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C-FA9AOTE5 IFT::3 CF CCM.147141T, CCLLECF CCNTRACTS

:is colleges partipipating ir targaintng
were .reeestm:: to a :-)P, cortra,t. All contra._ts were
aralvze41 to determ.ne sIm.lar.t.es and differences and are reported in Tables 3

Ti.- ;ortra,ts some .n a .ar.ety of snapes, sizes, ed print. Tie: Trton
contra,: had only eight artle', but LaKe Court: had thirt-four separate arti-
::es 4os: _ollege zontra,ts curtained a range from thirteen.to nineteen arta-
:les. 7"e gvimatyanal fprmat alsozfalis far short of sta0ard,zatien. YoSt'
:Chtracts .n,l,led tne salary sLnedul* tin the bods_of t,,A contract, although
some atea.::- salary and extra-cu?ric,lar s,hed,:es a4...p appendix. Few
samilarit.es were found the order in wnidh items appeared/ All :ontracts in-
cl,ded a tae of :ort,nts but oii a feu .hcipded an index-. Ctner obvious varm
istlo,s were pr.-set 4he t-alit. of repruduction, typing, pa21natior, and
style

Bar2a1ning. States

Tne oorim,^.y :lleozes zomp,s.ng t-e :1-s s,ster and tr-e.r rollect.,e
bargaining :ta:35 are .r Tahles I and 2 Twenty f tr.- 3g ,Dm,,_
nity col.ege distr.ots '5. 3Z1 engage In formal olIejtie argain-
Ing lead.^2 t_ a wr.:te- __ontra_t 'sei Tato.. 1. remainIng distri.ts do
not at t'ys time, --gage .n frmai bargaining 'see Table 21. '4ar, of tne cA!-
Ieges .Isted .r: Tao.e 2 engage .n "-oeet and confer" sessio-s facilty repre-
sertat.,es 4emoers-it nn.- or -;re unions as .0t ,these no--
bargaln.'4

TABLE 1

Sf CCLLF6FS PAPTICIPAT.NG
IN C`T`..FCTI:E BAK-AIN:NG

n.stri_t ',rater Distrl,t Nam*

3

71q
5. 51.

7, 525
532

o. i3b
1G.
11

13

,3.

2C. 51b

lie
Ch:,:ago

Hareee
Higbland
Illino.1 Central
Illints 7a1ey
Joliet
Lake. Mint.-
Lswis and Clarg
Logan
m_verry

uota.n,

at.

a'.

SAye
cpd n Pi,vr
fl rt,t,n

TN!! 4
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TABLE 2
r.

ILLINOIS COMMUNITY COLLEGES WITHOUT FORMAL CONTRACTS

a
^ District Number District Name

501 Kaskaskia

2. 502 DuPage

3. 503 Black Hawk
4. 505 Parkland

5. 507 Danville
6. 509 Elgin

511 Rock Valley87..

517 Lakeland

9. 520 Kankakee

10. 521 Rend Lake
11. 523 Kishwaukee
12. 526 Lincoln Land
13. 529 Illinois Eastern
14, 531 Shawnee
15. 533 Southeastern
16. 535 Oakton
17. 537 Richland
18. 539 John Wood

19. 601 SCC, East St. Louis

Organizational Affiliation
Of the colleges participating incollective bargaining, 13 (65%) are repre-

sented by affiliates of the American Federation of Teachers/Illinois Federation
of Teachers (AFT/IFT) and six (25%) colleges are affiliated with the National -

Ed5lca on Association/Illinois Education Association {NEA/lEA). In addition,

one col e is represented by both the American Association of University Pro
fessors (A ), and the American Federation of Teachers (AFT/IFT). The faculty

pay dues to both orgatilaations.9 Only one college engaging in formal collec-
tive bargaining has an independent faculty union.

T
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TABLE 3

ORGANIZATIONAL AFFILIATION

NEA/IEA AFT/IFT AAUP Independents

Lewts and Clark
Logan
McHenry
Sandburg
Sauk Valley
Spoon River

Belleville Belleville Illinois Central
Shicagdor

Harper*
Highland

Illinois Valley
,Joliet

Lake County
Moraine Valley*
Morton*
Prairf State
Thornton*.
Triton*
Waubonsee

, *The unions representing .the teachers of these Cook County colleges are chapters'
of the Cook County College Teachers enian, Local 1600 AFT, AFL-CIO. Each cam-
rws ,hapter affiliation negotiates its contract individually.

Length of Contract

Multiple-year contracts are more common than single-year contracts among
the community colleges included in this study. Mind colleges have two -year con-
tracts, e?ght have three-year contracts. Thornton initially neetiated a multi-
year contract, however, the parties agreed to automatically extend the contract
indefinitely, one year at a time and renegotiation of the existing contract may
take place if formally requested by either party.

TABLE 4

LENGTH OF CONTRACT

I Year 2 Years - 3 Years

Harper
Illinois Central
Thornton

Highland

Illinois Valley
Lake County
McHenry

'Morton

Sandburg
Sauk Valley
Spoon River

Waubonsee

Belleville
Chicago

Joliet
Lewis and Clark
Logan

Moraine Valley
Prair re-State

Trigs
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Reopener Clausey
A reopener( clause is a provision in a multi -yeas contract which states the

mes and circumstances under which certain parts of Me agreement, usually
wages: can De renegotiated 'b 'ore the agreement expires Nur of the multiplr
year contrtLt.s analyzed in this study contained provisions to reopen negotia-
tions on an annual basis (Belleville, Lewis and Clark, Prairie State, and
Triton) Triton requires Board of Trustee approval t6 reopen negotiations, burte
there is no limit on the issues that an be negotiated if'40e union provides a
30-day notice and gains board approval to negotiate. ewis and Cla& allows the
union to cnilatera14! call for a reopening of negoti ions, 90-day no cation
J.9 required Prairie State hgs a reopener clause ars cifying that oly a few
issues can be negotiated, including salary, overload, stipends', 4c1 insurance.

The Belleytile contract is even more restrictive., Negotiations can be reopened
solely, to discuss salary if theeunion provides a-90-aay notice

Contracts with

TABLE 5

MULTIPLE-YEAR CONTRACTS

,ITB

ANNUAL OPENERS

r1

Reopeners ' Subiects for Renegotiation

Triton Opti.prial--Boardlof Trustee's decides

Lewis and Clark Any issue, 90-day notice

Prairie State Salaries including overload pay, stipends, and
Insurance

Salary only, 90-dav notice '

Unit Mettership
t'ni,t membership refers to the group of employees represented by a single

bargaining agent. Unit membership varied from college to college (see Appen-
dix B). Some colleges excluded DivisioniDepartment Chairpersons, ot,hers includ-
ed them within tht unit One contract Oollet) both includes and excludes por-
tions of the chairperson's rol,e The Joliet contract excludes the ". . pres-

ident, other administrattve,Oixecutive and supervising personnel, and the por-
tion of the department chairperson's role chat is administrative. .10 Most

contracts ex.lude part-time employees from the unit. However, three colleges
(Morton, Spoon River, and Triton) do,not specifically exclude part-time faculty

members from the bargaining unit (see Table'6) Belleville provides patticipa-
tion for part-time faculty holding at least a 60 percent. appointment (e.g., pro-
rated sick have, full hospitalization, and prorated salary according to the
schedule/. Part-time faculty -at Belleville have no; other contractual' benefits.

Sandburg includes all "regular" full-time faculty in the unit and provides full
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benefits to part-time faculty members hortang at least a 75 per,cent ,appointment.

Spme'conttacts are ambiguous concerning unit membership. Often these contracts
include only,full-time faculty, but they fa,il to define what constitutes full-

.time faculty status.*

' TABLE 6

PART DIME FACULTY'STATUS

,

Contracts Protecting
Part-Time Faculty

Contracts Not Ipcluding
Part -Titte Facult3*,,,

Belle"illie (partial ptoeection)
for partrtime farulty_ holdingholdin

3A5 appointment or mon./

Sandburg (included part-time
faculty with at least .37i.
appointment)

O

Chicago
Harper
Highlavd

Illinois Central
Illinois Valley
Joliet

Lake County
Lewis,and Clark
Logan.
McHenry
Moraine Valley

r Morton
Prairie Scare
Sauk Valley-
Spoon River

, ,,Thornton

Triton
411pubonsee

Academic Year Calendar Net
Seven of the college contracts (357) did not include the subject, of an av-

demic,ocalendar. The Belleville contract clearly indicated that the adlunistra-
tion'developed the academic calendar to be considered by the board. Eleven of
the college contracts (55%), aidicaLed that recommend ions And suggestions from
faculty representatives are presented to the_Board yin developing the acadeMic..,
year calendar. Two of the colleges (Chicago and iton),included the calendaM
in the negotiated contract.

*Without legisittion, Illipo,is Community colleges have no legal guidelines for
unit deter on, No ,,ons'Istent patterns have emerged. States with labor
,lays usually prescribe guidelines for.unit determination based upon several
criteria, such as community of interest, employee desires, bargaining history
and the%adminiAtrative orgapiratfOr: oe the employer. 0'

t
4



TABLE 7

ACADEMIC YEAR CALENDAR

eCollege

.

Academe Calendar
FA:visions Not _

Included
.

Reconnandatictis frets

Faculty Representative

to the Mairustraticni
Boai1 A

Incorporated

into

Calendar
Contract

o -

.

OTHER

..

Belleville 4
A.

.
.s.

' Inpat frau adcanistration only.

Chicago , '
.

X
.

..
I

Hager
&A -.-

X o '"

Highlandi . X

Illinois - tr '

'

Mlunois-tialley X

Joliet . X
. r .

Lake County X .
t

Lewis and Clark . X

. an
.

. -.0

Yr-Hisiry x

Manure Valle,/ . X . .

M6rtcm

lE

X ,

Prairie State. . X
tio

.

Sirldburg X
,

Sauk Valley ' X .

Spoon River X

Thornton X 1 r -

lYitcn i x
..

klub:xi:see x .

X of Coll .: : 35% 10X 5X
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Clas Size Limits

Five colleges --2S%) have contracts with either a minimum or a maximum class
size provision One college inclu4es a minimum class size provision, but four
other colleges have maximum class.Size limits. Chicago has a variable class
size li8iit ranehg fr4i 25-35 students for day classes, and 39 students for eve-
ning classes, 1,ctst.e. Sections, however, are limited to 150 students. Illinois
Valley limits regular classes to 35 students with some exceptions. for example,
English courses are limited to 25 students, seminars are limited to 15 students,
laboratory and developmental courses are limited to 20 students, and 120 stu-
dents in lecture sections. Joliet limits rhetoric classes to 33 students per
section, and composition courses are limited to 20 students. Thornton limits
clats size to a maximum of 38 students. Some Thornton courses such as English
and business have limits from 22 to 35 students. Highland has no specific pro-
visions for maximum class size but sets the minimum class limit at 15 students.
Classes below this minimum number of students require special permission from
the administration.

0
Fifteen contracts (75%) do not designate class size limits They do specie

fy'whichadLnistrator is responsible for class size decisions and'often provide
general crftePia and guidelines One college (McHenry) designates the president
or designee this responsi,bility, but a @lass Size Appeals Boiid has been estab-

lished to hear faculty complaints 2.11ellevil/e leaves class Wze deciTions to
the administration but does limit laboratory enrollments to stations available.

TABLE 8

CLASS SIZE LIMITS

*1.

Spntracts with Class Size
Maximum or Minimum Limits

Contracts with No Class size
Maximum or Minimum Limits --

Chicago (variable)
Highland (designated minimum class size)
Illinois Valley (variable)
Joliet (variable)
Thornton (variable) '

,

Belleville
Harper
Illinois Ceptrdf
Lake County

3
LP q and Clark
Lo n ,,

1 my
' . sine Valley
Mott on

Prairie State
Sandburg

i
Sauk Valley

s

Spoon River
Triton
Waubonsee

3-
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Teaching Load Provisions
All contracts include specific language in regard to teaching load. The

commoanity colleges surveyed are 5n the semester system except Sandburg which is
on the quarter system. The details of teaching load vary from college to col-
lege. The definition of a full-time teaching load for faculty members range".
from 24 to 36 semester hours. It should be noted that some contracts alaq re-
quired different w9rk schedules for librarians and counselors. Several colleges
weigh teaching hodrs by subject matter, laboratory section% and lecture sec-
tions. This led to elaborate ,formulas and a listing of equalized hours. In
some colleges four composition courses are considered a,full load, while five
courses in most other subject areas constitute a full load. In a few cases,
laboratory hours are equated with lecture hours.. Frequently a ratio of .75 to 1

is utilized Large lecture classes are also weighted in some contrac-3.
contracts had specific provisions for teaching overload courses. Illinois Val-
ley limits overloads to,one class per semester, but McHenr4 allows 10-15 hours
of overload per year.'

TABLE 9

TEACHING LOAD PROVISIONS

College Load ,00verload Maximums

(Semester Hours per year) -(Semester Hours pet year)

Bellev tl 1 28-32

Chicago . 24-26
1 (Phys Ed is assigned 32)

9

Harper . 30 but require 4 unique v

course sections

9

Highland .
i 32

.

Illinois Central _30-3) '

Illinois Vaikev - 30

Juliet 3 -32/Max7 3 preparations .

Lake County ' 2 -

Lewis and Clark 30-32

Logan . 30

McHenr 3c1' 10-15 possible

Moraine Valley 30

Horton 30-36

Prairie State 30 t

Sandburg - 36* 8 equated hours per
quarter*

Sauk Valley
________
32

Soon River 30

Thornton . .26-32 _

Triton _ 28-32 . .;'e

Waubonsee 30 e

...

*Sandburg is the only Illinois public community college .with a negotiated con-
tract,on the quarter qyst.eM, t<reflsre the contract provide6 for an annual
teaching load of 48 equated quarter hours

V"

I it
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Academic -Freedom__

Seventeen (85%) College contracts Included languare referring to Academic
freedom. Generally, the majority of thise contracts entitled faculty members to
freedom in the classroom, in research and publications, and in oitizenship.

_TABLE 10

ACADEMIC FREEDOM

College
Provision for .

Academic freedom
No P'rovision for

Academic Freedom

Belleville X

Chicago X . -
Harper X ,

Highland X ' /a:

Illinois Central t X

Illinois Valley ,

X

Joliet X _ )

Lake County X

Lewis and Clark X -
_ g._ -

Logan X
. ,

McHenry

.40

X

Moraine Valley
i

ill lo X -
. ,.

.
Morton. X

Pr,lirie State X
..

Sindburg X
s

Sauk Valley X

Spoon River

Thornton - X'

Triton X -

Waubonsee X

I of Colleges I .85% p 15%
0-* AA

Air-
Office Hours

A1,1, college contracts control office hour provisions. Moraine Valley has
no specific requirements but reserves (,die right to establish them if needed.
Moraine Valley requires that the 3 30-5.00 p.m. time period on two days per week
be set aside for committed meetings+and other college responsibilities. Morton
has no minimum number of office hours leaving this decision to the instructors' .

professional judgment. Mortonriequires that office hours be post.ed Two col-
leges'require a minimum Of Sour office hours, Olght colleges' require a minimum
of five office hours, and six colleges require a minimum of ten office hours .

Logan has a variable schedule Much requires six to eight office hours based on
the number of courses.and laboratory sections - assigned to the faculty. Many of
the contracts require additional office hours if the instructors Are assigned
overloads.

17
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TABLE 11
MINIMUM OFFICE HOURS FOR TEACHING FACULTY

College Unspecified
Office Hours

4

per wk.
5

per wk.
6-8

per wk.

10

per wk.

Belleville X

Chicago. .

X

Harp *

.

X

Highlan No minimum, but must
establish & maintain )L .

Illinois Central / /X

Illinois Valley

Joliet
,

. A

V.0

.

Lake County %. X

Lewis and Clark! . X

Lo:an 4X
X

.

McHenry 6

6

Moraine Valley .

,

oard reserves right
to require (See Dis-
cussion) 4

Morton

i

Professions'? lodgment

and must poet .

Prairie State X

Sandburg '

Sauk Valley X

Spoon River .

Thornton . I X

Triton
.

X

Waubonsee It X

6 c

Insurance
All community' college contracts analyzed in this study provide health and

-medical insurance for faculty members Health insurance cost and coverage var-
ied among the colleges. The amount paid by the employer ranged from total cost-
of the premium to a minimum of 75 Percent. -

TAle 1 displays a partial picture of the'great diversity-Imund among the')
various insurance benefits provided employees. All colleges also provide life
insurance. Three colleggs (15 percent) include a disability insurance program. '

Seven of,the colleges (35%) included a dental insurance plan. In addition, mi.-
allaneous insurance coverages were also included in a few contracts. These
other insurance coceragqs,and the percent of *contracts which included them fol-
low. combined Dental and Vision (10%), Group Aiio (5%), Malpractice'emr Nursing

"Faculty (5%), Liability (10%), and Prescription Drugs (5%.). Lake County pro-
'vides eachiemployee with $1200 that may be distributed to eight fringe benefit'
choices TllinoisGentral allows employees to join a health maintenance organ-
ization in lieu of health and medical insurance.

rt



TABLE 12

INEUBNiCE

CCUECE LIFE 'FAUN DISABILITY

.

DENIAL
CAMP
AUTO

NAIPRACIICE
MIRS.FACULTY MAMMY

DENIALS
VISICN

PRE=
DRUGS

Belleville X X

Chicago x X X X , X

, , x x

lard X X

Illimia Central X X I x

Illinois Vall X ' X

Joliet x 11.11111111111111111 x

Lake Coumt

Lewis trii--rlatic

MIMI
X

X

X

X XME X

. X
. '

, X X

IbraineVall 1111111MMIMMIIII X

Mprton X X

Prairie State x x .

X x x

SaUk Vail- X 111=1
... River X X X

Thornton X, X 1111111111 X

Inton X X MEM x

Wad:mace X X MEN
X of Coll 100 100

MEM
5 10 10

n
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I
Retirement

All colleges belong to the State University Retirement SysteM (SURS). Only
a.fvecontracts make.no mention of retirement. Eight colleges have made con-
tractual provisions,for tax sheltered annuities, and three colleges have negoti-
ated early retirement

TABLE 13

RETIREMENT PROVISIONS'

College

.

SUBS/ .

Tax-Shelttatd Early
Annuity Retirement

Belleville X I

Chicago , 1
. 0

Harper
I

X X'
.

Highland
1 X X

Illinois Central X X

Illinois Valley X ..

Joliet X 4 44 X

.1±lke County I X

Lewis and Clark 1_, X

Logan
I X

.

McHenry . 1 X. /
Moraine Valley

Morton
1

X X ) rPrairie State '
I

# X X

Sandburg
1 X

Sauk Valley X /

Spoon River , X X t"--

Thornton i X X.

Triton X ' X

Waubonsee I X ,X

% of Colleges 100 40
. 15

Tuition Waiver and Reimbursement

Tuitibnwaivers for courses taken at the local community college are one
fringe benefit found in many contracts. Table 14 indicates that twelve colleges
(60Z) provide tuition waivers for full7time faculty members. The major ty of 4
the twenty contra.i.ts analyzed also provide tuition waivers for spoule d chil-'
dren.

Fifty percent of the colleges provide tuition reimbursement for courses
taken at seijk,r eolleges for faculty covered by the contract. Some colleges
provide rchmbursement based upon credit hours while others stipulate a maximum
dollaryteimburgement. A few colleges include maximums for credit hours and
dollar unts.,
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Leaves

The wide variety of leaves negotiated in the various colleges is displayed
in Table 15 Sick association leave are discussed later in this re-i
port. Nineteen cileges 95'.0 negotiated personal business day leaves. The
-range is from two to six days. Four of,the colleges indicate that personal
business days were non- cumulative Sabbatical leaves were negotiated by ekfht-
een of the colleges (9n) surveyed. The majority of these colleges indicated
that a sabbatical leave .;ould be.. granted to a face I member after that person
had taught at that college for six years on a full-time basis.

1
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'Sick Leave

All community college contracts analyzed provide sick leave. The number of..
sick leave days ranges from ten co thirty days per year. Five colleges provide
substantially more days durini, the first year of employment and a reduced number
of days for each succeeding year.. One college, however, provides ten days the
first yew and then eleven days for each succeeding year.

TABLE 16

SICK LEAVE 1

ti

College No. of Days Cumulative

Belleville

Chicago
Hasper
Highland
Illinois Central
Illinois valley
Joliet

Lake County
Lewis and Clark
Logan

McHenry
Moraine Valley
Mortgn
Prairie State
Sandburg
Sauk Valley
Spoon River
Thornton 1

Triton
Waubonsee

(10-
B2-16* Unlimited

10 Unlimited
20/1-0** 180
10/11*** Unlimited
30/15** 210
15/10** Unlimited

15 195

15 185
10 120
10 110

10 124
,10 '150
15 0
16 180

15 147
15/10** , 0

15 , 200
,16/12** 204

20 180
17 Unlimited

*Belleville Provides twelve sick days'for nine-month employees, and sixteen
days for employees on twelve-month contracts:

**"These colleges provide a greater number of sick days the first year of
employment The second number is the number of sick days provided after the
first year.

* ** Highland College provides ten sick days for first year employees and eleven
days thereafter.

Four colleges allow'unlimited accumulation of sick days.. Two colleges
either allow no accumulation at all, or it is not stipulated in the contract.
In the other colleges, the range of cumulative days is 110 to 210. Only two
colleges were identif.ed (Chicago and Waubonsee) that pay employees for unused
sick leave upon retirement or upon termination.

24
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In additicin, four colleges provide a sick bank (Logan, McHenry, Spoon Rive
and Waubonsee). In a sick bank, each employee contributes one or more days to
common pool. This pool of days may be used by employees when their sick days
have ben expended and they meet the necessary conditions. Belleville, Joliet,
Prairie State and Sauk Valley do not have a formalized' sick bank even though th4
term is used in their contracts. In these.colleges they may borrow only their
own anticipated accumulation,.upon termination they must) reimburse the institu-
tion for outstanding sick days.

Association/Union Leave
Nine colleges have negotiated association/union leaves. The specific

details are shown in Table 17. Prairie Itate provides an annual leave for utviot
officers, and Triton gfants union officeriba reduced teaching load. Time off
for union conventions is included in most of the contracts with Association
leave provided. Joliet also allows the union president or chief negotiator four.
days off to prepare for contract negotiations.

TABLE 17

ASSOCIATION/UNION LEAVE

Colleges With

Association Leaves

Chicago (Pay salary for up to 12 delegates
f 1 week)

Joliet (President, 2 days)

Levis and Clark (up to 2-people x.5 days)
Negotiation leave 4 days
for Pres. or chief negotiator

Moraine Valle, (salary for 1, 2 others
. without compensation)

Prairie State (annual leave possible for
union officer)

Sauk Valley (1 person x 5 working days)

Spoon River (Nb specific number of days)

Thornton (2 paid + 1 wirthout pay)

Triton (all officers granted reduced
teaching load)

al

Colleges Without
Association Leaves

Belleville .0

Harper

Highland

Illinois Central

Illinois Valley

Lake County

Logan

McHenry

Morton

Sandburg

Waubonsee
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Dues Deduction
Sixteen colleges (80%) have negotiated dues deduction provisions. Four

colleges have contracts without dues deduction provisions.

TABLE 18

CONTRACTUAL DUES DEDUCTION PROVISIONS

Colleges with

Dues Deductions Provision's

A
Colleges Without

Dues Deductions Provisions

Chicago

Harper
Highland
Illinois Valley

Joliet
Lake County
Lewis and Clark
Logan
McHenry
Moraine Valley

Morton
Prairie State
Sandburg

Spoon River
ThorntOn
Waubonsee

Belleville

Illinois Central
Sayk Valley
Triton

Maintenance of Membership
One form of union security is mainftnance of membership. No employee has

to join the anion as a condition of employment, but if employees voluntarily
join, they must maintain membership payments for the duration of the contract.
This ensures cash flow to the union. Most maintenance of membership clauses
provide an escape period when employees may cancel their dues-deduction. Only

three colleges (McHenry, Sandburg, and SpOod River) h e negotiated a mainte
nance of membership clause.

Na

26



25

TABLE 19

MAINTENANCE OF MEMBERSHIP A.

7 Colleges with t Colleges Wfthout
a

Maintenance of Membership Clause Maintenance of Membership Clause,

McHenry Belleville
Sandburg Chicago
Spoon River Harper

Highland .

Illinois Central
Illinois Valley
Joliet
Lake 'County

Lewis and Clark
Logan

Moraine Valley
Morton
Prairie State
Sauk Valley

Thorntop
Triton
Wadbonsee

S

Personnel File Clause

Eleven colleges (55t) have negottatedn;raCts that contain personnel file
classes. Eight of the4e eleven contracts with personnel file clauses allow fac-
ulty members to view and reproduce portions of their files. Chicago aLlows a
faculty'member to copy any material in the Bilqe. Nine other contracts did not
mention faculty access to personnel files. Pre-employment recommendations and
Faculty review board vote records were sometimes excluded from faculty access.

TABLE 20

PERSONNEL FILVCLAVSE

Colleges with

Personnel File Clause
eofleips Without

Personnel File Clause

Chicago
Harper

Illinois Central

Illinois Valley
Moraine Valley
Morton

Prairie State
^ 'Sandburg

Sauk Valley
Thornton '

Waubonsee "

alBe 1 levi 1 le

Highland
Joliet
Lake County

.Lewis and Clark

"Jr
Login

McHenry
Spoon A pier.

Triton
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Grievance' Definition
K grievance is a formal complaint concerning interpretation or application

of a collective bargaining contract. This is a narrow definition of grievance.
Some individuals and institutions favor a broad definition of grievances which
would allow the inclusion of policies, practices, laws and regulations. Our

analysis shows that 55% of the colleges have negotiated grievance e1auses that
broadly interpret grieyances. Forty percent of the contrasts have a narrow
interpretation of grievance. The Spoon River contract states that their griev-
ance procedure will be negotiated in the fall of 1981. The Bellevillwontract
does not define grievances at all, this is the broadest interpretatiOn possible.

TABLE 21
GRIEVANCE DEFINITION

College Definition
Broad

Interpretation
Narrow

Interpretation

BelleVille ' Undefined x

Chicago. Provisions of contract

and past practices x

.

Harper Provisions of contract only x

Highland Provisions of contract
and established policy x

'Illinois Central Provisions Of contract x

Illinois Valley Provisions of contract ------- x

Joliet Provisions of contract x .

Lake County Provisions of contract x

Lewis 6 Clark Provisions of contract x .

Logan Provisions of contract x

McHenry Provisions of contract

Board policy
Board practice

Moraine Valley Provisions of contract 4
Board policy x

Horton Provisions of contract x

Prairie State Provisions of contract
and Board policy x

.

Sandburg Provisions of contract x

Sauk Valley Provisions of contract x

Spoon River Being redefined*

Thornton .. Provisions of contract
Policies, rules andlregir

tions
/

x

-

,

Triton
'

.Provisions of contract
Policy did practices x

Waubonsee
* Provisions of contract '

% of Collerni; 55% 45%

*As of October 1, 1981, the college had not accomplished this redefinition.
.sa



Grievance Resolution . .

Fourteen colleges (70%) have negotiated binding arbitration of grievances
w leaving resolution of grievances to neutral third parties. Four colleges (20%)
have adviso6 arbitration of grievances which allows the Board to ignore the
arbitration recommendation if it disagrees. One contract sPcifies that the
',nerd of trustee makes thee final decision. Spoon River is in the process of
rewording its grievance procedure.

TABLE 22

THE FINAL STEP IN THE GRIEVANCE PROCESS

Boird of Trustees
Advisory Binding
Arbitratip Arbitration

Logan Belleville Chicago
sa

Morton Harper
Sandburg Highland
Triton Illinois Central

Illinois Valley
Joliet

Lake County
Lewis and Clark
McHenry '

Moraine Valley
Prairie State
Sauk Valley
Thornton
Waubonsee

Impasse Procedures

Impasse is, the term used to describe the situation which exists when, dur-
ing negotiations for a new contract, no further progress can be made toward
reaching an agreement. Impasses sometime lead to strikes. In the public sec-
tor, where strikes are usually prohibited, impasses are frequently resolved by
the intervention of a neutral third party, such as a renitor, fact-finder, or
arbitrator.

dnly four colleges have negotiated Impasse procedukes. Three of these
contain very brief articles calling for mediation at Ickasse and designate the
Federal Mediation and Conciliation Service as the diators (Logan, Lake County,
and Sandburg). Sauk Valley, on the other har 8 negotiated a lengthy impasse
procedure.

20
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TABLE 23

IMPASSE PROCEDURES

Colleges with
Impasse Procedures

Colleges Without
Impasse Procedures

Lake County Belleville
Logan- , ;Chicago,:
Sandburg Harper k
Sauk Valley Highland'.

r
Illinois Central
Illinois Val-ley

Joliet
Lewis and Clark
McHenry
Moraine Valley
Morton e

Prairie State
Spoon River
Thornton
Triton.
Waubonsee

Management Rights
A management rights clause expressly reserves to management certain rights

and specifies that the exercise of those rights shall not be subject to the
grievance procedur9 and;or arbitration. Twelve colleges (60%) contained some
form of management rights clause.

TABLE 24

MANAGEMENT RICHTS'CLAUSE

Colleges with Coileges Without
Management Rights Clause Managments Rights Clause

Belleville
Chicago'

Highland
Illinois Central
Logan *

McHenry
Moraine Valley
Morton

Prairie State
Sandburg
Thornton
Waubonsee

Ng, -Harpe
Illinois Valley
Joliet
Lake COUnty
Lewis and Clark
Suk Valley
Spoon River
Triton
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No-Strike Provisions .

Thirteen cola es '6549 have negJtiqed specific no-stri lauses. Seven
colleges (3570 have chosen to leave the subject of uork stoop out o the
contract.

TABLE 25

NO-STRIKE CLAUSES

Colleges With Colleges Without '

No-Strike Clauses No-Strike Clauses

Belleville
Chicago

Highland
Illinois Central

Illinois Valley
Joliet

Levis and Clark
Logan 0

Moraine Valley
Prairie State
Sandburg
Sauk Valley
Waubonsee

Harper
Lake County
MtHenry
Morton
Spoon River
Thornton,

Triton

Savings and 2ipper4Clauses
A savings clause in a collective bargaining agreement stipulates that the

rest of the contract will remain in force if Fart of the agreement is held to be
invalid or unenforceable.

A zipper clause is a provision that specifically states that the written
agreement is th4 complete agreement of the parties age tiWt anything not con-
ained therein is not agreed to unlels put into writing sed signed by.both

parties following the date of the dgreement. The zipper clause is untended to
stop either party from demanding renewed negotiations during the life of the
contract. It also works to limit the freedom of a grievance arbitrator because
he mist make his decision based onli on the contents of the written agreedient.

Almost all college contracts contained both savings and zipper clauses`.
However, Illinois Vzilley had neither. -Joliet bad the savings clause but did not
include the zipper clause. 'riton an4 Spoon River- contracts contained the
zipper clause but did not include savings clauses.

a
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TABLE 26

EFFECT OF AGREEMENT

College . Savings Zipper

Belleville X X

Chicago X X
,

Harper X X

Highland X X .,.

Illinois Central
....

X X

Illinois Vllley w'

Joliet X

Lake County TX X

Levis and Clark X F X

Logan .
X X

McHenry AIL X X

Moraine Valley X

Horton ., . X ' .X

Prairie State X t' X
Sandburg X X

Sauk VIlley X , . X

Spoon River X

Thornton P X X

Triton X
,

Waubonaeel
....
X X

'SUMMARY

4 Table 27 provides an overview of.the scope of collective bargaining in the

various Illinois ca=munity colleges. The text .of this report thus far 'has high.

lighted the divmkaity of contract language. Tible 27 indicates that the scope

of negotiations (the subjects to be negotiated) is relatively similar throughout
the state concerning the traditional subjecti of wages, hours, and conditions of

employment. Greater diversity exists with the less traditional bargaining

hreas, i.e., clasmsize, no-strike clauses, ftc. Negotiations are idiosyn-

cratic. Diversity should be expected in a dynamic processi.

Mat!:
All college contracts analyzed designated compensation for the regular

academic year. All but one contract (Morton) contained provisions covering

wages for the summer term. In addition, all contracts provided for overload

pay.
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The provision of fringe benefits is far from uniform All colleges pro-
vided some rhsufah,e benefits Table 12 indliates that all colleges provide
Itfe an0 nealth insurance t_t the unifo5rmiry stops there. Ott,er forms of
insurance provide' by one' ,r mare colleges ,nclude disabIllty (15%), vision

'(10%), group auto :51', malpracti,e (511, 1,aoility (10%), dental (401) and
prescription drugs (iI, "trer fri-ges prov.ded include tuition reimbursement,
leaves, travel and released time.

Conditions of Enploymenr

Academic freedom :s stipulated in all but four of the contracts Other
conditions of employment sur.e.ed included class size, class load, calendar and
office !spurs Specific tables art provided within the text -for each of these
items. Class load is spelled out all of the contracts out the other factors
(class size, ,alendar and _ft.:e ,ave been excluded from some of the con-
tracts -

Employee Security

Employe- security ,s or e prime purposes of ,nion contracts All but
two colleges st,d,ea prov,i, procedire, for evaluation, tenure and termination.
Reduction it firce procedure, are a:' generally in tne contracts.
Transfer proced.res are genecally nit necessary because most of the colleges
have a sing.e cn. of t,P LW, campuses aitn multiple campus
locations, does istain A tra-sfer art.cle

Grievance Procecu e
All of t-u- ccd,-i-ts pr,:l.de a gr, nc_ process Fifteen provide for

bitiding arbitration aod six -ecoire advissory aritratton In one Instance
the hoard of trustees -ak.), the final decision in grievance resolution.

anion Sec *:city
All cortruits f)rmertv lbc,v,ized and identified a inton as the exclusive

representati.u. of faculty empirvee% "xnly sixteen contracts renuire dues de-
duction f.ir inion sea' .snit 'leges have established implied mainte-
nance of memoership clauses

Manag 'lot-Kerns

Twel.e colleges 16(T; ire/ ,one Corm ,f management rights clause.
Most contracts it the duration of the contract and provided
savings and zipper ciai s This minimizes misunderstand:so* about the intent,
durat,t.in ani scope ,f tb.t c ncra_t and is therefore classified as a management
concern Cnions oas ad,, pr.)fer iris clarification over ambiguity that would
exist without uch liguagp In addition, thirteen contracts (65%4 contained
no-strike clams -'

-s
Impasse Procedures

Only thte olt,g, pr butte in,asse procedure, to thetr contracts These
three aliw i-d _ -liege also provides for fa-t finding If media-
tion fall,

Tr.,- author, -ace t- describe objectively the current condition
of Illinis _ormn,n4.1 lectise bargaining an Chapter 1. Chapter II
will describe a pr,,esa that college managerent can utilize to tden-
tify the 1mphit no ,t .9r.,3_ language naptor III analyzes several common
contract art1,10, ant tru.ties a lt,cussion of tmpli-ations utilizing the CIA
process distised in (hapt-r t:. -

-3 4



CHAPTER II

THE CONTRACT ITEM ANALYZER PROCESS

33

All members of the community college management team should be involved in
the development of labor contracts. Conventional wisdom of the past suggested
that division chairpersons, associate deans and other first line administrators
should be shielded from the bargaining process. Many administrators do not want
to be involved in bargaining at the table because of their close contact and
identification with faculty concerns due to their former teaching status. Bar-
gaining experience is gradually changing this perception of the value of non-
involvfment Because they are responsible for implementing the contract after,
it is negotiated, it has become apparent that first line administrators must la
involved in developing management counter proposals even if they are not engag
in face-to-face bargaining.

Each administrator should be given an opportunity to analyze the current
contract and proposed new language for implications at the divisional/depart-
mental level. The Contract Item Analysis (CIA) process, developed by the au-
thors, allows first line administrators the opportunity to make recommendations
to the negotiating team within a format that is easily assimilated into the man-
agement team's preparation pro4edures for collective bargaining."

.The CIA process (see figure 1) is a systematic method that maybe used for
(1) analyzing current contract or proposed new language, (2) developing alterna-
tive Language or counter-proposals, and (3) reacting to union language presented
at the outset of the negotiating process and throughout the course of negotia-
tions. An example of the CIA process is found in igure I.

FIGURE 1 1.

,CONTRACT ITEM ANALYSIS (CIA) PROCESS MODEL

Item: Employee Evaluation
4.4

Department- English
Respondent, Janes/Dept. Head

(1) (2) (3)
Proposed or Existing Department Level Alternative Language/

Language Implication Counters/Actions

(The specific clause A. General Administration (The reactor is expected
to be analyzed is to suggest what he/she
written in Coral.) B. Finance perceives to be acceptable

terms or wording.)
C. Personnel;

D. Curriculum:

E. Other



4.0

In column 1 the respondent identifies the specific contract language which

should be analyzed. To alleviate the tedi-In of writing out each clause, the
management team could duplicate and distribute to appropriate personnel CIA
Forms with the current or proposed ianguage they wish analyzed. This step would

both expedite the process as well as reinforce management's desire to receive
input ftom those individuals who manage contracts on a day-to-day basis. )

In column 2 the respondent specifies how the language affects mei;or areas

of concern. Four key areas of operation are suggested to he's analyze the item. 3

. A, General Administration; B, Finance, C, Personnel, and D, Curriculum. Miscel-

laneous Implications can also be discussed (see E, Other).

In column 3, the respondent is requested to provide alternative language
that would minimize negative implications identified in column 2. The respon-

dent can also tecmmend sore cvmpromise language since the bargaining process

often results in compromist.

Figure 2, Contract Item Analysis 'CIA) Illustration, provides an example of
the end result of the CIA procegs. The CIA illustration depicts an analysis of

a common issue in community college collective bargaining. Classroom observa-
tion, if negotiated, must be carefully worded in the contract Figure 2 deison-

'traces the input of a departmental/divisional administrator concerning this
important issue In this illustration/ middle-management provides a suggested
improvement in language to make tie contract easier to administer on a daily

basis

a



FIGURE 2

CONTRACT ITEM ANALYSIS (CIA) ILLUSTRATION

Item: EmpI.oyee Evaluation
4.4

F1)

Proposed Language

(2)

Department Level
Implication

Department. English
Respondent: Janes

(3)

Alternative Language/
Counters/Actions

35

The evaluator shall
meet with the em-
ployee immediately
following the

classroom obser-
vation to discuss
the evaluation.

A. General Administration
Schedule' impossible to
keep-. Need time to con-
sider the write-up.

Will result in a hap-
hazard evaluation.

B. Finance. Poor write-up
could yield a grievance
or worse, litigation.

Cost of lawyer, fees,
and time.

.............
C. Personnel. Employee's

schedule may prohibit
"immediate" response.
Secretary must have
time to type. May
need to be reviewed by
personnel director.

D. curriculum. No direct
' affect noted.

E. Other. How do you define
"immediately"'

Alternative Language:
The evaluator shall meet
with the employee within.,
10 school days following

the classroom observation
to discuss the evaluation.

Compromise:
Go down to 7 school days.

The CIA process (1) prevents careless elimination of necessary management
prerogatives, (2),provides valuable administrative views, (3) develops manage-
ment cohesiveness by improving communication, (4) assures th t quality thinking
has gone into the management bargaining package, (5) devel s compromise lan-
guage for later stages of negotiations, (6) serves as valuable _in-service
vehicle, and (7) prepares first-line adrunistrators f r the, rigors and respon-
sibilities of contract management. In addition, people find it easier to sup-
port a contract they helped develop.

O
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The utilization of the CIA process is predicated on the assumption that the
respondents who analyze the language are aware of the pitfalls of various

clauses, specific wording, and ambiguous phrases. Reality tells us otherwise.

To insure that management personnel are capable of providing positive reactions
and suggestions concerning contract language, 4n- service programs designed to

implement the CIA process would seen essential

Because the CIA is a process, its apple tion is not limited to a given

contract, community college, or, for that m tter, a given state. It provides a

methodology for negotiating with professional as well as nonprofessional em-

ployee unions or associations.

Boards of trustees and top administrators are recognizing the need for a

team approach to labor relations. This team effort will not materialize if the
first-line administrator remains a neglected figure in the collective bargaining

process. Contracts, once negotiated, are managed and Implemented by these very

administrators. The CIA process is a way to meaningfwlly involve all first-line

administrators in collective bargaining. Use of the CIA should facilitate the

administrative team concept and lead to improved contract administration The

authors suggest th#t the utilization of the CIA process improves the quality of
contracts because those who implement the contract are involved in development.



CHAPTER III

AN APPLICATION OF THE CONTRACT ITEM ANALYZER

The purpose of this chapter is to analyze a few key community college con
tract provisions utilizing the CIA process model. The topics to be analyzed
are: (1) grtvance procedure, (2) class size, (3) teaching load, and (4) Offic,
hours, After becoming familiar with the CIA process, community college adminis .
trators may use the CIA forms to evaluate their college's contract and proposed
new language submitted by the Union.

The first contract provision to be discussed, and one that causes innu
merable problems, is the grievance procedure. A sample grievance article is
analyzed utilizing the CIA process (see Figure 3 and Figure 4).

The second contract provision to be discussed is class size. While only a
few Illinois community colleges,include class size limits in their contracts,
such language can be extremely costly. The CIA model is used to illustrate the
problems inherent within the class size issue (see Figdre 5).

_ The third common contract item to be analyzed is teaching load. This is at
important area to faculty, students, admipistrators, add taxpayers. All Illi
nois community colleges include specific language concerning teaching load (see
Figure 6).

The last item to be discussed and to illustrate the CIA model is office
hours: Due to its apparent importance to faculty and administrators, all commu-
nity college contracts analyzed included officehours provisions (see Figure 7).

`f
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ITEM: GRIEVIME EEPTIWITCH

6.1

MAZE 3

CanpACT nni wain (cm) Reapcnierm Haze

ki)

NPreposed or Unguage

(2)

Implications

kJ)

Alternate tarkeitageiCourtersigetiorm

It is the declared ob)ective of the

and the Board to encourage the prompt and

informal limsolution of complaints of fac-

ulty members as they arise and to provide

recourse to orderly procedures for the

satisfactory adjustment of complaints.

Def uut tan

A "grievance" shall rem a complaint by a

faculty member

a. that there has been a violation,

misinterpretation or inequitable

application of any of the provi-

sions of this Agreement, or

b. that he has been treated unfairly

or inequitably by reason of airy-vet
or cotditim utach is contrary to
established policy or practice
governing or affecting sou ty

members.

'

-

B.

General Administration:

1. I lave' problems with the term "in-

equitable." There are built -in

inequities m this contract like

rreuttere else.

2. "Established practice" has varied

in the pest so much in my depart-

ment that we unll roman,/ griev-

ances oply because I'm trying to

straiami cut the mess I leper-

ited.

3. Past practice locks-in the status

Pinance

It could be costly I see many

possible grievances of the term

"inequitable" and past 'ten.

C. Personnel.

1, I have a few faculty members uho

believe they have been treated

'inequitably" for the past 20

years.

*2. Also a few members have had,"spc-
cial deal*" in the pest, and if I

durge them they will grieve order

part-practice.

D On-rimulus:

E. Other:.

Certain frailty, became of the nature

of their courses, get additimial money

for Supplies. Does this "inequity"

cral other faculty can grieve far more

miry?

1, 4 0

Alternative language:.

Be ant you delumat grievances to "alleged

violations, insinterpretatiens or misempli-

CatiOrg of the contract" only. (Delete a.

and b. of the definition.)

Canirosise:

1. Keep a. 'without the sort "inequitable."

2. If you mist accept b. also eliminate

the ward "unfairly."
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a.

MEN: GRIEVANCE PRXESS (Paraphrase:1)
6:2

FUME 4

carmer inoi 'Nam (cis)
(1)

Propor,ed Or Witting Language

Step Is After the Union accepts griev-
arca, it shall be ptesented in
writing to theisrpervisor, he
will arrariise for meeting to take
place within 5 'days.

Step 2: If the grieiarce is rot resolved
in Step 1, the Union eardecide to
eveal to the appropriate Dean
within 7 days. The Dean has 3'.

idays to tender a deciaidi.

Stepal If the goieipce is rat resolved
in Step 2, thalkocn may decide to

,appeal to the Board of Trustee.
Grievance Hearifig Cocrattee within

. to render=a dec
7 days. The cceriii:g 5 days

Step 4: if the grievance is rot resolved .
in Step 3, the lhicn tray abstit it
to arbitration. The decision by
the tapitrator is final and bind-

.

(if
rapt =snow.

Iiespondert:
Art
Pets

`A, Central hisinistiatiav

--ate
Are'rrot
tl

Counters/Act ions

1. Tire-lires are too short ai too. 1.
general (5 tiAepdar cr 'Khoo' --";ti
&PA.

taxi is
4

2. In 3, poor practice to
uivolve the Board directly in a
grievance procedure. The Union
could 'divide acs conquer" at'the
hearing.

B. Finarce:

I. this
4
entire process could b'e very

expensive. The board Fearing and
Arbitration (steps 3 and 4)could
require no4 reporter fees, arbi-
trator fees, and other fell,,, ;Co
par for this? Spell it wt.

C. *Peraorrry *

1. unftn gets too such power. 1hy
should it (the Union) bring tie a
grievance when 1 supervise indi-
viduals, net the Union. The indi-
viduals include both Unite and non-
Union matters.

2. rho should attend the lineting" in
step 17 !VI as alert, will they
gang up'On we? Please clarify thit
erecting. How can I km, the col:
lee position en were issue?

D. Curriculup

E. Ater-

1tiy should- we aubssit to 'boding arbi-
oration"? M outsider...641d be tasking
irpohant decitticra affecting ta/ pro-
grans. Thip4ir &major step!

, should bring tile
t avel.

?. Dayi and defined.

3. '.1he first step should be a confelitrce
between the faculty ember and ropekvisor

L

4. In step 2, thee faculty teacher, not the
Union, should decide to go fervid. t

5. 'Die final step before -arbitration should "ka
be en administrative decision. Get the

. Board out of the process until the final
step. Advisory arbitration is probably
inevitable (daybe even boding arbitra-
tion). If we have it, let's make sure
the Lknon paye half the cost, that w
parisknpate an the mutual selection of
the arbitrator, and that the arbitrator's
authority is limited to the scope of the
contract. f .

6. The last step should not be binding arbi-
tration by in oasideri This final *ap
should he a Board decision.

.,

41
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ON: CLAM SITE
4.3

FIGURE 5 (continued)

canwer rmt ma= (CIA)

41111
Derimamt: Social Sciences
Respcndent: TUbb

(1)

Proposed or Existing Language
(2)

Implications
(3)

Alternate Lanplage/Counters/Actions

If any disagreecent counting the
gudel established by past practice
with t to the maxima class size of .
any cozrse, representative of the Am-
ciation, the concerned faculty serber(s),
and the Vice President shall meet to deter-
mine chat the guidelines established by
past practice are.

A. General Administration:

There is no need for a special

grievance procedure for class size.
This will cause untold headaches,

especially since this language includes
the Union.

I don't like the existing guidelinea.

This past practice ties my hands!!

B. Fins Ice:

If future contracts included negotiated

Lower class size, we may bankrupt the
college..

C. Personnel: at

WA

D. Curriculim:

N/A

E. Other:

N/A

4

Alternative Language:

Please don't negotiate an extra grimace
process. lb language like this should ever
be included. Keep Past Practices out!!

use.
"The board agrees to attempt to observe

within reasonable limits and maintain pres-
ent class-size averages (staffing ratios)

subject to space availability, installation

of experimental or innovative program, bud-

getary limitations and availability of
teachers or necessary funds. Decisions on
class sizes (staffing ratios) will be made
by the department dhairman acting in the

best interests of the students and will not

be sublect to dhallenge through the griev-
ance procedure."



1/10t: TEKHOCIDM3
3.1

flan 6 1

CCHTRXE M21 RYMER (CIA)

Division: *turd and Health Sciences

-Despondent: I. C. Cells

(1).

Proposed cr Heisting LeTiage

Teaching iced:

teediing load for full-tile. teacir,

ing faculty is thirty (3)) equited

credit boars per *endemic. year.

&pieced credit hour* shall be defined

as the followincraitioe:

a- 2Cae-(1) scheduled lecture hour per
Asedt permemeeter equals one (1)

equated credit hoar. .* B.

b. Coe (I) sCheduled 'secretory her
per week per semester equals one

(1) equsted credit hosi.

c. *tweet. a section has more than
me assigned faculty member, the

camber of equated credit bass . C.

shall be divided by the rudder of'-

faculty administratively assigned

to that,section acconlibig to the

ratio of their respective responsi-

bilities.

(2)

Ism 1 kaki's

(3)

Alternate Langusge/Odsztersikticre

A. General Pieinistratic%

I. I don't like the 3) haws. became
of idl the labs in my division eve-

ry:se teaches 16 hours per semester

in fox sections. Does this wean

all fey tea:here will earn overload

Fay ever' if they teach only 4 see-.

time '

1.

41Umece:

The re-for-we equatineof lab .
tours will coat a fortune! S will

let killed in nosing alone, since

the pursing instructors mend so
moth time in the clinical setting.

Hersnmel:

I; I can see the fights already. Cer-

tain lab teachers have Id) 0'84-

trots dlo set up for them, others

do rot.

2. Yd.., mean my P-E. teachers get the

sane credit for basketball may
microbiology teacher!

D. Oarriculas:

Oarriculuedeveloprent will be

'cult. Hy faculty have a
pat too *soy lab hours in a ooarie.-

This will only sake it worm.

Other:

l.c. is irccopreheraible to ae,art4

probably to an srbitrater---

N f' C 1 1

Alteromtive Language:

1. Teaching load druid be 32 credit hours.

2. Labe should rem:minas they/re-21=ra
for arc credit.

3. Get rid of 1.c.

Ccapromiee:

Co to 1.5 lib hours equaling one creditbit
no more, and exclude nursing (will be too

exidensive) end physical education (they

don't deserve it).



TIEN: 1EX6ING LOAD
43.2

(1).

Proposed or Existing Language

MEE 6 (continued)

awriver trE24 ANALYZER (CIA),
Division: Natural and Health Sciences
Resew:dent: *I. C. Cells

Teaching Load:

2. a. Nan -teachirs faculty shall work

thirty (30) }cm per week
the academic year The days .dlinhe
week and the hours of the day to be

worked during this time will be
assigned by the appropriate admin7

istrators. Sxhdays will include,
but not be limited to, all instruc-

tional days, professional days,

final examination days, and com-
mencament. All additional hours
and days to that specified above

will be determined and assigned by7
each respective supervisor.

b. ;Jerk may be assigned when the

College's administrative offices

are not normally open for business,
e.g., Saturday. ;ben work is
scheduled at these times, each

employee's weekly work sdhedule

will be adjusted.by mutual agree-

ment po as not to exceed thirty

(30) hours per week.

(2)
Imp ications

(3) '
Alternate Language/Counters/Acticna

A. General Adminfitration:

1. Na. 2 is a real problem. First,
to are "sums-teaching fiscultri

Does this include my lab assis-
tants?

2. In No. 2.a. if "each respective

alpervisce deternines "additional
hours and days," we rsiy have incon-
sistent and confusing work sched-
ules.

B. Finance:

1. ally a 3D-hcarr warktaNA? This is
very expensive.

2. To reduce sly lab assistants frosi
40 to 33 houra per week peas I
have to pay overtite or hire addi-
tional perscnnel.

C. Personnel:

I can see where acme of my faculty uto

mairsculd be patting in mate hours
than counselors. This will cause
interpersonal relationship problems.

D. Qrrricultu:

N/A

E. Other:

N/A

I ;

45

Alternative Language:

1.

2.

Let's keep our 45 hour work week.

Non- teaching faculty are defined as

counselors, librarians, and laboratory

assistants in the Natural and Health
Scieskes Labs.

3. Additional days and hoses will be

assigned .by the Damn of Instruction.

0310-Celiae

. If we must dhange our work week, how
about 37 1/2 hours? I can keep our lobe
oeen and supplied without paying over-
tram or hiring additional help.

1



La&D

3.3

(I)

Proposed or Existing Language

Flan% 6 (contirmed).-

03YSRtLr I7}2! MAIM (CIA)
Division: Natural and Welch Sciences

Respondent: I. C. Cells

res
(3)

AltalmateLangsage/Costers/ActionsL

Alternative Lsrguage:

(2)

bpi wet ions

3. The full load for staff in Tie open lab

shall be 22.5 boars (sixty cdnutei) per

weds. Open labs include: Reading,

Math, Developmental labs, and my other

new open labs establialled.

For instructors Oho are assigned
serester-hots ccurses own as open

, lab teachng, the load will be deter-

mined by calculating the percent of

load in earls category.

A. eeneral Administration:

Even though I don't have arty "open.
I'm unsure here since I don't have these

labs" currently, sacs day I might. !" "open labs" but the full load should by more

22.5 hours seem like a short welt to like that of regular lab instructors.

me!

B. Pin.srce:

WA

C. Perscnnel:

NIA

D. Curriculum:

If this Lang:wee holds up, I can't me
agine approving any courses with open

labs because I wouldn't be able to

staff them without /canting my budget.

\\-

E. Other:

N/A

Compramise.

4G



%TICE MTPS
7.6

FDIFE c$

CCHIPACT MI ANALYZER (CIA)
Division vocational
Pespondert 9.atlec

(1)

Proposed or ExistinfLawage

Faculty ambers shall keep six (6) office
hours per week. An office hoz IS defined
as a 50-minute period in rhich the faculty
amber is physically pres-.a. hischer
offiat

(2)

Inn I icat ions
(3)

Alternate Laviage/Coutters/Actions

A. Gwent: Administration:

NOt enough hours. Sore faculty will
atter+t to schedule classes 3 days a
reek with office hours on those days
and hence could be knavailable 2 days-a

week for other duties such as oommit-
tees awl program responsibilities.

B. Fumee

NIA

Personnel.

Will cause conflicts anong faculty rho
have to.be here 5 days a week because

of the nature of their program (exiez
ple: nursing) and will cause more stu-
dents to =plain- to ce and my secre-
tary about faculty beinZiunavailable.

D Curriculum:

Would probably further reduce afterrison

offerings since faculty will not wait

to spend time of carpus in the late
afternoon. Could hurt our vocational

program in law enforcement when police

officers are available to take classes.

E. Other.

lb./ can we melte that faculty will be
available before or after night classes
shen 60% of my enrollment is generated?

Alternative Lanpage:

Faculty members shall be required to keep
twelve (12) office hours per week. ,Froulty
amber.; will keep at least cne (1) office
hour each day of the wok, Monday thrash
Friday. At least coe.(1) office hour will
be scheduled before the faculty tether's

first class of the day, and at least one (1)
office how after the last class of the day.

Ccettomite

Go down to ten 110) office hours per week.



This document demonstrates the utility of the CIA ,Process Model. This CIA
process is A systematic method that may be used to help the community college
management team (1) analyze current contract language, (2) evaluate proposed
contract demands, and (I) develop alternative language. The CIA Process allows
all tanagement personnel, especially first-line administrators such as division/
department chairmen and associate deans, to contribute to the negotiation proc-
ess. The intent is to improve the collective bargaining process by making it
more systematic.

The next page is a sample CIA form (Figure 8) which we encourage you to

duplicate and use at your community college as you plan for your next, or per-
haps first, round of negotiations.

.01
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.111121:
FIGURE 8 -

Departrent/Division:
carmiLT ITEM Akuaraat (CIA) Flespaldere:

(1)
Proposed a. Existing Language

(2)
bill icat ions ,

(3)
Alternate lenguage/Ccontersiletions

A. Central AdmiriLi'iraticn:

B. Finana:/
C. Persarel:

D. Curriculum:

E. Other

t

Alternative Language:

Corprecrise:

k

41
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APPODIX A

Unit Membership



College Included &eluded,

Belleville Full-time faculty

(ro definition)

Instructors

Librarians
Counselors

Supervisors

Departrent Chairmen

Coordinators
Partial protection for part-tire

faculty above 3/5 appoiroment

Chicago Full -tine faculty

Project,Personrel'

(Training Specialist)

ro

President

Deans

Vice Presidents
Assistant Deals

Paployees of,rentral administration

Full-tire faculty members

Depart:melt chairmen

Coordinators

Classified staff

Other administrative employees

6-

Highland All full-tire faculty smokers President and Presidential assistants

Deans, Associate Deans

Controller
Division diainnan

Director of Admissions axi Records

Director of Student Finpcial Aids and
Resource Development

Director of College Relations

Director of Data Processing

./`

Director of Physical all Maintenance

Director of Library services

Coordinator of Audio/Visual Services
Coordinator of Student Activities

Diretor of hncilisry Services
Purchasing Agent
and all other administrative rod classified personnel



College Included Excluded

Illinois Central FO faculty employed for the primary
purpose instructing students.

Technical to f,Instructor,
Assistant

Associare

Profes

Employees uho hold less than full-time faculty appointments
Employees uho are employed on a part-time or temporary basis

or whose positions are funded in any manner from other than
normal College binding sources, including bit not limited
to any contractilel or fiscal agent arrangements'chich may
he entered into by the College

Division chairmen, assistant division chairmen, or any:person
employed in an administrative capacity as determined by the
Board

Confidential, managerial, or supervisory employees

Illinois Valley

V

Jolter

All teaching personnel

under con trict

Instructional Assistants

(e.g. Lab Supervisors)

(

4resident
Dean of Instruction

Dean of Student DevelTment
Dean of Business Services

Dean of Coati-ming Education and Business Services

Associate Dear of Career Education

Director of Admissions, Records, and Registration
Director of Community Education
Director'of Athletics

Director of Computer Services
Director of Counseling

Director of Financial Aids and Placement
Director of Learning Resources

Director of hbrsing
Divisier Chairmen

Coordinator of Cultural Activities
Librarians

Other Hon teaching administrative Ferment

Individuals hired to work at the Sheridan-Correctional Center

All full-time (teaching more than

8 credit hours per semester)

faculty members plus

counselors

librarians

advisers

departrAt chairpersons

Presider*

Other administrators, executives, and supervisory personnel

". . . and the portion of the department dhairperson's role
1chit is administrative."



College Included Excluded

Lake Ccunty

(
Rill-tire teaching faculty President

(teaching 12 or more hours) Vice President
guidance counselors .4, Deans

librarians 'Business Manager
Director of Nursing
Central administrative staff
Division chairperson or director or similar eminiatrative

/ position nhir_h may be created
' CETA employees

Other adjunct eyloyees

ti

Lewis end &irk. Rill-time faculty members
Couraelors
Librarians

Logan Rill-tine teaching faculty
(an actual list of, faculty
aumbers, Is included)

Itlianry All full-time faculty

Division Chairperson -

Program' Coordinators

!brain Valley All full-tier teachers.
(professors, associate professors,
assmatant profeisors, instructors,
assistant, instructors rho are elizible
for a schedulettoteachirg load of 15
equivalent hours or 35 hairs cc 37.5
hours per raadc ardent time)

Counselors
Librarians
Coordinators
Technicians in the testing center
Advisers

Confidential employees
Those rho have authority, in the interest of the employer, to

hire, evaluate, discharge, assign, transfer and/or discipline
full-titre faculty employees or make recommerdatican using
independent judgenat

.

Managerial or supervisor explioyees es Vinod by the NLRB

11 other employees

Interns'

Student Teachers

54
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College
x

Excluded

!brtont- Ali teadhers,
'course
.prof 1 librarians

President
Business Manager
Deans

,LAchtinistrative Assistant,
*Directors

Prairie Stare

Sardburg

Fulltirue faculty

, All regular full-tirra` teachers
Counselors
Teichere on 3/4 load contract

Division Chairperson
All other administrators and executive pers.:x.1ml
A.V. coordinator -
All other personnel

Sauk Valley

eft
Pull-tire instructional staff

includirg librarians,
counselors, and
arlii:rvisual.personnel with
regular full-tire, appointments
approved by the toardand hold
academic rack

President
Deans
Directors
Plant engineer and their assistants and associates

in nature or Vrvolved in evaluating nip
AO other individual %nose duties are Winer' admizusand mictraingtive

recommendations with reference to uismissal, retention, or
--other matters dealing with the anployees' continuing st

Spccti River

Thornton

All fu "-t ire faculty

All faculty ambers
with a roma' load

Coordina ors
Concise
Librar
A.V. Director

President
Vice President
Deans
Assivtart Deans
Diviskm Director v
Part -time eaployees

4

4



College Included acluded

Tr it an All faculty association members
Coordinators not presently m

12-month salary schedule

Instructors

Counselors .

Librarians
Department chairpersons

"those rot cn salary schedule B

J

Vaubonsee All full-time faculty assigned Divisi chairpersons relative o) their management assignments
faculty

duties

Ccurmelors

Librrerips
Divisional chairpersons

so.
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GLOSSARY OF COLLECTIVE BARGAINING TERNS

Arbitration Method of dectdang acontroversy under Wh'ioh parties to the con-

troversy have agreed in advance to accept the award of a third party. Ar-

bitration may be advisory or binding.
.

Checkoff - Arrangement under which an employer deducts from pay of employees the
amount of union dues and turns over the proceeds to the treasurer of the

union

Closed Shop - Arrangement between an employer and a union under which only mem-

bers of the union may be hired. See Union Shop. .

Collective Bargaining - A method of determining conditions of employment by the
negotiation SetweenzegretentatIves of the emplo Ax. and union represents--

tives of the employMa. The results of ths,,OrITSining are set forth ifi a

}mauve bargaining-agreement. Collective bargaining, i4hich determines
conditions of employment for all workers in a bargaining unit, is to be
distinguished from individual bargaining, which applies to negotiations.

Collective Bargaining Contract - A written agreement or contract that...00.1es out

' of negotiations between an employer pr a group of employers and a union

It sets out the conditions of employment (wages, hours, fringe benefits,

etc.) and ways to settle disputes arising during the term of the contract
Collective bargaining agreements usually run for a definite period--one,

two, or three years.

Conciliation -.Efforts by third party toward the accommodation of opposing view-
points ina labor dispute so as to effect' a voluntary settlement.

Confidential Employee. The term "confidential employee' *hall mean any employee

who is engaged in personnel work in other than a purely clerical capacity,

Oho has access to informatiBn subject to use by the Board or its cepresen-

tntivet in collective bargaining or employee relations, or who participates

in collective bargaining or employee relations on behalf of Ole Board or

its representatives.

Escalator Clause - Clause in collective bargaining contract requiring wage or

salary adjultmentloat stated Intervals in a ratio to changes in the Con-

sumer Price Index (CPI).
-4

Fact-Finding Boards - Agencies appointed, usually by a government official, to

determine facts and make recommendations in major disputes, '

Fringe Benefits-- Term used to encompass items such as vacations, holidays,

Insurance, medical bOhefits, pensions, and other similar benefits that are

given to an employee under his employment or Union contract in addition'to

direct wages.
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Glossary of Collective Bargaining Terms, cont'd

Grievance - A formal complaint usually
lodged by an individual but sometimes bythe union or management, concerning
interpretation or application of a col-lective bargaining contract or traditional work practices. The method ofdealing with individual grievances is through A grievance procedure nego-tiated in.the union cptract. If a grieW'ance cannot be settled at the

supervisory level, it is appealed to ever higher levels of management
authority with the last avenue of appeal being grievance arbitration inmost cases.

Grievance Procedure - A method of dealing with a tom nt made by an,indiv.idual
or by'union or managgsent that allows the work lace to continue operating
yithout interruption. The complaint concerns an alleged violation, misin-
terpretation, or misapplication of a contracmN The procedure generally
provides for discussions of e grievance at progressively higher levels ofmanagement authority, with arbi ation typically being the last step.

Impasse - That point in negotiations
at which either party determines that no

further progress can be made toward reaching in agreement. In the public
sector, impasses are ofteA rgsolved by the intervention of a neutral third
party., such as a mediator, fact - finder, or an'arbitrator

Independent Union - Local Labor organization not affiliated with a national
organized union, union not affiliateit

with a national federation of unions.

Maintenance of Membership
- Union-security agreement under which employees whoare members of a union on specified

date, or thereafter become members, arerequired to remain members during the term of the contract as a conditionof employment.

Management-Rights Clause - Collective targain-ing
contract clause that exftessly

reserves to management - certain rights and
specifies that the exercise of

those rights shall not be subject
to the grievance procedure or arbitra-

tion.

Medsation - Offer of good offices
to parties to a dispute as an equal friend ofr"-- each; differs from cpnciliation in that mediator makes proposals for set-tlement of the dispute that have not been made by either party.

Meet and Confer - A particular
labor-management relationship which gives publicemployees the right to organize and make recommendations to management butgives management the right to make the ultimate decision on terms and con-ditions of employment

'Recognition - The designation granted to an employee organization
recognized orcertified by the Board 4s the representative of the employees in an appro-priate bargaining unit Exclusive recognition gives the certified organi-

zation the right to arrive at collective
agreesents-smth management thatapply to all employees of the unit and prohibits the employer from negotia-ting with any other union.
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4
Glossary of Labor Terms, cont'd

Reopener Clause - A provision in a collective bargaining agreement which states

the times and circumstances under which certain parts of the agreeknt,

usually wages, can be renegotiated before the agreement expires. A re-

opiner clause usually provides for renegotiation at the end of a given time

period.

Savings Clause - A collective bargaining agreement may also 14Corporate'a sav-

ings clause so that if part of the agreement is held to be invalid or unen-

forceable, the rest of the contract, wil4 retain in effect,

Union Shop - A provision in a collective
bargaining agreement in which the

employer may hire anyone he chooses, but in which all workers must join

the union within a specified period of time after being hired (typically 30

days) and must retain membership as a condition of continued employment.

The courts Nave refined this obligation to mebn only paying the normal dues

and fees that a union member wou'sd pay.

Zipper Clause - A provision in a collective b'argaining agreement that specifi-

cally states that the written agreement is the complete agreement of the

parties and tnat anything not contained therein is not agreed to unless put

into writing and signed by both parties following the date of the agree-

ment The zipper clause is intended to stop either party .from -demanding

renewed negotiations during the life of the contract. It also works to

limit the freedom of a grievance arbitrator because he must make his deci-

si,r4Cbased only on the contents of the written agreement.
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