.

15.6 Continued Coverage Upon Retirement

Upon retirement, as per the IMRF guidelines, the employee who is not
eligible for the District's retirement plan will be permitted to continue
his/her coverage in the group plan as follows:

(a)
(b)
()
(d)

The employee pays the monthly premium to the Board.

The employee is not otherwise gainfully employed.

Insurance terminates at age sixty-five (65); and

Insurance shall be coordinated with any Medicare benefits for
which the employee may be eligible

16. PICK UP OF EMPLOYEE CONTRIBUTION TO IMRF

All employees working at least 600 hours in a school year will be obligated
to become a member of the Illinois Municipal Retirement System. The
District will pick-up and pay four and one-half percent (4'2%) of the
employee's earned compensation to IMRF.

It is the intent of the parties by this Agreement to qualify these payments as
employer payments under Section 414(h) of the Internal Revenue Code.
Employees shall have no right or claim to the amount so remitted except as
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18.

19.

20.

they may subsequently become available upon retirement or resignation
from the Illinois Municipal Retirement Fund.

The Union and each employee will indemnify and hold harmless the Board,
its members, its agents and its employees from any and all claims, demands,
actions, complaints, suits or other liability by reason of a faithful payment
of contributions to the Illinois Municipal Retirement Fund pursuant to the
provisions of this Section. No claim, demand. action or suit asserting
liability of the Board and/or the Union shall be settled or compromised in
any manner without the express written consent of both parties.

If it is hereinafter determined that the Board's pick-up and payment of the
aforementioned employee contributions to the Illinois Municipal
Retirement Fund is void or unenforceable as a result of any lay, court
decision, and/or federal or state administration action, the parties shall
promptly meet for the specific purpose of negotiating a lawful substitute for
the provision found to be void or unenforceable.

MILEAGE REIMBURSEMENT

The Board shall reimburse staff for use of their personal automobiles while
on approved school business at the rate allowed by the IRS.

BULLETIN BOARD

The Principal in each building shall provide Bulletin Board space for the
Union

ADMINISTRATIVE HANDBOOK

Each member of the bargaining unit will have access to the Administrative
Staff Handbook. which shall be updated annually. The District will send
the Union Chapter President electronic updates of changes to the
Administrative Staff Handbook.

ASSIGNMENTS

Each member of the bargaining unit shall receive their tentative assignment
prior to the opening of school. Scheduled assignments shall always be
subject to change to accommodate the District's needs. However, should the
District change an employee's assignment, the employee shall have the right
to apply for any other open posted position.
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21.

PERSONNEL FILE

21.1

Access

Upon reasonable request, each employee shall have access to his/her
personnel file and all other records affecting his/her employment.

21.2 Material for Files

213

21.4

21.5

21.6

No material relative to an employee's conduct, service, or personality shall
be placed in the official file unless the employee has had an opportunity to
read the material. The employee shall acknowledge that he/she had read the
materials by affixing his/her signature on the copy to be filed, with the
understanding that such signature merely indicates that he/she has read its
contents. If he/she refuses to sign a copy

Employee Right to Respond

The employee shall have the right to answer any material filed, and the
employees' answer shall be attached to the file copy. A copy of the
employeels answer shall be provided to the person originating with the
material that is filed.

Personnel Records Act

Consistent with the provisions of the Personnel Records Act, the employee
shall be permitted to reproduce any material in the employee's official file.
The contents of these official files may not be removed from the office, and
the employee shall arrange with the Superintendent or his/her designee for
reproduction of desired materials.

Employee Materials for Personnel

The Administration shall allow an employee to place in that employee's
official personnel file, material relevant to service or qualifications at the
discretion of the building principal and/or Superintendent or his/her
designee.

Letters of Reprimand

Letters of reprimand will be removed from an employee's file after a period
of two years when:

(a) The behavior reprimanded has notrecurred,



(b)

(c)

The behavior does not conflict with statutory reporting
requirements relating to child welfare. child negligence, or
indecent/immoral behavior, and

The letter does not include a reference to a criminal offense.

After one year, an employee that seeks to have his/her letter of
reprimand removed from the employee's personnel file must
make such a request, in writing, through the Human Resources
Office. The District will notify the employee in writing of the
decision regarding the request to remove a letter of reprimand
from the employee's personnel file within thirty (30) days

22. EVALUATION

22:1

22.2

Employee Evaluation

The Board of Education or its designee shall have the right to evaluate
each non-probationary employee at least once every two (2) years. If an
employee has received a written reprimand for poor work performance,
he/she may be evaluated more frequently for a period of up to twelve
months from the date of the reprimand.

Remediation

The remediation period shall be for sixty workdays. It may be extended
for an additional sixty (60) workdays by the district in cases where the
district believes an extension is warranted. Upon being placed in
remediation status, an employee will be advised of the areas where
serious performance problems exist and the specific improvements that
are necessary in order to meet the district's expectations. The employee's
supervisor and the employee will meet to review the employee's
progress after 20 workdays, 40 workdays, and 60 workdays, or more
frequently if necessary. The employee shall have the right to have a
union representative present in any meeting held regarding his/her
remediation.

Successful completion of the remediation period will result in an
updated evaluation that documents the employees’ improvement. The
employee will remain on the same step on the salary schedule for the
year subsequent to the unsatisfactory evaluation. In the subsequent
school year the evaluation will be conducted by an administrator. If, in
that subsequent school year, the employee achieves a satisfactory
evaluation, the employee will earn back the “Frozen™ year in the year
after the satisfactory evaluation.
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22.3

22.4

2255

Example; Employee on step 5 earns an unsatisfactory rating and
successfully completes remediation in 2025-2026. In 2026-2027, the
employee is frozen at step 5. If the employee earns a satisfactory rating in
2026-2027, in 2027-2028, the employee is placed in step 7 on the salary
schedule.

Failure to successfully complete the remediation period will result in
termination. This shall not be construed to interfere with the right of the
district to discipline an employee for just cause.

Evaluation Form

An evaluation instrument mutually agreeable to the Board and the Union
1s an appendix to this contract. Revisions can be made by mutual
agreement of both parties. The evaluation form used shall provide for a
personal discussion between the evaluator and employee relative to the
employee's evaluation prior to its being placed in the employee's file.

The employee, if he/she wishes, may submit a response to the evaluation,
in writing, to be placed in their personnel file.

Scheduled Conference

Evaluations shall be reduced to writing and a conference scheduled with
the employee to present and discuss the evaluation. If the employee
disagrees with the evaluation or wishes to respond to it, he/she may
submit a written response which shall be attached to the file copy of the
evaluation. If a supervisor believes an employee is doing unsatisfactory
work, they shall state the reasons and recommendation for remediation.

Evaluation Rating

An employee evaluation rating shall not be subject to the grievance
procedure.

NO STRIKE PROVISION

During the term of this Agreement, employees shall provide continuous
full and uninterrupted service to the Board in accordance with the school
calendar adopted by the Board. Accordingly, during the term of this
Agreement, neither the Union, nor any of the employees it represents
will instigate, promote, sponsor, or participate in any strike, sympathy
strike, or picketing which interrupts the operation of the District, or any
other intentional interruption of the operations of the District
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24.

DISCIPLINE

24.1

24.2

24.3

24.4

Right to Discipline

The Board of Education shall have the right and duty to discipline
members of the bargaining unit for acts of insubordination and/or
misconduct.

Insubordination

Insubordination shall include any willful refusal to follow an order,
direction, regulation or policy of the Board of Education or of any person
who has the responsibility to supervise the employee.

Misconduct
Misconduct shall include:

(a) Any act or failure to act which causes, or may reasonably lead
the Board of Education or the administration to forecast
disruption or interference with the educational process or the
rights of others;

(b) Any act or failure to act occurring during the course of any
employee’s duties which jeopardizes the health, safety and
welfare of any person, student, parent or school employee:

(c) Any act which constitutes immoral conduct;

(d) Any act or failure to act which constitutes a violation or an
attempt to violate any federal and state law or regulation or
municipal ordinance and which impacts on the employee's
ability to function effectively as an employee; or

(e) Failure to follow the provisions of the contract.
Just Cause Discipline
EXCEPT for serious offenses that warrant immediate suspension or

termination, the Board agrees to the concept of progressive discipline
for just cause.

Upon a first offense, officials may enter a letter of reprimand in the
employee's official file. All rules and procedures for inserting letters
pertaining to service included in this Agreement shall apply.




24.5

Upon repetition of the same or commission of similar offense, officials
may assess up to a three-day suspension against the employee.

Subsequent repetition of the same or commission of similar offense may
result in either termination or a lengthy suspension whichever the Board
considers appropriate under the circumstances.

Disciplinary Conference

When an administrator calls a conference with an employee, which
might lead directly to dismissal or possible disciplinary action against
the employee, the following provisions shall be applicable:

The employee shall be informed in advance as to the purpose for the
conference and will be given up to 48 hours to secure a union
representative to attend the conference unless the union requests
additional time in writing._Once the conference is held, the employee
has the right to request any charges be given to him/her in writing.

The employee has the right to be accompanied by a Morton School
District representative and/or a representative from S.E.LLU. at the
conference.

The administrator will not take disciplinary action against the employee
without first affording the employee an opportunity to respond to the
matter being discussed.

If, after a disciplinary conference, an administrator takes disciplinary
action against the employee, the administrator shall provide the
employee with written notification of the reason for the action.

In no instance shall disciplinary action be taken against an employee
later than thirty (30) days after the conduct giving rise to the action or
in the following thirty (30) days after the time the administration
becomes aware of the action giving rise to the discipline. When
disciplinary action stems from a series of unpremeditated instances on
the part of the employee, in no event shall notification be provided later
than thirty (30) days after observation of the last instance.

Any disciplinary action taken against an employee shall be subject to
the grievance procedure of this Agreement.
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25.

24.6 Drug Testing

All new bargaining unit employees shall be subject to a drug test upon
being approved for hire by the Board of Education. All bargaining unit
employees shall be subject to random drug testing throughout their
employment with the District. Finally, any bargaining unit employee
who is injured while working may be required to submit to a drug test
with two (2) hours of injury.

Starting January 2024, all bargaining unit employees shall be subject to
random drug testing to occur no more than once over a span of any two
(2) school years. Testing shall take place during the workday at a Board-
approved site and during which the employee shall be fully paid without
loss of paid leave. A random positive test for marijuana, so long as it is
not legal under Federal law, may result in discipline. However, a
positive marijuana test shall not be considered a serious offense if the
employee who has been randomly selected for testing acknowledges
marijuana use prior to the test and agrees to drug counseling and a
subsequent drug test. Testing positive for a doctor-prescribed
medication being taken in accordance with the prescription shall not
result in discipline.

LOSS OF SENIORITY & JOB RIGHTS

An employee shall cease to have Seniority/Job Rights in District 201 under any

of the following circumstances:

A.

B.

Resignation
Dismissal for Cause.
Retirement

Being on layoff for a period of time equal to seniority at the time of layoff
Or for One (1) year whichever is less; and

Employment in position excluded from the bargaining unit for a period
greater than one (1) year.

An employee will not earn a year on seniority list for the year in which
the employee receives unsatisfactory evaluation.
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26.

27.

28.

LAYOFF

Layoftf shall be defined as a reduction in the work force beyond normal attrition If
the District is considering a layoff/reduction of force, the District shall provide the
Union and its Chapter President a thirty (30) day notice of the date on which the
approval of such a layoff/reduction in force shall be approved by the Board, the
number of employees subject to the layoff/reduction in force and a list of
employees with the seniority dates of the employees. In the event that a layoff is
necessary. members of the bargaining unit shall be laid off in reverse order of
seniority assuming the next senior person is qualified to fill the vacancy created
by the layoff. The District will notify employees of layoffs on or before May 1st.

Employees shall be entitled to recall for a period of time until one (I) year from
the first day of the school term following the effective date of the honorable
dismissal. Employees who are honorably dismissed shall maintain a current
address and phone number on file with the District office.

PROBATIONARY PERIOD

Each new employee will serve a probationary period of sixty (60) working days
after starting employment. A probationary employee can be discharged without
recourse to the grievance procedure. Performance records will be reviewed with
probationary employees prior to the end of twenty (20) working days and again
prior to the end of the probationary period.

At the end of this period. Each employee either becomes part of the regular staff
with seniority rights reverting to the date of hire or is terminated. Appropriate
benefits will begin when a probationary employee becomes part of the regular
staff.

An employee's probationary period may be extended thirty (30) working days. at
the recommendation of the supervisor.

SUBSTITUTE TEACHING

Employees covered by this Agreement who hold, and have on file in the District
Office, substitute teaching certification in the State of Illinois and who are
Instructional aides in the classroom under direct supervision of a certified teacher
Shall, when the teacher is absent, be given first opportunity to serve as regular
Substitute teacher for at one fifth (1/5) of the daily wage for external substitute
Teachers per period taught forty dollars ($40) per class period in addition to the
Employee’s regular rate of pay. The entire payment for subbing will be reported
as TRS creditable earnings.




29. ORIENTATION

All newly hired staff shall be provided an orientation to their job before
commencing their duties. Teaching assistants who facilitate training to newly hired staff
will be compensated at time and one half of their regular hourly rate. Newly hired staff
who attend the orientation outside of the workday will be compensated at straight time.
New assignments also require orientation to assure that the employee is familiar
with his/her new assignment.

30. RETIREMENT

30.1

30.2

(o2
—
=
d

30.4

Eligibility for Teaching Assistant Retirement Plan

A regularly employed member of the Teaching Assistant bargaining unit
who is eligible for IMRF retirement, 55 years of age or older, and has fifteen
(15) years of full-time service with the district may submit a letter of intent
to retire to the Board prior to the end of the school term.

All applicants who apply for retirement shall be bound by their decision to
participate. Retirees may be considered for substitution within the district,
total of hours of work will not exceed the limits established by IMRF.

Computation of Retirement Pay

For the purpose of computing retirement pay, an employee shall be credited
with one (1) year of service on the anniversary date of his/her date of hire
for each year of employment with the district.

Each employee that qualities shall receive payment of $500 for each year of
recognized service at Morton.

Payment of Unused Sick Days

At time of retirement employees may be paid Fifty-Five ($55) dollars for
each unused sick day accumulated to a maximum of $7,000. The retiring
employee shall submit any and all available sick days to IMRF for enhanced
service credit prior to being paid for any unused sick days.

Retirement Exclusion
Any retirement is contingent upon the retiree's retirement not resulting in

District 201 responsibility for an employer penalty payment or any other
payment obligation to IMRF.
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32,

33.

MISCELLANEOUS

The Superintendent or designee shall provide to the Union information of newly
hired employees. Said information shall include their full name, department, and
campus. The Superintendent or designee will also inform the Union when an
employee under this contract quits, or is terminated with appropriate dates. Also,
the Union president shall receive a copy of board agenda and minutes each month.
This shall be provided electronically in a board recap of minutes.

LABOR MANAGEMENT COMMITTEE

At the request of either party, the Union representative and the Superintendent or
their designees shall meet at least quarterly to discuss matters of mutual concern
that do not involve negotiations. The Union Representative may invite other Union
bargaining unit members (not to exceed two) to attend such meetings. The
Superintendent may invite other Board representatives (not to exceed two) to
attend such meetings. The party requesting the meeting shall submit a written
agenda of the items it wishes to discuss at least three days prior to the date of the
meeting. This section shall not be applicable to any matter that is being processed
pursuant to the grievance procedure set forth in this Agreement. Employees
scheduled to work will notify the Superintendent prior to their attendance at a
meeting and if such attendance is approved, the employee will be permitted to
attend the meeting during his regular hours of work with no loss of pay.

ENTIRE 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 or matter not removed by law from the area
of collective bargaining, and that the understandings and agreements arrived at by
the parties after the exercise of that right and opportunity are set forth in this
Agreement. Therefore, the Board and the Union, for the duration 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, including the impact
of the Board1s exercise of its right as set forth herein on wages, hours, or terms
and conditions of employment, even though such subjects or matters may not have
been within the knowledge or contemplation of either or both of the parties at the
time they negotiated or signed this Agreement.
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34.

PAY SCHEDULE

Beginning with initial date of employment, ten-month employees will receive

their pay on an equalized twenty-six pay schedules. Distribution of payroll will
be via direct deposit. All direct deposit paystubs and W-2 forms will be
available electronically on the web employee portal.

35. SALARY SCHEDULE STEP & LANE

35.1

Prior Experience Credit

Service credit may be given at a rate of one (1) to three (3) years for prior
related full4ime experience. A maximum of three years of service may be
given.

Related Work Experience

The Human Resource/Public Relations office will have the authority to
determine whether or not a potential bargaining unit members' previous
work experience is job related as referenced in the above paragraph.
AIDES: Full-time teaching assistant experience

Salary Schedule Placement

The provision of Sections 1 - 3 above will be applied to all bargaining unit
members for placement on the salary schedule (see Appendix A).

Longevity
Employees will receive $1,000 each year in longevity pay after completing

one year at Step 21. After completing two years at Step 21, employees will
receive $2,000 each year in longevity pay.

Salary Increase for:

- 2025-26: 8%
- 2026-27: 6%
- 2027-28: 6%
- 2028-29: 5%
- 2029-30: 5%  Starting Pay: $18.36
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APPENDIX A
TEACHING ASSISTANTS
2025-26, 2026-27, 2027-28, 2028-29, 2029-30
SALARY SCHEDULES

2025-2026 Salary Schedule

Step 6.25 6.5 7.5 8 | Hourly Rate
1125|1170  1350| 1440
1| $20,655| $21,481 | $24,786 | $26,438 $18.36
2| $21,157| $22,003 | $25,388 | $27,081 $18.81
3| $21,683 | $22,550 | $26,019 | $27,754 $19.27
4| $22,314| $23,207 | $26,777 | $28,562 $19.83
5| $22,644 | $23,550 | $27,173 | $28,983 $20.13
6| $22,978 | $23,897| $27,573 | $29,412 $20.42
7| $23,318| $24,250 | $27,982 | $29,847 $20.73
8| $24,018 | $24,979 | $28,822 | $30,742 $21.35
9| $24.819| $25,811| $29,781 | $31,767 $22.06
10| $25,539 | $26,561 | $30,648 | $32,690 $22.70
11| $27,217| $28,306 | $32,659 | $34,837 $24.19
12| $28,021 | $29,141 | $33,624 | $35,866 $24.91
13| $28,982 | $30,140| $34,778 | $37,095 $25.76
14| $29,669  $30,856 | $35,603 | $37,977 $26.37
15| $30,373 | $31,590 | $36,449 | $38,880 $27.00
16 | $31,095 | $32,340| $37,313 | $39,802 $27.64
17| $31,849 | $33,122| $38,217 | $40,765 $28.31
18| $32,600 | $33,904 | $39,120 | $41,728 $28.98
19| $33,384 | $34,721 | $40,062 | $42,732 $29.67
20| $34,201 | $35,569 | $41,041 | $43,776 $30.40
21| $35,018 | $36,419| $42,022 | $44,823 $31.13
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2026-2027 Salary Schedule

Step 6.25 6.5 7.5 8 | Hourly Rate
1125 1170 1350 1440

1| 321,275 ] 322,136 | $25330 | 827232 $18.91
2| $21,894| $22,770 | $26,273 | $28,025 $19.46
3| $22,426 | $23,323 | $26,911 | $28,705 519:95
4| $22,984 | $23,903 | $27,580| $29,419 $20.43
5] $23,653 | $24,599 | $28,383 | $30,276 $21.02
6 | $24,003 | $24,963 | $28,803 | $30,722 $21.34
7| $24,357| $25,331 | $29,228 | $31,177 $21.65
8| $24,717| $25,705 | $29,661 | $31,638 $21.97
91 $25,459 | $26,477 | $30,551 | $32,587 $22.63
10| $26,308 | $27,359 | $31,568 | $33,673 $23.39
11| $27,071 | $28,154 | $32,486 | $34,651 $24.06
12| $28,850 | $30,004 | $34,619 | $36,927 $25.64
13| $29,702 | $30,890 | $35,642 | $38,018 $26.40
14 | $30,721 | $31,949 | $36,864 | $39,321 hdd:al
15| $31,449| $32,708 | $37,740 | $40,255 $27.95
16| $32,196 | $33,485 | $38,636 | $41,213 $28.62
17| $32,961 | $34,280| $39,552 | $42,190 $29.30
18 | $33,760 | $35,110| $40,510| $43,211 $30.01
19| $34,556 | $35,938 | $41,467 | $44,231 $30.72
20| $35,387 | $36,804 | $42,466 | $45,295 $31.46
21| $36,253 | $37,703 | $43,503 | $46,403 $32.22




2027-2028 Salary Schedule

Step 6.25 6.5 1.3 8 | Hourly Rate
1125 1170 1350 1440

1] $21,913 | $22,789 | $26,295 | $28,048 $19.48
2| $22,551| $23,453 | $27,061 | $28,865 $20.05
3| $23,208 | $24,136| $27,850| $29,706 $20.63
4| $23,772 | $24,723 | $28,526 | $30,428 $21.13
5| $24,363 | $25,337| $29,235| $31,184 $21.66
6| $25,072| $26,075| $30,086 | $32,093 $22.29
7| $25,443 | $26,460 | $30,531 | $32,566 $22.62
8| $25,818 | $26,851 | $30,982 | $33,047 $22.95
9| $26,200| $27,248 | $31,440 | $33,536 $23.29
10| $26,986 | $28,066 | $32,384 | $34,542 $23.99
11| $27,887 | $29,001 | $33,462 | $35,693 $24.79
12 | $28,695| $29,843 | $34,436 | $36,730 $25.51
13| $30,581 | $31,804 | $36,696 | $39,143 $27.18
14 | $31,485| $32,743 | $37,780 | $40,299 $27.99
15 $32,564 | $33,866 | $39,076 | $41,680 $28.95
16 | $33,336 | $34,670 | $40,004 | $42,671 $29.63
17| $34,127 | $35,494 | $40,954 | $43,685 $30.34
18| $34,939 | $36,337 | $41,925| $44,721 $31.06
19| $35,785 | $37,216| $42,941 | $45,804 $31.81
20| $36,629 | $38,094 | $43,955| $46,885 $32.56
21| $37,510| $39,012 | $45,014 | $48,013 $33.34




2028-2029 Salary Schedule

Step 6.25 6.5 7.3 8 | Hourly Rate
1135 1170 1350 1440

1| $22,461 | $23,359 | $26,953 | $28,750 $19.97
2| $23,009 | $23,929 | $27,610| $29,451 $20.45
3| $23,679 | $24,626 | $28,414| $30,309 $21.05
4| $24,368 | $25,343 | $29,242| $31,191 $21.66
5] $24,960 | $25,959 | $29,952 | $31,949 $22.19
6| $25,581 | $26,604 | $30,697 | $32,744 $22.74
7| $26,326 | $27,379 | $31,591 | $33,697 $23.40
8| $26,715| $27,783 | $32,058 | $34,194 $23.75
91 $27,109 | $28,194 | $32,531| $34,700 $24.10
10 $27,510 | $28,610| $33,012 | $35,213 $24.45
11| $28,335| $29,469 | $34,003 | $36,269 $25.19
12| $29,281 | $30,451 | $35,135| $37,478 $26.03
13| $30,130| $31,336 | $36,157 | $38,567 $26.78
14| $32,110| $33,394 | $38,531 | $41,100 $28.54
15| $33,059 | $34,381 | $39,669 | $42,314 $29.39
16 | $34,193 | $35,559 | $41,030 | $43,765 $30.39
17| $35,003 | $36,404 | $42,004 | $44,804 $31.11
18 | $35,834 | $37,269 | $43,002 | $45,870 $31.85
19| $36,686 | $38,154 | $44,021 | $46,957 $32.61
20| $37,575| $39,077 | $45,088 | $48,094 $33.40
21| $38,461 | $39,999 | $46,153 | $49,229 $34.19




2029-2030 Salary Schedule

Step 6.25 6.5 b 8 | Hourly Rate
1125 1170 1350 1440

1] $23,022 | $23,943 | $27,627 | $29,468 $20.46
2| $23,584 | $24,527| $28,300 | $30,187 $20.96
3| $24,159 | $25,125| $28,991 | $30,923 $21.47
4| $24,863 | $25,857 | $29,835| $31,824 $22.10
5| $25,587| $26,610 | $30,704 | $32,751 $22.74
6| $26,208 | $27,257 | $31,449 | $33,547 $23.30
7] $26,860 | $27,934 | $32,231 | $34,381 $23.88
8| $27,642 | $28,748 | $33,170 | $35,382 $24.57
9| $28,051 | $29,173 | $33,661 | $35,904 $24.93
10| $28,465| $29,603 | $34,157 | $36,435 $25.30
11| $28,886 | $30,040 | $34,663 | $36,974 $25.68
12| $29,752 | $30,943 | $35,703 | $38,083 $26.45
13| $30,745 | $31,973 | $36,892 | $39,352 $27.33
14| $31,637 | $32,902 | $37,965 | $40,495 $28.12
15| $33,715| $35,064 | $40,458 | $43,155 $29.97
16 | $34,712 | $36,100 | $41,653 | $44,430 $30.85
17| $35,902 | $37,337 | $43,081 | $45,953 $31.91
18| $36,753 | $38,224 | $44,104 | $47,045 $32.67
19| $37,625| $39,132 | $45,152 | $48,163 $33.44
20| $38,520 | $40,061 | $46,222 | $49,305 $34.24
21| $39,453 | $41,031 | $47,342 | $50,499 $35.07

Union members who have lost pay due to remaining on Step 21 of the salary schedule
over the past three (3) years will be compensated for the difference between actual
earnings from the prior year.



The Board of Education of the J. Sterling Morton High School
District 201, Cook County, Illinois and Morton Teaching
Assistants, Local 73, SEIU-CTW, has agreed to this contract.
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