
































































Section 8.3 Attendance: 

Cook County Hospital has drafted an attendance policy which will apply to all hospital employees. 
It is understood and agreed that County Hospital representatives will meet with representatives of 
the Union within thirty (30) days after ratification of the new collective bargaining agreement to 
bargain its impact on the Union membership. 

Effective upon ratification of the Collective Bargaining Agreement, the twenty-four (24) hour 
notice requirement is eliminated. An employee prevented from working because of the employee's 
illness or in the employee's immediate family shall be entitled to receive sick pay. 

In no event shall employees be disciplined for the bona fide use of sick time. In conformance with 
Article XII of the Agreement, discipline shall only be imposed for just cause and shall be timely 
and progressive. 

Section 8.4 Disabilitv Benefits: 

A. Disability Benefits 

Employees incurring any occupational illness or injury will be covered by Worker's Compensation 
insurance benefits. Employees injured or sustaining occupational disease on duty, who are off 
work as result thereof shall be paid Total Temporary Disability Benefits pursuant to the Workers 
Compensation Act. Duty Disability and ordinary disability benefits also will be paid to employees 
who are participants in the County Employee Pension Plan. Duty disability benefits are paid to the 
employee by the Retirement Board when the employee is disabled while performing work duties. 
Benefits amount to seventy-five percent (75%) of the employee's salary at the time of injury, and 
begin the day after the date the salary stops, ordinary disability occurs when a person becomes 
disabled due to any cause, other than injury on the job. An eligible employee who has applied for 
such disability compensation will be entitled to receive, on the thirty-first (31st) day following 
disability, fifty percent (50%) of salary, less an amount equal to the sum deducted for all annuity 
purposes. The first thirty (30) consecutive days of ordinary disability are compensated for only by 
the use of any accumulated sick pay and/or vacation pay credits unless the employee and the 
County otherwise agree. The employee will not be required to use sick time- and/or vacation time 
for any day of duty or ordinary disability. All of the provisions of this Section are subject to change 
in conjunction with changes in State laws. 

Section 8.5 Life Insurance: 

All employees shall be provided with life insurance in an amount equal to the employee's annual 
salary (rounded to the next one thousand dollars ($1,000), at no cost to the employee, with the 
option to purchase additional insurance up to a maximum of the employee's· annual salary. No life 
insurance shall be offered through the County's HMO plans. 
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Section 8.6 Pension Plan: 

The County Employees and Officers Annuity and Benefit Fund will be continued in effect for the 
duration of this Agreement, and all employees of the County are required to become members of 
that Fund. The Fund will continue to provide employees with annual statements of their interest 
therein. 

Section 8.7 Dental Plan: 

All employees shall be eligible to participate, at no cost to them, in the dental plan that is set forth 
in Appendix C as revised by this agreement and specifically described in Appendix C. No dental 
coverage shall be offered through the County's HMO plans. 

Section 8.8 Vision Plan: 

All employees shall be eligible to participate, at no cost to them, in the vision plan as set forth in 
Appendix C as revised by this Agreement and specifically described in Appendix C. No vision 
coverage shall be offered through the County's HMO plans. 

Section 8.9 Hospitalization - New Hires: 

All new employees covered by this Agreement shall be required to enroll in the County HMO plan 
of their choosing, such enrollment to be effective from the date of hire through the expiration of 
the first full health plan year following such date of hire. 

Section 8.10 Flexible Benefits Plan: 

All employees shall be eligible to participate, at no cost to them, in a flexible benefits plan to be 
established by the County. Such plan shall include segregated IRS accounts for child care and 
medical expenses. 

Section 8.11 Insurance Claims: 

A dispute between an employee ( or their covered dependent) and the processor of claims shall not 
be subject to the grievance procedure provided for in this Agreement. Employees shall continue to 
be afforded an opportunity to present appeals of such insurance disputes in person and may have 
union representation at such proceedings. This Section shall not be construed to diminish the 
provisions of Section 8.1 of this Article. 

Section 8.12 Insurance Coverage: 

Employees on layoff status shall retain health and dental insurance coverage for a period of two 
(2) months following the month in which the effective date of the layoff occurs with the Employer 
paying the full premium, single or family plan as appropriate. 
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Section 8.13 Confidentialitv of Wellness Program: 

Health information will be kept confidential, Personal health information may only be used and 
disclosed as permitted by applicable law, including the Health Insurance Portability and 
Accountability Act of 1996 (HIP AA). Health information may be disclosed to the screening agent, 
and to the employer acting as health plan sponsor for program administration pwposes only as 
permitted by HIPAA. Program administration purposes may include offering and determining 
eligibility for Program incentives. The RFP for wellness vendors shall maximize the 
confidentiality of patient medical records and other privacy and confidentiality issues. 

Section 9.1 Bereavement Pay: 

ARTICLE IX 
Additional Benefits 

In the event of death in the immediate family ( as defined below), an employee who has completed 
the probationary period shall be granted as an excused absence in the following manner: 

Excused leave with pay will be granted, up to three (3) days, to an employee for the funeral of a 
member of the employee's immediate family or household. Immediate family is understood to 
include mother, father, husband/wife, significant other, child (including step-children and foster 
children), brothers/sisters (including step- and half-siblings), grandchildren, grandparents, 
spouse's parents and such people who have reared the employee. 

Any of the days between the date of death and the date of burial (both inclusive), plus any 
necessary travel time, on which the employee would have worked except for such death and on 
which they are excused from their regularly scheduled employment, shall be paid for at the regular 
straight-time hourly rate (including any applicable shift premium), provided however, that such 
payment shall not exceed three (3) normal days' pay. 

Where death of a covered family member occur and the funeral is to be held one hundred fifty 
(150) miles or more from the Cotmty Building located at 118 N. Clark St., Chicago IL, the 
employee shall be entitled to a maximum of five (5) normal days' pay. 

To qualify for pay as provided herein, the employee must present satisfactory proof of death, 
relationship to the deceased, and attendance at the funeral. The Employee shall have to submit 
one of the following as proof to the Employer for the leave to be compensated for Bereavement 
leave: Letter from the Funeral Home Director, Obituary or a Certificate of Death. 

Any additional time needed in the event of bereavement may be taken as emergency vacation. If 
an employee's vacation is interrupted by a death in the immediate family, bereavement pay as 
described herein shall be allowed, and such days will not be counted as vacation. 

Section 9,2 Jury Make-up Pay: 

In the event an employee is summoned for jury duty, which includes required reporting for jury 
duty when summoned, whether or not the employee is used as a juror the County shall pay the 
employee the difference between the amount received for each day's jury service and the 
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employee's regular straight-time earnings for the days such employee would have been scheduled 
to work, but for jury service. The employee shall notify their supervisor promptly upon receipt of 
the jury summons. 

Section 9.3 Election Dav: 

An employee who is a registered voter will receive two (2) hours' time off (without pay) during 
their regular work day so that they may vote in any general election. An employee desiring to take 
such time off shall arrange the exact hours of intended absence with their supervisor at least two 
(2) working days prior to the election. 

Section 9.4 Education and Seminars: 

Employees who attend approved seminars which are related to their job shall receive pay for the 
hours they otherwise would have worked. If all employees wishing to attend a particular seminar 
are not able to attend, selection shall be made on the basis of seniority. 

Employees who desire to take a course or courses of instruction not offered by a City or suburban 
junior college shall submit their request through the Union to the Director of Human Resources of 
the County. 

The Employer agrees to allocate funds for education purposes in each year of the Agreement to be 
made available to all SEID, Local 73 bargaining unit employees. The Amount allocated shall be 
an aggregate total of forty thousand dollars ($40,000) for all Local 73 bargaining units. Employee 
requests for such funds shall be for reimbursement for the costs of courses offered through any 
educational seminars, educational conferences, and certified educational institution, including 
community colleges, continuing adult education, and other training or technical institutions. Such 
coursework, seminars and. conferences shall be employment related. An employee may request 
funds up to an amount no greater than four hundred dollars ($400.00) in a fiscal year. Approval 
for reimbursement shall be offered on an equitable basis. 

Section 9.5 School Conference and Activity Leave: 

The Employer agrees to comply with the provisions of the School Visitation Rights Act ("Act"), 
which at the time of the execution of this Agreement includes the following allowances for- school 
conference and activity leave. The Employer must grant an employee leave of up to a total of eight 
(8) hours during any school year in increments ofno less than one (1) hour, no more than four (4) 
hours of which may be taken on any given day, to attend school conferences or classroom activities 
related to the employee's child. In the event of a conflict between the terms of this section and any 
subsequent amendment by the Act, the subsequently amended Act shall prevail. 
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Section 10.1 Regular Leave: 

ARTICLEX 
Leaves of Absence 

An employee not affected by the leave of absence rules of the Civil Service Commission of Cook 
County may be granted a leave of absence without pay by the Department Head, with the written 
approval of the Comptroller of Cook County. Such leave shall be intended to take care of 
emergency situations and shall be limited to one (1) month for every full year of continuous 
employment by the County and/or Cook County Health Facilities, not to exceed one (1) year, 
except for military service. 

An employee desiring a leave of absence shall make written application to their immediate 
supervisor, who will then refer the application to the Department Head. If approved by the 
Department Head, the application will then be forwarded to the Cook County Comptroller for 
consideration. The application shall include the purpose for the leave of absence and the dates for 
which the leave is requested. An employee granted a leave of absence shall be eligible, when such 
leave expires, to receive the salary and the same or comparable position at the time the leave was 
granted. 

Absence from County service on leave without pay for periods in excess of thirty (30) calendar 
days, all suspensions, time after layoffs for more than thirty (30) calendar days but less than one 
(1) year, and all absences without leave shall be deducted in computing total continuous service 
and will effect a change in the anniversary date. 

Section 10.2 Sick Leave and Family Responsibility Leave: 

Employees absent or expecting to be absent from work due to their illness for any period of 
intended absence beyond the use of any accumulated vacation days, sick days or compensatory 
days, are required to request a leave of absence. 

Applications for sick leaves or any extensions thereof shall be handled in the manner specified in 
Section 10.1 of this Article and shall not be denied for periods of bona fide disability. 

Employees shall be granted maternity and paternity leaves of absences to cover periods of 
pregnancy and post-partum child care. The length of such leave, in general, shall not exceed six 
(6) months, but may be renewed by the Department Head. In addition, an employee who has at 
least two (2) years of service and has a need to be absent from work to meet family responsibilities 
arising from the employee's role in their family or household may, upon request and for good cause 
shown, be granted a leave of absence for a period not to exceed a total of six ( 6) months (increasing 
up to one (1) year for those employees who have accrued personal leave entitling them to more 
time under County policy) without pay. Insurance coverage shall be maintained only in accordance 
with the Family and Medical Leave Act ("FMLA"), i.e. up to twelve (12) weeks and meeting 
FMLA standards. 
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Section 10.3 Seniority on Leave: 

An employee on an approved leave of absence shall retain seniority but shall not accrue pension 
benefits during such period ( except as may be otherwise provided in the County's pension plan). 
Nor shall such period cotmt toward an employee's entitlement to automatic progression in wage 
scale based on length of service. Employees shall, however, receive retroactive increases for all 
time in which they were in pay status. An employee returning from a leave of absence under 
Section 10.1 or 10.2 of this Article will be entitled to return to the same or comparable position 
held prior to commencement of such leave, if the employee has sufficient seniority. 

Section 10.4 Retention of Benefits: 

An employee will not earn sick pay or vacation credits while on a leave of absence. An employee 
on a leave of absence, except for maternity or paternity leave, will be required to pay the cost of 
the insurance benefits provided in Article. VIII in order to keep these benefits in full force and 
effect during the period of leave. Arrangements for payments of such costs through normal 
deductions or otherwise must be made with the Hospital's Payroll Office prior to departure on the 
leave. For the failure to make such arrangements the County may cancel insurance benefits, which 
will be reinstated upon the employee's return to work, subject to such waiting period and other 
rules and regulations as may be applicable to the insurance plan. 

Section 10.5 Union Leave: 

A leave of absence not to exceed one (1) year without pay will be granted to an employee who is 
elected, delegated or appointed to participate in duly authorized business of the Union which 
requires absence from the job. Such employees shall have the same returning rights as a regular 
leave of absence. 

Employees duly elected as delegates of the Union will be allowed time off without pay, to attend 
State and National conferences and conventions of the Union, not to exceed ten (10) work days 
for all employees. Sick pay, vacation and insurance benefits will be provided as set forth in Section 
10.4 of this Article. 

Section 10.6 Military Leave: 

Employees who enter the armed services of the United States shall be entitled to all the 
re-employment rights in accordance with State and Federal laws. 

An employee who has at least six ( 6) months or more of continuous actual service and is a member 
of the Illinois National Guard or any of the Reserve Components of the Armed Forces of the United 
States shall be entitled to leave of absence with full pay for limited service in field training, cruises; 
and kindred recurring obligations. Such leave will normally be limited to eleven work days in each 
year or as extended in accordance with Cook County Policy on Military Leave. 

Section 10.7 Educational Leave: 

Upon request, a leave of absence for a period not to exceed one (1) year may be granted to a full
time employee with at least two (2) years of County service, if operational needs allow, in order 
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that the employee may attend a recognized college, university, trade or technical school, or high 
school, provided that the course of instruction is logically related to the employee's employment 
opportunities with the County. Such leave shall not be arbitrarily or capriciously denied. Such 
leave may be extended for good cause and in accordance with the operational needs of the County. 

Section 10.8 Use of Benefit Time: 

Except where required by law, each employee covered by this Agreement shall not be required to 
use accumulated time prior to going on unpaid leave. 

Section 10.9 Parental Leave: 

Upon execution of the Collective Bargaining Agreement, Employees shall be eligible for paid· 
Parental Leave pursuant to Cook County Board Resolution 13-R-346 and the corresponding Cook 
County Bureau of Human Resources Parental Leave Policy. 

Employees, except those who have applied for and been granted Parental Leave, shall be eligible 
for unpaid maternity or paternity leave pursuant to Cook County Personnel rule 6,03 (b ). 

Section 11.1 Policy: 

ARTICLE XI 
Grievance Procedure 

The provisions of this Article supplement and modify the provisions of the County's Grievance 
Procedure applicable to all employees. 

Section 11,2 Definition: 

A grievance is a difference between an employee or the Union and the County with respect to the 
interpretation or application of, or compliance with, the agreed upon provisions of this Agreement, 
the County's rules and regulations or disciplinary action. The Union will send copies of grievances 
appealed or submitted at steps 3 and 4 to the County's Director of Human Resources or their 
designee. All grievances shall be in writing and contain a statement of the facts, the provisions of 
this Agreement which the Employer is alleged to have violated, and the relief requested. 

Section 11.3 Representation: 

Only the aggrieved employee(s) and/or representatives of the Union may present grievances. 
Grievance meetings may be done remotely using an agreed upon platform or format. Employees 
may take up grievances through steps 1 to 3 either on their own and individually or with 
representation by the Union. If an employee takes up a grievance without Union representation, 
any resolution of the grievance shall be consistent with this Agreement and the Union 
representative shall have the right to be present at such resolution. A grievance relating to all or a 
substantial number of employees or to the Union's own interests or rights with the County the 
grievance may be initiated at Step 3 by a Union representative. 
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Section 11.4 Grievance Procedure Steps: 

The steps and time limits as provided in the County's Grievance Procedure are as follows: 

Step Submission Time 
Limit this Step 

1 30 days 

2 ?days 

3 l0days 

4 30 days 

Submitted 

Dept/Division Head 
or designee 

Chief Operating 
Officer/Designee 

Chief, Bureau of 
Human Resources/ 
Hearing Officer 
(with copy to the 
Affiliate HR Director) 

Impartial Third Party 
Arbitration 

Meeting Response 

10 days 5 days 

10 days 10 days 

30days 30days 
(Status report 
to union if 
exceeded) 

Step 3 shall consist of a meeting that is held at least once every thirty (30) days on a pre- scheduled 
basis. The parties shall consult with each other at least ten (10) days in advance as to which 
grievances will be discussed. If the volume of grievances requires additional meetings; additional 
dates will be agreed upon. The parties can agree upon additional meetings to continue resolution 
discussions as to specific grievances. 

At each step of the grievance procedure, the appropriate County representative shall meet in 
accordance with the time limits. The primary purpose of the meetings shall be for the purpose of 
attempting to resolve the grievance. The County representative shall be willing and shall have the 
authority needed to engage in meaningful discussion for the purpose of resolving the grievance. 
There shall be no tape recording of any grievance meetings. When the meeting does not result in 
a resolution of the grievance, the County representative shall respond to the Union, in writing, 
within the time limits provided herein. 

Section 11.5 Time Limits: 

Initial time limit for presenting a grievance shall be thirty (30) days and the same limit shall apply 
to hearings and decisions at Step 4. Time limits may be extended by mutual agreement in writing 
between the employee and/or the Union and the County. If the Employer fails to respond within 
the time limits, the grievant and/or union shall have the right to advance the grievance to the next 
step of the grievance procedure up to and including arbitration. 

There shall be strict adherence to time limits described within the grievance procedure by both 
employer and employee and/or Union. Time extensions may be granted upon mutual agreement 
and shall be in writing. 
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Section 11.6 Stewards: 

All employees shall be allowed time off with pay to attend meetings agreed to by the Employer 
required by the Employer or mandated by this Agreement. 

Stewards shall be allowed to attend authorized meetings with Union Representatives during 
normal working hours without loss of pay. Such meetings shall be limited to a maximum of four 
( 4) per year, per Steward. 

The Union will advise the County, in writing, with the names of the stewards in each department 
of or area agreed upon with the County and shall notify the County promptly of any changes. Upon 
obtaining approval from their supervisor before leaving their work assignment or area, stewards 
will be permitted to handle grievances referred by employees at the appropriate steps of the 
Grievance Procedure during normal working hours without loss of pay, provided that such activity 
shall not exceed a reasonable period of time. 

Section 11.7 Union Representatives: 

Duly authorized Union representatives of the Union will be permitted at reasonable times to enter 
the Hospital for purposes of handling grievances or observing conditions under which employees 
are working. These Union representatives will be identified to the Hospital's Director/Designee in 
a manner suitable to the County, and on each occasion will first secure the approval of the Hospital 
Director/Designee to enter the Hospital and conduct their business so as not to interfere with the 
operation of the Hospital. 

The Union will not abuse this privilege, and such right of entry shall at all time be subject to general 
Hospital and medical office mies applicable to non-employees. 

Section 11.8 Impartial Arbitration: 

If the Union is not satisfied with the Step 3 answer, it may within thirty (30) days after receipt of 
the Step 3 answer submit in writing to the County notice that the grievance is to enter impartial 
arbitration. The parties will select an arbitrator from a permanent panel of arbitrators agreed upon 
by both parties. The Union and the County will make arrangements with the Arbitrator to hear and 
decide the grievance without unreasonable delay. The decision of the Arbitrator shall be binding. 
If the two (2) parties fail to reach agreement on an Arbitrator within ten (10) days, the County and 
Union may request the Local Labor Relations Board, American Arbitration Association or the 
Federal Mediation and Conciliation service to provide a panel of arbitrators. Each of the two (2) 
parties will confer within seven (7) days ofreceipt of the panel to alternately strike one name at a 
time from the panel until only one (1) shall remain. The remaining name shall be the Arbitrator. 
The Union and the County will make arrangements with the Arbitrator to hear and decide the 
grievance without unreasonable delay. The decision of the Arbitrator shall be binding. 

Expenses for the Arbitrator's services and the expenses which are common to both parties to the 
arbitration shall be borne equally by the County and the Union. Each party to an arbitration 
proceeding shall be responsible for compensating its own representatives and witnesses. 
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The Arbitrator, in their opinion, shall not amend, modify, nullify, ignore or add to the provisions 
of this Agreement The issue or issues to be decided will be listed to those presented· to the 
Arbitrator in writing by the County and the Union. Their decision must be based solely upon his 
interpretation of the meaning or application of the express relevant language of the Agreement. 

The Union and the· County shall meet within thirty (30) days after the effective date of this 
Agreement for the purpose of selecting a permanent panel of seven (7) arbitrators. The arbitrators 
shall be selected on a rotating basis. Either party shall have the authority to strike an arbitrator 
from the permanent panel at any time. The struck arbitrator will proceed on the cases currently 
assigned, but will not receive any new case assignment. In the event that an arbitrator is struck 
from the panel, the parties shall meet as soon as possible to choose a mutually agreed upon 
replacement Nothing herein shall prevent the parties, by mutual agreement, from selecting an 
arbitrator from outside the panel. Absent such mutual agreement, the· arbitrator shall· be selected 
from the panel in accordance with the above procedure. 

Section 11.9 Grievance Training Program: 

The County agrees to develop and implement a training program for supervisors, managers and 
hearing officers inlhe handling and processing of grievances. The Chief of Cook County Bureau 
of Health Services will issue a memorandum to supervisors, managers and hearing officers 
regarding fair and equitable treatment in the processing of grievances. 

Section 11.10 Right to Representation: 

An employee shall be entitled to the presence of a Union representative at an investigatory 
interview if they request one and if the employee has reasonable grounds to believe that the 
interview maybe used to support disciplinary action against them. 

Section 11.11 Expedited Arbitration: 

The parties may mutually agree that a grievance shall be submitted to expedited arbitration, If the 
parties agree to expedited arbitration, the following provisions of this paragraph shall apply. 
Immediately upon notification of the designated arbitrator, the parties shall arrange a place and 
date to conduct a hearing within a period of no more than thirty (30) calendar days, unless the 
parties agree to a longer period. If the designated arbitrator is not available to conduct a hearing 
within the thirty (3 0) calendar days and the parties do not otherwise agree to a longer period, the 
next panel member in the rotation shall be notified until an available arbitrator is obtained. Nothing 
herein precludes multiple cases being heard on the same day before the same arbitrator. 

The hearing shall be conducted under the following procedures: 

a. The hearing shall be informal; 

b. No briefs shall be filed or transcripts made; 

c. There shall be no formal rules of evidence, however the arbitrator shall only rely on 
credible relevant evidence; 
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d. The hearing shall normally be completed within one (1) day; 

e. The arbitrator may issue a bench decision at the hearing, but in any event shall render 
decision within seven (7) calendar days after the conclusion of the hearing. Such decision 
shall be based on the evidence before the arbitrator and shall include a brief written 
explanation of the basis for such conclusion. Any arbitrator who issues a bench decision 
shall furnish a written copy of the award to the parties within seven (7) calendar days of 
the close of the hearing. 

The decision of the arbitrator shall be final and binding, except that it shall not be regarded as 
precedent or be cited in any future proceeding. 

The Parties further agree to increase the arbitration panel from seven (7) arbitrators to twelve (12) 
arbitrators. 

Section 12.1 No Strike: 

ARTICLE XII 
Continnity of Operation 

The Union will not cause or permit its members to cause, and will not sanction in any way, any 
work stoppage, strike, picketing or slowdown of any kind or for any reason, or the honoring of any 
picket line at the Hospital, or other curtailment, restriction or interference with any of the County's 
functions or operations; and no employee will participate in any such activities during the term of 
this Agreement or any extension thereof. 

Section 12.2 Union Responsibilitv: 

Should any activity prescribed in Section 12.1 of this Article occur, which the Union has or has 
not sanctioned, the Union shall immediately: 

A. Publicly disavow such action by the employees or other persons involved; 

B. Advise the County in writing that such action has not been caused or sanctioned by the 
Union; 

C. Notify the employees stating that it disapproves of such action and instructing all 
employees to cease such action and return to work immediately; 

D. Take such other steps as are reasonably appropriate to bring about observance of the 
provisions of this Article, including compliance with reasonable requests of the County to 
accomplish this end. 

Section 12.3 Discharge of Violators: 

The County shall have the right to discharge or otherwise discipline any or all employees who 
violate any of the provisions of this Article. In such event, the employee or employees, or the 
Union in their behalf, shall have no recourse to the grievance procedure, except for the sole purpose 
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of determining whether an employee participated in the action prohibited by this Article. If it is 
determined that an employee did so participate, the disciplinary action taken by the County may 
not be disturbed. In the taking of such disciplinary action, the County will not discriminate among 
employees on the basis ofrace, color, or creed. 

Section 12.4 No Lock Out: 

The County agrees that it will not lock out its employees during the term of this Agreement or any 
extension thereof. 

Section 12.5 Reservation of Rights: 

In the event of any violation of this Article by the Union or the County, the offended party may 
pursue any legal or equitable remedy otherwise available, and it will not be a condition precedent 
to the pursuit of any judicial remedy that any grievance procedures be first exhausted. 

Section 13.1 No Discrimination: 

ARTICLE XIII 
Miscellaneous 

No employee shall be discriminated against on the basis of race, color, sex, age, religion, disability, 
national origin, ancestry, sexual orientation, gender identity, marital status, parental status, military 
discharge status, political affiliation and/or beliefs, or activity or non-activity on behalf of the 
Union and other classifications protected under local, state and federal law. The County and the 
Union ackoowledge that the County of Cook has adopted and implemented a human rights 
ordinance which will be complied with. 

It is the policy of the County of Cook that applicants for employment are recruited, selected, and 
hired on the basis of individual merit and ability with respect to positions being filled and potential 
for promotions or transfer which may be expected to develop. 

Applicants are to be recruited, selected, and hired without discrimination because of race, color, 
creed, religion, national origin, ancestry, political belief, age, sex or marital status. 

Section 13.2 Safety, Work Environment, and Health: 

A. Safety, Work Environment, and Health: 

1. General: The Employers shall endeavor to provide a safe and healthful work 
environment for all employees. The Employers agree to comply with all applicable 
state and federal laws. The parties shall share information adequately and fully in 
order to assure that health and safety issues are adequately addressed. Where there 
is a serious threat to the health and safety of an employee or employees and the 
situation necessitates a speedy resolution, the issue shall be immediately referred 
to the appropriate committee as set forth in this Section. 
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2. Health and Safety Committee: The Employers and Local 73 shall establish a joint 
labor/management Health and Safety Committee. The parties shall also establish 
joint subcommittees, as needed, by work location. Issues of a County wide nature, 
and those not resolved in the subcommittees, shall be discussed in full committee. 
The full committee and needed to assure that issues are adequately addressed. 

The Committee and subcommittees shall meet for the purpose ofidentifying and correcting unsafe 
or unhealthy working conditions, including inadequate ventilation, ergonomically incorrect 
equipment, unsanitary conditions, inadequate personal security for employees or inadequate 
lighting. The County will agree to jointly request with Local 73 that the Sheriff of Cook County 
provide additional surveillance at Cook County Hospital. 

Within a reasonable period of time after the effective date of this Agreement, the parties agree to 
meet to establish the composition and operation of the committee(s). 

3. Video Display Terminals: The Employer and the Union will attempt to keep current 
with monitoring studies and reports on the effects, if any, of video display terminals 
("VDTs") and their effect on the health and safety of the operators. Employers agree 
that employees who operate VDTs will be granted fifteen (15) minute breaks away 
from the screen in the first and second half of their shifts. For those employees who 
already receive two (2) fifteen (15) minute breaks, this provision is not in addition 
to those breaks currently granted. Pregnant employees and employees who are 
nursing and who regularly operate VDTs may request an adjustment, temporary 
transfer, or other change in their assignment, if such assignment or change can 
reasonably be made and is consistent with the Employer's operating needs. Once 
the employee is no longer pregnant or nursing, the employee shall be allowed to 
return to her original position if available. 

Employee complaints about VDT screen glare will be investigated and action taken to correct the 
problem within two (2) weeks of the complaint. If attempts to correct the glare through 
modifications of the working environment do not succeed, the employer will provide glare screens. 

4. Communicable Diseases: The Employer and the Union are committed to taking 
reasonable necessary steps to limit and/or prevent the spread of communicable 
diseases in the workplace. Therefore, generally, the County agrees as follows: 

a. To provide training and/or distribute written materials to employees 
regarding the protocols for preventing the spread of communicable diseases. 
The extent and level of training will vary based on the needs of the 
applicable entity. 

b. To make professional medical counseling available to any employee who 
has reason to believe that they have become infected with TB, HIV, or 
Hepatitis B during the course of their employment. The Employer shall 
make available to the employee who has occupational exposure during the 
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course of his/her employment to blood or bodily substances or airborne 
particles, a Hepatitis B Vaccine, and a TB vaccine at no cost to the 
employee. 

c. Specific concerns related to the health and safety of employees may be 
referred to the applicable Health and Safety Committee or Sub-Committee. 

Section 13.3 Doctor's Statement: 

An employee who has been off duty for five (5) consecutive days or more for any health reason 
will be required to provide a doctor's statement as proof of illness and may be required to undergo 
examination by the Facility's or County's physician before returning to work. 

For health-related absences ofless than five (5) consecutive days, a doctor's statement or proof of 
illness will not be required except in individual instances where the facility has sufficient reason 
to suspect that the individual did not have valid health reason for the absence. If indicated by the 
nature of a health-related absence, examination by a Facility physician may be required to make 
sure that the Employee is physically fit for return to work. 

Section 13.4 Voluntarv Workers: 

Voluntary organizations and workers perform services in the Hospital that are a valuable and 
necessary contribution to the welfare of patients and to the operation of the Hospital. Also, the 
Hospital engages in education and research which involve persons performing tasks and being 
taught to perform tasks which are similar or identical to work of employees of the Hospital. The 
Hospital shall continue to have the right to avail itself of any and all such voluntary services, and 
to engage in such educational and research· activities. No regular employees shall be laid off 
because of work done by volunteers. 

Section 13.5 Bulletin Boards: 

The County will make bulletin boards available for the use of the Union in non-public locations. 
The Union will be permitted to have posted on these bulletin boards notices of a non-controversial 
nature, but only after submitting them to the Hospital Director/Designee for approval and posting. 
Permission to post shall not be unreasonably denied. There shall be no distribution or posting by 
employees of advertising or political material, notices or other kinds of literature on the Hospital 
property other than herein provided. 

Section 13.6 Partial Invaliditv: 

In the event any of the provisions of this Agreement shall be or become invalid or unenforceable 
by reason of any Federal or State law or local ordinance now existing or hereinafter enacted, such 
invalidity or unenforceability shall not affect the remainder of the provisions hereof. 

Section 13.7 Uniforms: 

The County and the Union shall discuss the color, style, availability and other problems relating 
to uniforms required to be worn by employees and not furnished by the County. 
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Section 13.8 Personnel Files: 

Upon written request to the Human Resources Department, an employee may inspect their 
personnel file at any time mutually acceptable to the employee and employer. 

The official personnel file is the file within the Human Resources Department. 

Section 13.9 Personnel Rule Changes: 

When the Employer is considering modifications in its personnel policies or rules, it shall notify 
the Union at least twenty-one (21) calendar days prior to any modification, and shall discuss such 
contemplated changes with the Union, pursuant to the provisions of the Illinois Public Labor 
Relations Act. 

Section 13.10 Representation at Security Investigations: 

Employees detained by Hospital Security shall be entitled to union representation. Before 
interviewing an employee, Security shall notify the Union to be present at an interview. 

Section 13.11 Sub-Contracting: 

A. Sub-Contracting 

It is the general policy of the County to continue to utilize its employees to perform work they are 
qualified to perform. The County may, however, subcontract where circumstances warrant. 

The County will advise the Union at least five (5) months in advance when such changes are 
contemplated and will discuss such contemplated changes with the Union, pursuant to the Illinois 
Public Labor Relations Act of 1984. The County will work with the Union in making every 
reasonable effort to place adversely affected employees into other bargaining unit positions. 

Section 13.12 Dignitv and Respect: 

The County and the Union agree to promote a professional working atmosphere. Employees who 
believe they have been subjected to unprofessional or inappropriate treatment by a supervisor or 
co-worker may raise their concern regarding said treatment with· the manager of Labor Relations 
( or equivalent) who will investigate the complaint and advise the employee and the Union of any 
action taken which has been deemed necessary and appropriate under the circumstances. 

Section 13.13 Day Care: 

A Day Care Committee composed of a mutually agreed upon equal number of Union and County 
representatives shall meet to study the feasibility of establishing day care centers for the 
dependents of employees of the County, This Committee will meet at the request of the Union, 
within sixty ( 60) days after ratification of the Collective Bargaining Agreement. 
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Section 13.14 Travel Reimbursement: 

Employees required to use personally owned automobiles in the course of their employment shall 
be reimbursed in accordance with the Cook County Travel Expense Reimbursement Policy except 
that the reimbursement rate -shall not at any time be less than the· maximum allowable business 
standard mileage rate set by the Internal Revenue Service. Provided, however, that the Employer 
will have sixty ( 60) days to implement any revised rates from the effective date of such rate set by 
the Internal Revenue Service. 

Section 13.15 Auto Insurance: 

The parties agree that the County shall explore the feasibility of making available to all employees 
through payroll deduction, standard automobile insurance on a no decline basis. No later than 
ninety (90) days after the effective date of this Agreement the County shall report the results of its 
investigation to the Union. Such information shall include any proposed costs and benefits, the 
names of the potential carrier(s), and any problem the County believes must be overcome in order 
to implement the insurance, and any other relevant information. Within thirty (30) days after this 
information is provided to the Union, the parties shall meet to discuss the possibility of 
implementing any proposals offered by a carrier as well as any other options regarding the issue. 

Section 13.16 Americans with Disabilities Act: 

Whenever an employee ( or the Union-at the request of an employee) requests an accommodation 
under the Americans with Disabilities Act ("ADA"), or an accommodation of an employee is 
otherwise contemplated by the Employer -- the Employer, the employee and the Union shall meet 
to discuss the matter. 

It is the intent of the parties that any reasonable accommodations adopted by the Employer 
conform to the requirements of this Agreement where practicable. The Employer may take all 
steps necessary to comply with the ADA. Any such steps which might conflict with the terms of 
this Agreement shall be discussed with the Union prior to implementation. The parties shall 
cooperate in resolving potential conflicts between the Employer's obligation under the ADA and 
the rights of the Union. Neither party shall unreasonably withhold its consent to the reasonable 
accommodation of employee. The Employer agrees that it shall not apply this Section in a 
discriminatory, arbitrary or capricious manner. 

Nothing in this Section shall require the employer to take any action which would violate the ADA 
or any other applicable statutes. Information obtained regarding the medical condition or history 
of an employee shall be treated in a confidential manner. 

Section 13.17 Bilingual Pay: 

Employees whose positions require the employee to be bilingual, or to use sign language, shall 
receive an additional one hundred dollars ($100.00) per month. 
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Section 13.18 Parking at John H. Stroger, Jr. Hospital: 

The Employer and the Union agree to participate in a committee to study the issue of parking spots 
at Cook County Hospital. The Director of Human Resources will serve as one of the 
representatives for the hospital. 

Section 13.19 Distribution of Workload: 

It is the intention of the parties that workloads will be distributed equitably among the employees 
in the same job classification within a department or operating unit in consideration of patient care 
and operational needs. In the event an employee is not treated fairly the issue will be brought to 
the Hospital's attention or a grievance may be submitted. 

The County and the Union agree that quality patient care and an appropriate working environment 
are important considerations and the County and the Union agree to discuss the Union's concerns 
regarding staffing levels and changes in working conditions. 

The County shall provide the Union with copies of studies, internal reviews and/or metrics used 
to establish or modify staffing levels. 

If a job title or operating unit consistently is scheduled and works below appropriate staffing levels, 
the staffing concerns shall be an appropriate subject for labor-management meetings. 

Section 13.20 Core Health Center: 

Employees assigned to John H. Stroger, Jr. Hospital who are required to work at the Core Center 
shall be paid an additional fifty cents (50¢) an hour up to a maximum of three (3) hours while 
working at the Core Center. 

Section 13.21 Training in New Techniques: 

It is understood by the parties to this Agreement that employees need to be trained in new methods, 
procedures and techniques as needs arise. Seniority will be the primary consideration in these 
matters. 

When authorized representatives of the Employer determine training is necessary, the Employer 
will provide and pay for such training to current employees to teach new or different skills 
pertaining to the employee's job requirements. Time spent by employees in such training will be 
provided on hospital premises. Employees must successfully complete such training in order to 
remain qualified for their classification. When training is determined to be necessary, the Employer 
will notify the Union of such training and its effective date. If necessary, the parties will meet to 
discuss the implementation of such training. 

Section 13.22 Supplies: 

Employees are to bring concerns over the quality or lack of necessary supplies and equipment to 
the attention of their supervisor. If the supervisor is unable to take corrective action, the problem 
will be promptly brought to the attention of a Divisional Director. Employees shall be kept 
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informed of efforts to remedy such problems. If such efforts have not requested in corrective 
action, a meeting will be arranged at the Union's request with the Facility Administrator or 
Designee. 

Section 13.23 Job Advancement and Training: 

The Human Resource Director or designee will direct bargaining unit employees having questions 
regarding job advancement, including questions regarding skills and training needed for specific 
jobs and the availability of training inside and outside the Hospital, to the appropriate hospital 
official. 

·section 13.24 Orientation: 

The County shall grant the Union thirty (30) minutes at the end of the orientation of new employees 
to present the benefits of union membership at which time the Union may give the employees a 
copy of this Agreement. 

The County and the Union agree to communicate monthly regarding the time and place of the 
orientation. A steward designated by the Union shall be given reasonable notice of the orientation 
and they shall also be released with pay for such purpose. 

Section 13.25 Collective Bargaining Agreement in Electronic Format: 

The parties shall agree upon an electronic format for the collective bargaining agreement, which 
shall be the definitive version of this Agreement. The County shall be under no obligation to make, 
distribute or pay for paper copies of the Agreement. 

ARTICLE XIV 
Discipline 

Section 14.1 General: 

Employees who are to be or may be disciplined are entitled to Union Representation exclusively 
in any disciplinary proceedings consistent with the Cook County Disciplinary Action Policy and 
Procedure. The Union and the County agree that discipline should be timely, progressive and 
accompanied by counseling. It is understood that all disciplines below suspension shall be 
discarded after one (1) calendar year if the employee has not received additional discipline for the 
same or similar offense. Suspensions~ other than for offenses that constitute a criminal or civil 
violation of federal, State, or municipal law, will no longer be considered in determining future 
disciplinary actions and be discarded from an employee's personnel file twenty-four (24) months 
from the date the suspension was issued, provided the employee has not received discipline for the 
same or similar offense during that twenty-four (24) month period. Suspensions for time and 
attendance shall be discarded from an employee's personnel file after twelve (12) months from the 
date of suspension, provided that no other discipline has been issued for time and attendance during 
the twelve (12) month period. For offenses that constitute a criminal or civil violation of federal, 
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State or municipal law suspensions may be considered in determining future disciplinary actions 
regardless of how long ago the suspension was issued. Offenses constituting a criminal or civil 
violation of federal, State or municipal law include, but are not limited to, laws prohibiting 
discrimination and harassment on the basis of another person's membership in a protected class. 

Once discipline is removed, it will not be considered in determining future disciplinary actions; 
provided, however, that neither the employee nor the Union will claim in any subsequent 
arbitration that the employee had a "clean" or "unblemished" record. In the event the Union or the 
employee makes such a claim or claims the County will be free to use any discipline issued to the 
employee regardless of the provisions of this Section. 

If the County has reason to discipline an employee it shall normally be done in a manner that will 
not embarrass the employee before other employees or the public. 

A pre-disciplinary meeting for suspensions and discharges shall be held. Departments should 
convene a pre-disciplinary hearing and impose disciplinary action promptly. Generally, the pre
disciplinary hearing shall be convened within thirty (30) days of the time the alleged infraction 
occurred or became known to the Department. This time frame shall not be strictly applied and 
may be extended if the Employee or the Employee's representative is granted a delay of the pre
disciplinary hearing or if the pre-disciplinary hearing or its completion is delayed for reasonable 
cause. The County shall notify the Union and the employee of a pre-disciplinary meeting and set 
forth a brief statement of the facts surrounding the incident including dates if known and identify 
any witnesses whose testimony will be relied upon. During the pre-disciplinary meeting the 
employee and/or the Union representative shall be given an opportunity to rebut or clarify the 
charges which gave rise to the pre-disciplinary meeting. The pre-disciplinary meeting shall be 
scheduled in a timely manner. In the event, the Union's representative or designee does not respond 
to scheduling of such hearing, the employee may be disciplined accordingly. The County shall 
make every reasonable effort to assign a manager from a different department than the department 
in which the act that gave rise to the pre-disciplinary meeting occurred. 

Section 14.2 Form of Discipline: 

The Employer agrees with the principles of fairness and consistency in imposing discipline. 
Generally, disciplinary action will include the following steps: 

• Oral reprimand 

• Written reprimand 

• Suspension 

• Discharge 

In determining what disciplinary action is appropriate, the Employer will consider the nature and 
gravity of the misconduct, the employee's disciplinary record and any mitigating circumstances. 
Certain serious misconduct may result in suspension or automatic discharge as defined in the Rules 
and Regulations Governing Employee Conduct. 
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Section 14.3 Training: 

The Employer will train supervisors in the fair and consistent administration of this policy. 

ARTICLE XV 
Duration 

Section 15.1 Term: 

This Agreement shall become effective on December 1, 2020 and shall remain in effect through 
November 30, 2024. It shall automatically renew itself from year to year thereafter unless· either 
party shall give written notice to the other party not less than ninety (90) calendar days prior to the 
expiration date, or any anniversary thereof that it desires to modify or terminate this Agreement. 

In the event such written notice is given by either party, this Agreement shall continue to remain 
in effect after the expiration date, until a new Agreement has been reached or either party shall 
give the other party five (5) calendar day's written notice of cancellation thereafter. 

Section 15.2 Notice: 

Any notice under this Agreement shall be given by registered or certified mail, if by the Union, 
then one such notice shall be addressed to the President, Board of Cook County Commissioners, 
Room 537, with a copy to the County's Chief, Bureau of Human Resources, Room 840, and both 
addressed to 118 North Clark Street, Chicago, Illinois; or ifby the County, then such notice shall 
be addressed to the Union's President at 300 South Ashland, Suite 400 Chicago, Illinois. 60607. 
Either party may, by written notice, change the address to which notice to it shall be given. 

1. President, Board of Commissioners of Cook County 
118 North Clark Street, Room537 
Chicago, IL 60602 

2. Sheriff 
Daley Center, Room 704 
Chicago, IL 60602 

3. Bureau of Human Resources 
118 North Clark Street, Room 840 
Chicago, IL 60602 

If given by the County, then such notice shall be addressed to: 

President SEIU Local 73 
Service Employees International Union 
300 S. Ashland, Suite 400 
Chicago, Illinois 60607 
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Signed and entered into this ____ day of ________ ~ 2022. 

COUNTY OF COOK: 

BY: 

TONI PRECKWINKLE, President 
Cook County Board of Commissioners 

Attest: 

KARENA.Y 
Cook County Clerk 

UNION: Service Employees International Union, Local 73 

BY: 

DIANPALMER 
Service Employees International Union, Local 73 

APPROVED 
BY THE BOARD OF COOK COUNTY COMMISSIONERS 

.JUL 2 8 2022 

COM ______ _ 
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APPENDIXA 
LOCAL 73- CHS/ACHN/JSH 

Job 
Code Grade Title 

2437 X14 Elevator Operator 
1889 Laboratory Aide 
1030 Messenger 

0912 X14 Administrative Aide 
1895 Animal Caretaker 
2132 Food Service Worker 
1892 Laboratory Assistant 
2172 Laundry Worker 
1880 Morgue Keeper 
1921 Occupational Therapy Aide 
1967 Transporter 

1961 / 2166 X14 Attendant Patient Care 

0927 X14 Administrative Aide (CCU) 
0990 Darkroom Assistant 
1899 Pathologist Assistant 
1934 Physical Therapy Aide 
2160 Power Machine Operator 
1968 Schedulerillispatcher 
1240 Storekeeper Leadman 
0908 Ward Clerk 
1915 X-Ray Technician Aide 

2147 X15 Building Service Worker 
0908 Ward Clerk (2007 Upgrade) 

2146 X16 Building Service Leader 
2441 Storekeeper Leader (CCU) 

2126 Xl0 Baker 
2127 Butcher 
2123 Cook 



APPENDIXA 
Local 73 

JOB 
CODE GRADE TITLE 

0235 Xl4 Food Service Cashier 
1225 Salesclerk 

1890 X14 Laboratory Aide 
1251 Supply Clerk 

1962 X14 Attendant Patient Care 
1696 Certified Nursing Assistant 
2133 Food Service Worker 
2173 Laundry Worker 
4776 Supply Clerk/Clerical Sterile 
1694 Transporter 

2071 /1697 X15 Certified Nursing Assistant (ARNTE) 
2408 Greenhouse Worker 
1969 Operating Room Attendant 
1900 Pathologist Assistant 
1933 Physical Therapy Aide 
1968 /2000 Scheduler/Dispatcher 
0909 Ward Clerk 
1695 Transporter (ARNTE) 

2148 Building Service Worker 
1230 Supply Clerk Leadman 
4777 Supply Clerk/Warehouse Storeroom 
0909 Ward Clerk (2008 Upgrade) 

2018 Xl0 Barber 
2017 Beautician 

2125 XlO Cook 



SCH.EDULE XIX 
BUREAIJOF HUMAN RESOURCES 

Effective June 1, 2021 (arb1) 

SEIU LOCAL 73 HEALTH & HOSPITAL SYSTEM 
(JHS &CHS). . 

After 1 
Year a(siep 

After 1 3, 1st 
Year at 2nd Longevity 

After 1 Year step&5 Rate,& 
&5 Years. Years of· 10Years of 
Service Service Service 

Grade 1st Step 2nd Step 3rd Steb 4th Step 

X09 · · Hourly 19.309 20.438 21.633 23.680 
Bi-Weekly 1,544.72 1,635.04 1,730.64 1,894.40 
Annual 40,162 42,511 44,996 49,254 

:X10 Hourly 22.043 23.333 24.697 27.040. 

Bi-Weekly 1,763.44 1,866.64 1,975.76 2,163.20 

Annual 45,849_ 48,532 51,369 56,243 

X11 Hourly 15.868 16.795 17.777 19.460 
Bi-Weekly 1,269.44 1,343.60 1,422.16 1,556.80 
Annual 33,005 34,933 . 36,976 40,476 

X12 Hourly 16.268 17.302 18.402 20.250 
Bi-Weekly 1,301.44 1,384.16 1,472.16 1,620.00 
Annu.al 33,837 35,988 . 38,276 42,120 

X13 Hourly•. 17.0480 18.1140 19.247 21.160 
Bi-Weekly 1,363.84 "1,449.12 1,539.76 1,692.80 
Annual · 35,459 37,677 40,033 44,012 

X14 Hourly 17.323 18.3.91 19.524 21.440 
. \ 

Bi-Weekly 1,385.84 1,471.28 1,561.92 1,715.20 
Annual 36,031 38,253 40,609 44,595 

X15 Hourly · 17.609 18.678 19.812 21.740 

Bi-Weekly 1,408.72 1,494.24 1,584.96 1,739.20 

Annual 36,626 38,850 41,208 45,219 

X16 Hourly 18.506 19.634 20.831 22.860 
Bi:weekly 1,480.48 1,570.72 1,666.48 1,828.80 

Annual 38,492 40,838 43,328 . 47,548 

X17 Hourly 23.190 24.550 25.990 27.710 . 

Bi-Weekly 1,855.20 1,964.00 2,079.20 2,216.80 
Annual- 48,235 51,064 54,059 57,636 

X18 Hourly 24.620 26.060 27.580 30.230 

Bi-Weekly 1,969.60 2,084.80 2,206.40 2,41&.40 

Annual 51,209 54,204 57,366 62,878 



Grade 

X09 

X10 

X11 

X12. 

X13 

X14 

X15 

. .X16 

X17, 

X18 

Effecti:,ie June 1, 2021 
SCHEDULE XIX 

BUREAU OF HUMAN RESOURCES 
SEIU LOCAL 7~ HEAL TH & HOSPITAL SYSTEM 

(JHS &CHS) 

; After 1 
Yearat2nd. 

step &5 
'Years of 
Service 

1st Step 2nd Ste_p 3rd Step 

Hourly . \ 19.599 20.745 21.957 
Bi-Weekly 1,56!-89 1,659.57 1,756.60 
Annual 40,764 43,149 · 45,671. 

Hourly 22,374 23.683 25.067 
Bi-Weekly 1,789.89 1,894.64 2,005.40 

Annual . 46,537 49;26b 52,140 

Hourly 1.6.106 17.047 18.044 
Bi,Weekly 1,288.48 1,363,75 1,443.49 
Annual 33,500 35,45~ i 37,531 

I 
' Hourly 16.512, . 17.562 18.678 

Bi-Weekly' °\ 
1,320.96 1,404.92 1,494.24 

Annual 34,345 36,528 38,850 

' 
Hourly 17.304 18.386 19.536 

, Bi-Weekly . 1,384.30 1,470.86 1,562.86 

Annual 35,991 38,242 40,633 

Hourly 17.583· 18.667 19.i:1'17 

Bi-Weekly 1,406.63 1,493.35 1,_585.35 

Annual 36,571 38,827 41,218 

Hourly 17.873 18.958 20.109 

Bi-Weekly 1,429.85 1,516.65 . 1,608.73 
' Annual 37,175 39,433 41,826 

Hourly 18.784 19.92,9 21.143 

Bi,-W~ekly 1,502.69 1,594.28 1,691,48 

Annual . 39,069 41,451 43,978 

Hourly 23.538 · 24.918 26.380 

Bi-Weekly 1,883.03 1,993.46 2,110.39 

Annual 48,959 51,830 54,870 

Hourly 24.989 26.451 27.994 

Bi-Weekly 1,999.14 2,116.07 2,239.50 

Annual 51,977 55,017 58,226 

After 1 
Year: at Step 

· 3, 1st 
Lo,ngevity 

Rate, & 
10 Years of 

Service 

4th Step 

24.035 
1,922.82 

49,993 

27.446 · 
2,195:65 

57,087 

19.752 
1,580.15 

41,083 

20.554 
1,644.30 

42,752 

21.477 
1,718.19 

44,672 

21.762 
1,740.93 . 

45,264 

22.066 
1,765.29 

45,897 

23.203 
1,856.23 

48,261 

28.126 
2,250.05 

58,501 

30.683 
2,454.68 

63,821 

~-~-·- -,----~ 



Grade 

X,09 

.· X10 

X11 
,) 

X12 

X13 

X14 

X15 

X16 

X17 

X18 

Effective June 1, 2022 
SCHEDULE XIX 

BUREAU OF HUMAN RESOURCES 
SEIU LOCAL 7~ HEALTH & HOSPITAL SYSTEM 

(~HS &CHS) 

After 1 
Year at 2n.d . 

step &.5 
Years.of 
·Service 

1st Step 2nd Step 3rd Step 

Hourly 20.089 21.263 22.506 
Bi-Weekly 1,607.09 1,701.05 1,800.51 
Annual 41,784 44,227 46,813 

Hourly 22.933 24.275 25.694 
Bi-Weekly 1,834.64 1,942.01 2,055.53 
Annual 47,700 50,491 53,443 

Hourly 16.509 17.473 18.495 
Bi-Weekly 1,320.6~ 1,397,85 1,479.58 
Annual . 34,338 36,343 38,469 

Hourly 16.925 18.001 19.145 
Bi-Weekly 1,353.99 1,440.05 · 1,531.60 
Annual 35,203. 37,441 39,821 

' 
Hoyrly 17._736 · 18.845 20.024 
Bi-Weekly 1,418.91 1,507.63 1,601.93 
Annual 36,891 39,198 41,649 

Ho_urly. 18.022 19.134 20.312 
Bi-Weekly 1,441.79 1,,530.68 1,624,98 
Annual . 37;486 39,797 42,249 

Hourly 18.320 19.432 . 20.612 
Bi-WE1ekly 1,465.60 1,554.57 1,648.95 
Annual 38,105 40,419 42,872 

Hourly 19.253 20.427 21.672 
Bi-Weekly 1,540.25 1,634.14 1,733.76 
Annu,il 40,046 42,487 45,077 

Hourly 24.126 25.541 27.039 
Bi-Weekly 1,930.10 2,043.30 2,163.15 
Annual 50,182 53,126 56,242 

Hourly 25.614 27.112 28.694 
Bi-Weekly 2,049.12 2,168.97 2,295.48 
Annual 53,277 56,392 59,682 

After 1 
Year at Step 

3, 1st 
Longevity 

Rate, & 
10 Years of 

Service 

4th Step 

24.636 
1,970.89 

51,243 

28.132 
2,250.54 

58,!514 

20.246 
1;619.66 

42,110 

21.068 
1,685.41 

43,821 

22.014 
1,761.15 
. 45,789 

22.306 
1,784.45 · 

46,396 

22.618 
1,809.42 

47,045 

23.783 
1,902.64 

49,468 

28.829 
2,306.30 

59,963 

31,451 
2,516.04 

65,417 



Grade 

X09 

X10 

X11 

X12 

X13 

X14 

X15 

X16 

X17 

X18 

Effective June 1, 2023 · 
SCHEDULE XIX 

BUREAU OF HUMAN RESOURCES 
Sl;IU LOCAL 73 HEAL TH & HOSPITAL SYSTEM 

(JHS & CHS) 

After 1 · 
Year at 2nd 

step & 5 
Years of 
Service 

' 
1st Step 2nd Step 3rd Step 

Hourly 20.591 21.795 23.069 
Bi-Weekly 1,647.27 1,743.58 1,845.53 
Arinlial 42,828 45;333 47,983 

Hourly 23.506 24.882 _26.336 

Bi-Weekly 1,880.50 1,990.56 2,106.92 
Annual 48,893 51,754 54,779 

Hourly 16.921 17.910 18.957 

Bi-Weekly 1,353.71 1,432.79 1,516.57 

Anhual 35,196 37,262 39,431 

Hourly 17.348 18.451 19.624 

Bi-Weekly 1,387.84 1,476.05 1,569.89 
· Annual 36,083 38,377 40,817 

Hourly 18.180 19.316 20.525 

Bi-Weekly 1,454.38 1,545.32 1,641.98 

Annual 37,813 ' 40,178 42,691 

Hourly 18.473 19.612 20.820 

Bi-Weekly 1,477.84 1,568.95 1,665.61 

Annual 38,423 40,792 43,305 

Hourly 18.778 19.918 21.127 

Bi,Weekly 1,502.24 1;593.43 1,690.18 

Annual 39,057 41,429 43,944. 

Hourly 19.735 20.937 22.214 

Bi-Weekly · 1,578.76 1,674.99 1,777.11 

Annual 41,047 43,549 46,204 

Hourly 24.729 26.180 27.715 

Bi-Weekly 1,978.36 2,094.38 2,21i'.23 

Annual 51,437 54,454 57,648 

Hourly 26.254 27.790 29.411 

Bi-Weekly 2,100.35 2,223.20 2,352.87 

Annual 54,608 57,802 61,174 

After 1 
Year at Step 

3, 1st 
Longevity 

Rate, & 
10 Years of 

Service 

4th Step 

25.252 
2,020.16 

52,524 

28.835 
2,306.80 

59,977 

20.752 
1,660.15 

43,163 

21.594 
1,727.54 

44,916 

22.565 
1,805.18 

46,934 

22.863 
1,829.06 

47,555 

. 
23.18.3 

1,854.66 
48,221 

24.378 
1,950.20 

50,704 

29.550 
2,363,96 

61,462 

32.237 
2,578.94 

67,052 



Effective June 1, 2024 
. SCHEDULE XIX 

BUREAU OF HUMAN RESOURCES 
SEIU LOCAL 73 HEALTH & HOSPITAL SYSTEM 

(JHS &CHS) . 

After 1 
Year at Step 

After 1 3, 1st · 

Year at 2nd Longevity 
step & 5 Rate,& 
Years of 10 Years of 
Service Service 

Grade 1st Step 2nd Step 3rd Step 4th Step 

X09 Hourly 21.003 22.231 23.530 25.757 

Bi-Weekly 1;680.21 1,778.45 1,882.44 2,060.56 

Annual 43,685 46,240 48,943 53,574 

X10 Hourly" 23.976 25.380 26.863 29.412 

Bi-Weekly 1,918.11 2,030.37 2,149.06 2,352.94 

Annual 49,871 52,789 55,875 61,176 

X11 Hourly 17.260 18.268 19.336 21.167 

Bi-Weekly 1,380.79 1,461.45 1,546.90 1,693.35 

Annual - · 35,900 37,997 40,219 44,026 

X12 Hourly 17.695 18.820 20.016 22.026 

Bi-Weekly 1,415.59 1,505.57 1,601.29 1,762.09 

Annual 36,805 39,145 · 41,633 45,814 

X13 Hourly 18.543 19.703 20.935 23.016 

Bi-Weekly 1,483.47 1,576.23 1,674.82 1,841.28 

Annual 38,569 40,982 43,544 47,872 

X14 Hourly 18.842 20.004 21.236 23.321 

Bi-Weekly 1,507.39 1,600.33 1,698.92 1,865.64 

Annual 39,191 41,608 44,171 48,507 

X15 Hourly , 19.154 20.316 21.550 23.647 

Bi-Weekly 1,532.28 1,625.30 1,723.98 1,891.75 

Annual 39,839. 42,258 44,822 49,185 

X16 Hourly 20.129 21.356 22.658. 24.865 

Bi-Weekly 1,610.34 1,708.49 1,812.65 1,989.21 

Annual 41,868 44,420 47;128 51,719 

X17 Hourly 25.224 26.703 28.270 30,141 

Bi-Weekly 2,017.92 2,136.27 2,261.57 2,411.24 

Annual 52,466 55,543 58,801 62,691 

X18 Hourly 26.779 28.346 29.999 32.882 

Bi-Weekly 2,142.36 2,267.66 2,399.93 2,630.52 

Annual 55,701 58,958 62,398 68,393 
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COOK COUNTY HEALTH PLAN DESIGN/APPENDIX C- VERSION II 
PLAN DESIGN AND PAYROLL CONTRIBUTIONS CHANGES EFFECTIVE 

DECEMBER 1, 2022 AND DECEMBER 1, 2023 

Cook Countv Benefits Overview 
HMO Current Benefits Effective 

12/1/2022 

Out of Pocket Maximum 
All Copays All Copays 

accumulate to OOP Max accumulate to OOP Max 
Out of Pocket Maximum $1,600 sinde / $3,200 familv $1,600 single/ $3,200 familv 
Inpatient Facility $ I 00 cooay per admit $100 copay per admit 
Preventive $0 cooay (100% covered) $0 copay (100% covered) 
Other PCP I Un!ent Care $15 copay $15 copay 
Specialists $20 cooay $20 cooay 
X-Ray I Diagnostic tests 

$0 copay $0 copay 
(performed in lab or hospital) 
Accident I illness $15 copay $15 copay 
EmerJZency Room $75 copay $100 copay 

PPO Current Benefits Effective 
12/1/2022 

Deductible and Out of Pocket Copay and Deductibles do Copay and Deductibles do 
Maximum accumulate to OOP Max accumulate to OOP Max 

Annual Deductible 
$350 single/ $700 family $350 single I $700 family 

2x Out of Network 2x Out of Network 

Out of Pocket Maximum 
$1,600 single /$3,200 family $2,000 single /$4,000 family 

2x Out of Network 2x Out of Network 
Inpatient and Outpatient Facility 90% In network I 90% In network/ 

60% Out of network 60% Out of network* 
Preventive $0 copay (100% covered) $0 copay (100% covered) 
PCP 90% coinsurance after 90% coinsurance after 

$25 cooav / 60% out of network $25 cooav /60% out of network 
Specialists 90% coinsurance after 90% coinsurance after 

$35 copay/ 60% out of network $35 copay/ 60% out of network 
X-Ray I Diagnostic tests 90% in network 90% in network 
(ner{ormed in lab or hospital! 60% out of network 60% out of network 
Accident I Illness 90% coinsurance after 90% coinsurance after 

$25 copay/ 60% out of network $25 conav / 60% out of network 
Emergency Room - $75 copay $100 copay 
In I Out of Network 

* Effective 12/1/21, The County PPO plan will incorporate a Cook County He,tlth tier ("Domestic 
Tier") wherein covered members will have lower out-of-pocket costs when choosing to access health 
care within CCH facilities. Facility charges will be 0% after the annual plan deductible is met. 
Hospital-based facility services not obt<tined at CCH will be paid based 011 their network status (in or 
out of network rate). 
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COOK COUNTY HEALTH PLAN DESIGN/APPENDIX C - VERSION II 
PLAN DESIGN AND PAYROLL CONTRIBUTIONS CHANGES EFFECTIVE 

DECEMBER 1, 2022 AND DECEMBER 1, 2023 

Cook County Benefit Overview (Cont.) 
Drug Current 

(No Changes 12/1/22 or 12/1/23) 

• Generic: $ I 5 copay 

Prescription Drugs - Retail • Brand Formulary: $30 copay 

• Brand Non-Fonnulary: $50 copay 

• Mail Order: 2 x retail 
Generic Step Therapy • PBM' s generic step therapy prom-am 
Mandatory Maintenance Choice • Mandatory mail-order for maintenance drugs 

Vision Current 
(No Changes 12/1/22 or 12/1/23) 

• $0 copay 
Eye Examination 

• Once per 12 months 

Eyeglass Lenses* • $0 copay standard uncoated plastic 

• Once per 12 months 

• $0 copay up to $100 / Amount over $100 less I 0% 

Frames • Once per 24 months 

• $0 copay up to $100 
Contact Lenses* 

• Once per 12 months 
*Either eyeglass lenses OR contact lenses are covered every 12 months 
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COOK COUNTY HEALTH PLAN DESIGN/APPENDIX C - VERSION II 
PLAN DESIGN AND PAYROLL CONTRIBUTIONS CHANGES EFFECTIVE 

DECEMBER 1, 2022 AND DECEMBER 1, 2023 

Cook County Benefit Overview (Cont.) 
Dental-HMO Current 

(No Changes 12/1/22 or 12/1/23) 

Annual Deductible $0 (None) 
Benefit Period Maximum None 

• Requires a Maximum Allowance 
Preventive • Includes 2 exams / cleanings per benefit period 

• Includes fluoride treatments under age 19 

• Requires a copayment for each specific service 
Basic Benefits • Copayments equal a discount of 

aooroximately 70% 

• Requires a copayment for each specific service 
Major Services • Copayments equal a discount of 

aooroximately 60% 

• Requires copayments 

Orthodontics • Copayments equal a discotmt of approximately 25% 

• Max one foll course of treatment for dependent children 
under 19 

Dental-PPO 
Current 

(No Changes 12/1/22 or 12/1/23) 

Annual Deductible • $25 Individual/ $100 Family (in network) 

• $50 Individual/ $200 Family ( out of network) 
Preventive • 100% of Maximum Allowance (in network) 
(2 exams/cleanings per Benefit Period) • 80% of Maximum Allowance ( out of network) 
Primary Services • 80% of Maximum Allowance (in network) 
(X-Rays, Space Maintainers) • 60% of Maximum Allowance (out of network) 
Restorative Services • 80% of Maximum Allowance (in network) 
(Routine Fillings) • 60% of Maximum Allowance (out of network) 

• 80% of Maximum Allowance (in network) 
Emergency Services 

• 80% of Maximum Allowance (out of network) 

Endodontics • 80% of Maximum Allowance (in network) 

• 60% of Maximum Allowance ( out of network) 

• 80% of Maximum Allowance (in network) 
Periodontics 

60% of Maximum Allowance (Out of network) • 
• 80% of Maximum Allowance (in network) 

Oral Surgery 
• 60% of Maximum Allowance (out of network) 

Prosthetics • 50% of Maximum Allowance 
(in and out of network) 

• 50% up to a lifetime max of $1,250 
Orthodontics 

(in and out of network) 
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COOK COUNTY HEALTH PLAN DESIGN/APPENDIX C - VERSION II 
PLAN DESIGN AND PAYROLL CONTRIBUTIONS CHANGES EFFECTIVE 

DECEMBER 1, 2022 AND DECEMBER 1, 2023 

Emnlovee Contributions -As a Percenta!!e of Salarv (Pre-Tax) 

HMO 
Current Effective Effective 

12/1/2022 12/1/2023 
Employee Only 1.50% ~1.75% 2.25% 

Employee + Spouse 2.00% 2.50% 3.25% 
Employee + Child(ren) 1.75% 2.25% 2.75% 

Employee+ Family 2.25% 3.00% 4.00% 

PPO 
Current Effective Effective 

12/1/2022 12/1/2023 
Employee Only 2.50% 2.75% 3.25% 

Employee + Spouse 3.00% 3.50% 4.25% 
Employee + Child(ren) 2.75% 3.25% 3.75% 

Employee+ Family 3.25% 4.00% 5.00% 

Current 
Dental (No Changes 

12/1/22 or 12/1/23) 
HMO $0 

PPO $0 

Current 
Vision (No Changes 

12/1/22 or 12/1/23) 
Vision Plan $0 
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SIDE LETTER 

Between 

SEIU LOCAL 73 and Cook County 

If an employee who works at Stroger Hospital can establish that they entered the JTDC parking 
lot at least one half(½) hour before the start of his shift, and management determines that there 
was a shuttle problem, and the employee has no pattern of tardiness, the employee will neither be 
disciplined nor docked so long as they report on duty within thirty (30) minutes of the start of his 
shift. 
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SIDE LETTER 

Between 

SEIU LOCAL 73 and COOK COUNTY 

1. The parties, SEIU Local 73 and the CCH agree to continue bargaining regarding sexual 
harassment/violence in the workplace for those employees who work at JTDC and Cermak. 
Both sides are committed to ensuring a safe and healthy workplace environment. 

2. To that end, the parties commit to coming to an agreement regarding electronic notification 
by employees, and in person training regarding proper procedures and education of staff. 

3. When the parties come to an agreement it shall be incorporated into the collective 
bargaining agreement. 
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