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INTRODUCTION

With projected declines in traditional college ape student groups, auster-
ity budgeting, inflation, and reductions in federal Support of post-secondary
education, collective bargaining continues to be a significant issue on commu-
nity college campuses throughout the United States. In 1980, 415 public twe-
year colleges participated in faculty collective bargaining. Approximately 31%
of all community colleges and 42% of all public two-year colleges have negoti-
ated faculty contracts,* Twenty-five states have collective bargaining laws
which cover faculties in post-secondary education. Some states, like Illinois,
also_have many community college Faculties that bargain without benefit of stat-
ute,

Collective bargaining in public community colleges continues to be a major 4
concern of both faculty and management; there is no evidence to indicate change
in the near future. at the 1981 convention of both the American Federation of
Teachers and the National Education Association, resolutions were introduced
making the unionization of kigher education a leading priority.3 The ptoposed
alliance between the two faculty unions and the American Association of Univer-
sity Professors may encourage.bargaining on additional college campuses. The
current higher education membership in these three groups exceeds 200,000.%

During the 1979-80 academic year theve were 242 teacher strikes in colleges
and universities. By far, most of these strikes occurred at public community
colleges, which have historically been the most unionized segment in higher edu-
cation.

Collective bargaining to be dealt with constructively must be understood,
This monograph has been published by Illinois Scate University to meet current
research and informarion needs of public community colleges about colleckive
bargaining. Other than national unions, there is no formal network to assist
community colleges with collective barpaining. This Teport provides comparative
data to assist community colleges in 2nalyzing, planning, and nepotiating future
contracts within a comprehensive model. The model for analysis of collective
bargaining issues has applicability to all academic institutions; however, in-
stitutions composing the Illinois Community College System are used te demon-
strate the use of the model ., The Department of Educational Leadership, Gonzaga
University, is also uvtilizing the model to analyze community college contracts
negotiated in the State of Washington,

Three distinet sections are included in this document: (1} A study of com-
mon characteristics of community college contracts,® (2) a suggested process
to assist the practiticmer in analyzing contract language in preparation for
negotiations,’ and (3) an analyris of common community college contract arti-
cles,

*Footnotes are numbered sequentially throupghout the monograph and full citations
are locatred on pape 48,



CHAPTER I

CHARACTERISTICS OF COMMUNITY GOLLEGE CONTRACTS

Public Illinois community colleges pacticipating in collective bargaining
jere requested o submit a copy of their current contract. All contracts were
inalyzed to determine similariries and differepces and are reported in Tables 3

rhrough 27.

The contracts come in a variety of shapes, sizes, and print. The Tritom
-ontract had only eight articles, but Lake County had thicrty-four separate arti-
les. Most college contracts contained a range from thirteen to nineteen arti-
las. The organizational format also falls Far short of standardization. Most
contracts included the salary schedule within the body of the contract, although
some chose to attach salary and extra-curricular schedules as an appendix. Few
similarities were found in the order in which items appeared. All contracts tinm-
cluded a table of contents but only a few included an index. Other obvious var—
istions were present in the quality of reproduction, typing, pagination, and
style.

Bargaining Status .
The commimity colleges composing the Illipois system and Cheir collective

bargaining status ave found in Tables | and 2, Twenty of the 39 public commu-
nity college districts in I1linois {51.3%) engage in formal collective bargain—
ing leading to a written contract (see Table 1}. The remaining districts do
not, ar this time, engage in formal bargaining (see Table 2}. Mapy of the col-
leges listed in Table 2 engage in "meet and confer" sessions with faculty repre=
sentatives, Membership in one or more unions is not uncommon in these non-—
bargaining districts,

TABLE 1

ILLINOLS COMMUNITY COLLEGES PARTICIPATING
IN COLLECTIVE BARGAINING

District Number District Name
1. 522 ' Belleville
2. 508 Chicago
3. 512 Harper
4. 519 Highland
5. 514 Illincis Central
6. 513 Illinois Valley
7. 525 Joliet
B. 532 Lake County
9. 536 Lewis and Clark
10, 501 Logan
it. 328 McHenry
12. 524 Moraine Valley
13. 527 Marton
14, 515 Prairie State
15. 518 Sandburg
16. 506 Sauk Valley
17. 534 Spoon River
i8. 510 Thornton
19 504 Triton

20, 516 Waubonsee




TABLE 2

ILLIROIS COMMUNITY COLLEGES WITHOUT FORMAL CONTRACTS

District Number District Name

1. 501 Kaskaskia

2, 502 DuPage

3. 503 Black Hawk

&, 505 Parkland

5. 507 Danville

6. 509 . Elgin

7. 511 Rock Valley

8. 517 Lakeland

9. 520 Kankakee

10. 521 Rend Lake
I1. 523 Kizhwaukee

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

Orpanizational Affiliation

Of the colleges participating in collective bargaining, 13 {65%) are repre—
seated by affiliates of the American Federation of Teachers/Illinois Federation
of Teachers (AFT/IFT} and six (25%) colleges are affiliated with the National
Education Association/Illinois Education Association (NEA/IFA}. In addition,
one college is represented by both the American Association of University Pro-
fesaors {(AAUP), and the American Federation of Teachers (AFT/IFT). The faculty
pay dues to both organizations. Only one college engaging in formal collec—
tive bargaining has an independent faculty union.




TABLE 3 _
ORGANIZATIONAL AFFILIATION

NEA/IEA AFT/IFT AAUP Lndependent
Lewis and Clark Belleville Belleville Illinois Central
Logan Chicago*®
McHenry Harper¥
Sandburg Highland
Sauk Valley Illinois Valley
Spoon River Joliet

Lake County
Moraine Valley*
Morton*

Prairie State
Thornton*
Triton¥
Waubonsee

*The unions representing the teachers of these Cook County collepes are chapters

¢f the Cook County GCollege Teachers Union, Local 1600 AFT, AFL-CIO.

Each cam—

pus chapter 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.
tracts; eight have three-year contracts.

Nine colleges have two-year con-
Thornton initially negotiated 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

1 Year 2 Years 3 Years
Harper Highland Belleville
Iilinois Central Iilinois Valley Chicapo
Thornton Lake County Joliet

HcHenry Lewis and Clark
Morton Logan
Sandburg Moraine Valley

Sauk Valley
Spoon River
Waubonsee

Prairie State
Triton
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Reopener Clauses

A reopener cleuse ig a provision in a multi-year contract which Btates the
times and circumstances under which certain parts of the agreement, usually
Vages, can be renegotiated before the agreement expires. Four of the multiple-
Year contracts analyzed in thig 8tudy contained provisions to reopen negotia-
tions on an annual basis (Belleville, Lewis and Clark, Prairie State, and
Triten). Triton requires Board of Trustee approval to reopen negotiations, but
there is no limit on the issues that can be negotiated if the wnion provides a
30~day notice apd gains board spproval to negotiate. Lewis and Clark allows the
union tg unilaterally call for a reopening of negotiationa; 90-day notification
is required. Prairie Stzte has a reopener clause specifying that only a few
issues can be negotiated, including salary, overload, stipends, and insurance.
The Belleville contract ig even more restrictive. WNepotiations can be reopened
solely to discuss salary if the union provides a 90-day notice.

TABLE 5
MULTIPLE-YEAR CONTRAGTS WITH ANRUAL, OPENERS

Contracts with

Reopeners Subjects for Renegotiation
_—
Triton - Optional--Board of Trustees decides
Lewis and Clark < Aoy issue, 90-day notice
Prairie State ~ Salaries including overload pay, stipends, and
insurance
Belleville " =~ Salary only, 90-day notice

Unit Membership

bargaining agent. Unit membership varied from college to college (gee Appen-~
dix B). Some colleges excluded Division/Department Chairpersons, others includ—
ed them within the unit, Une contract {Joliet) both includes and excludes por-
tions of the chairperson's role. The Joliet contract excludes the . . . preg-
ident, other administrative, executive and eupervising personnel, and the por-
tion of the department chairperson's role that isg adminigtrative,"10 pgoqy
contracts exclude part-time employeea 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 participa-
tion for part-time faculey holding at least 3 6o pPercent appointment (e.g., pro-
rated sick leave, fyll hospitalization, end prorated salary according to the
schedule). Part-tipge faculty at Belleville have no other contractual benefits,
Sandburg includes all "regular" full-rime faculty in the unir and provides full



n

benefits to part-time faculty members holding at least a 75 percent appointment,
Some contracts are ambiguoue concerning unit membership. Often these coatracta
include only full-time faculty, but they fail to define what constitutes full-
time faculty status.*

TABLE 6
PART-TIME FACULTY STATUS

Contracts Protecting Contracts Not Including
Part~Time Faculty Part-Time Faculty
Belleville (partial protection) Chicago
for part-time faculty holding Harper
3/5 appointment or more Highland
Illinois Central
Sandburg (included part—time Illinois Valley
faculty with at least 3/4 Joliet
appointment) Lake County
Lewis and Clark
Logan
McHenry
Moraine Valley
Horton

Prairie 5State
Sauk Valley
Spoon River
Thornton
Triton
Waubonsee

Academic Year Calendar

Seven of the college contracts {35%) did not include the subject of an aca-
demic calendar, The Belleville contract clearly indicated that the administra-
tion developed the academic calendar to be congidered by the board. Eleven of
the college contracts {55%) indicated that recommendations and suggestiouns from
faculty repregentatives are pregented to the Board in developing the academic
year calendar. Two of the colleges (Chicage and Triton)} included the catendar
in the negotiated contract.

*Without legislation, Iilinois Community colleges have no legal guidelines for
unit determimation. No consistent patterns have emerged. States with labor
1aws uasually prescribe guidelines for unit determination based upon several
criteria, such as community of interest, employee desires, barpaining history
and the administrative organization of the employer,
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GClass Size Limits

Five colleges (25%) have contracts with either a minimum or a maximum class
size provision. One college includes a minimum class size provision, bub {our
other colleges have maximum class size limits. Chicago has a variable class
size limit ranging from 25-33 students for day classes and 39 students lor wve-
ning classes; lecture sections, however, are limited to 150 students. 1ilinois
Valley limits regular classes to 35 students with some exceptionz: for cxample,
English courses are limited to 25 students, seminars are limited to 13 =tudents,
laboratory and developmental courses dre limited to 20 students, and )20 sbu-
dents in lecture sections. Joliet limits rhetoric classes to 33 students per
gsection, and composition courses are timited to 20 students. Thornton limits
class size to a maximum of 38 students. Some Thornton courses such as English
and business have limits frow 22 to 35 students. Highland has ne specific pro-
vigions for mawimum class size but sets the minimum class limit at 15 stodentrs.
Classes below this minimum number of students require special permission fvom
the administration.

Fifteen contracts (75%) do not designate class size limits. They do speci-
fy which administrator is vesponsible for class size decisions and often provide
general criteria and guidelines. One college (McHenry) designates the president
or designee this responsibility, but a Class Size Appeals Beard has becn estab-
lished to hear faculty complaints. Belleville leaves class size decisions to
the administration but does limit laboratwry enrollments to stations available.

TABLE 8
CLASS SLZE LIMITS

Contracts with Class Size Contracts with No Class Size
Maximum or Minimum Limits Maximum or Minimum Limits
Chicago (variable) Bellaville
Bighland (designated minimum class size) flarper
Illinois Valley (variable) Illinois Central
Joliet (variable) Lake County
Thornton {variable) Lewis and Clark
Logan
MeHenry
Moraine Vatley
Morton
Prairie State
Sandburg,

Sauk Val 1&'}'
Spoor River
Triten
Waubonsce
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Teaching lLoad Provisiens

AlT contracts include specific language in regard to teaching load, The
community colleges surveyed are on the semester system except Sandburp 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 also re-—
quired different work schedules for librarians and counselors. Several colleges
weigh teaching hours by subject matter, laboratory sections, and lecture sec—
tions. This led to elaborate formulas and a listing of equalized hours. 1In
some colleges four composition courses are considered a Full load, while five
courses in most cother subject areas constitute a full lcad. 1In a few cases,
laboratory hours are equated with lecture hours. Freguently a ratio of .75 to 1
is utilized. Large lecture classes are also weighted in some countracts. Six
contracts had specific provisions for teaching overload courses. 1llinois Val-
ley limits overloads to one class per semester, but McHenry allows 10-15 hours
of overload per year.

TABLE 9
TEACHING LOAD PROVISIONS

College Load Overload Maximume
’ (Semester Hours per year} {Semester Hours per year)
Belleville 28-32
Chicago 2426 9
(Phys. Ed, is assipned 32)
Harper 30 but require 4 unique 9
courge geclbtlons
Highland iz
Illinois Central 30-32
Illinois Valley 10 2
Joliet 30-32/Max. 3 preparations
J.ake County 32
Lewis and Clark 30-32
Logan 30
McHepry 0 10-15 possible
Moraine Valley 30
Morton 30-36
Prairie State 30
Sandburg ie* 8 equated hours per
quarter¥
Sauk Valley 32
Spoon River 30
Thornton 26-32
Triton 28-32
Waubonsee - 30

*Sandburg is the only Illinecis public community collepe with a negotiated con-
tract on the quarter system, therefore the contract provides for an annual
teaching lnad of 48 equated quarter hours.
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Academic Freedom

Seventeen (85%) college contracts included language referring to academic
freedom. Cenerally, the majority of these contracts entitled faculty members Lo
freedom in the classroom, in research and publications, and in citizenship.

TABLE 10
ACADEMIC FREEDOM

Provision for No Provision for
College Academic Freedom Academic Freedom

Belleville X
Chicago

Rarper

Highland
Illinois Central
Illinois Valley X
Joliet

Lake County

RN

Lewis and Clark

Logan

McHenry

LR LB N ]

Moraine Valley
Morton X
Prairie State

Sandburg
Sauk Valley
Sponn River

Thornten

Triton

AR RE R N R

Waubonsee
% of Colleges 85% 15%

Qffice Hours

All college contracts control office hour provisions. Moraine Valley has
ne specific requirements hut reserves the 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 committee meetings and other college responsibilities. Morton
has no minimum number of office houra leaving this decision to the instructors'
professional judgment. Morton requires that office hours be posted. Two col-
leges require a minimum of four office hours, eipght colleges require a minimum
of five office hours, and six colleges require a minimum of ten office hours.
Logan has a variable schedule which requires six to eight office hours based om
the number of courses and laboratory sections assigned to the faculty. Many of
the contracts require additional office hours if the inetructers are assipned
overloads.



TABLE 11
WINIMUM OFFICE HOURS FOR TEACHING FACULTY

College Unspecified 4 5 6-8 10
Office Hours per wk. per wk.| per wk.| per wk.

Belleville X
Chicago X

Barper X

Highland No minimum, but must
establigh & maintain

Illinois Central X

Illincis Valley
Joliet X
Lake County . X
Lewis and Clark ' X
Logan X

b

McHenry X

Morzine Valley Board reserves right
te require {See Dis~
cussion)

Morton ) Professicnal judgment
and must post

Prairie State X
Sandburg X
Sauk Valley ) . X
Spoon River X
Thornton X
Triton X

Waubansee X

Insurance

All community ccllege contracts analyzed im this study provide health and
medical insurance for faculty members. Health insurance cost and coverage var-
ied among the colleges. The amcunt paid by the employer ranged from total cost
cof the premium to a minimum of 75 percent.

Table 12 displays a partial picture of the great diversity found among the
varions insurance benefits provided employees. All celleges also provide life
insurance. Three colleges (15 percent) include 2 disability insurance program.
Seven of the colleges (35%) included a dental insurance plan. In addition, mis-
cellanenus jinsurance coverages were also included in a few contracts. These
other insurance coverages and the percent of contracts which included them fol-
low: cowbined Dental and Vision (10%); Group Auto (5%); Malpractice for Wursing
Faculty (5%); Liabiliey (10%); and Prescription Drugs {5%). Lake County pro=-
vides each employee with 51200 that may be distributed to eight fringe benefit
choices. 1llinols Centrel allows employees to join a health maintenance organ-
izatien in lieu of health and medical insurance.
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Retirement

All colleges belong Lo the State University Retirement System (SURS). Oumly
a few contracts make no mention of retirement. Eight colleges have made con-
tractual provisions for tax-sheltered annuities, and three collegea have negoti-
ated early retirement. ’

TABLE 13
RETIREMENT PROVISIONS

Tax-Sheltered Early
College SURS Annuity Retirement

Belleville X

Chicago X

Harper X X

Highland X X

I11linois Central X X

Illinois Valley X

Joliet X X
Lake County X X

Lewis and Clark X

Logan X

McHenry X

Moraine Valley X

Morton X X

Prairie State X X
Sandburg X

Sauk valley X

Spoon River X X

Thornton X X

Triton X X
Waubonsee X X

% of Collepes 100 40 15

Tuition Waiver and Reimbursement

Tuition waivers for courses taken at the local community college are ome
fringe benefit found in many contracts, Table 14 indicates that twelve colleges
(60%) provide tuition waivers for full-time Ffaculty wembers. The majority of
the twenty contracts analyzed also provide tuition waivers for spouse and chil-
dren.

Fifty percent of the colleges provide tuition reimbursement for courses
taken at senior colleges For faculty covered by the contract. Some colleges
provide reimbursement based upon credit hours while others stipulate a maximum
dollar reimbursement. A few colleges include maximums for credit hours and
dollar amounts,
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Leaves

The wide variety of leaves negotiated in the various colleges is displayed
in Table 15. Sick leave and association leave are discussed later in thig re-
port. HNineteen collepes (95%) negotiated personal businese day leavee. The
range is from two to six days. Four of the colleges indicate that perscnal
business days were non-cumulative. Sabbatical leaves were negotiated by eight-
een of the colleges (90%) surveyed. The majority of these coelleges indicated
that & sabbatical leave could be granted to a faculty member after that person
had taught at that college for six years on a Full-time basisg
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Sick Leave

All community college contracts analyzed provide sick leave. The number of
aick teave days ranges from ten to thirry days per year. Five colleges provide
substantially more days during the first year of employment and a reduced number
of days for each fucceeding year. One college, however, provides ten dayz the
first year and then eleven days for each succeeding year.

TABLE 16
SICK LEAVE
College Ne. of Days Cumulative
Belleville 12-16% Unlimited
Chicago 10 Unlimited
Harper 20/ 10w 180
Highland 10/ L 1*k% Unlimited
Illinois Central 30/ 15%* 210
Illinoia Valley 15/10%* Unlimited
Joliet 15 195
Lake County 15 185
Lewis and Clark 10 120
Logan 10 110
McHenry 10 124
Moraine valley 10 150
Morton 15 o
Prairie State 16 180
Sandburg 15 147
Sauk Valley 15/10#%* 0
Spoon River 5 200
Thornton . 16/12%% 204
Triton 20 180
‘Waubonsee 17 Unlimited

*Belleville provides twelve sick days for nine-month employees, and sixteen
days for employees on twelve-month contracts.

**These colleges provide a preater number of sick days the firat yvear of
employment. The second number is the number of sick days provided after the
first year.

***Highland Gollege provides ten sick days for first year employees and eleven
days thereafrer,

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 11D to 210. Only two
colleges were identified {Chicago and Waubonsee) that pay employees for unused
sick leave upon retirement or upon tevmination.
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In addition, four colleges provide a sick bank {Logan, McHenry, Spoon River
and Waubonsee). In a sick bank, each employee contributes one or more days to 2
common poel. This pool of days may be used by employees when their sick days

have heen expended and they meet the necessary conditions. Belleville, Joliet,
Prairie State and Sauk Valley do not have a formalized sick bank even though the
term is used in their contracts. In these colleges they may borrow only their
own anticipated accumulation; upon termination they must teimburse the institu-

tion for cutstanding sick days.

Association/Union Leave

Nine colleges have negotiated asgsociation/unicn leaves. The specific
details are shown in Table 17. Prairie State provides an annual leave for union
officers, and Triton grants uniom officers a reduced teaching load. Time off
for union conveations 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

Collegas With
Association Leaves

Colleges Without
Association Leaves

Chicago (Pay salary for up to 12 delegates
x 1 week}

Joliet (President, 7 days)
lewis and Clark {up to 2 people x 5 days)
Negotiation leave 4 days

for Pres. or chief negotiator

Moraine Valley (sslary for 1; 2 others
without compenssation)

Prairie State (annual leave possible for
union officer)

Sauk Valley (I person x 5 working days)
Spoon River (No specific number of days)
Thornton (2 paid + 1 without pay)

Triton (all officers granted reduced
teaching load)

Belleville
Harper

Highland
I1linois Central
Ttlinois Valley
Lake County
Logan

McHenry

Mortan

Sandburg

Waubonsee




24

Dues Deduction
Sixteen colleges {80%) have negotiated dues deduction provisiona. Four
colleges have coatracts without dues deduction provisiona.
TABLE 18
CONTRACTUAL DUES DEDUCTION PROVISIONS

Colleges with Colleges Without
Dues Deductions Provisions Dues Deductions Provisions
Chicago Belleville
Harper Illinois Central
Highland Sauk Valley
Illinois Valley - Triton
Joliet

Lake County
Lewis and Clark
Logan

McHenry
Moraine Valley
Morton

Prairie State
Sandburg

Spoon River
Thornton
Waubonsee

Maintenance of Membership

One form of union security is maintenance of meinbership. No employee has
to join the union as a condition of employment, but if employees voluntarily
join, they must maintain membership payments for the duration of the contraset.
This ensures cash Flow to the union. Most maintenance of wentbership clauses
provide an escape period when employees may cancel their dues deduction. Only
three colleges (McHenry, Sandburg, and Spoon River) have negotiated a mainte-
nance of membership clause.
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TABLE 19
MAINTENANCE OF MEMBERSHIP

Colleges with Colleges Without
Maintenance of Membership Clause Maintenance of Membership Clause )
McHenry Belleville
Sandburg Chicago
Spoon River Harper
Highland

1ilinois Central
Tilincis Valley
Joliet

Lake County
Lewis and Clark
Logan

Horaine Valley
Morton

Prairie State
Sauk Valley
Thornton

Triton
Waubonsee

Personnel File Clause

Eleven colleges (55%) have negotiated contracts that contaln persennel Eile
clauses. Eight of these eleven contracts with personnel file clauses allow fac-
ulty members to view and reproduce portioms of their files. Chicago allows =z
faculty member to copy any material in the File. 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 FILE CLAUSE

Colleges with
Personnel File Clause

Colleges Without
Personnel File Clause

Chicago

Harper

Tllinois Central
Tilinois Valley
Moraine Valley
Morton

Prairie State
Sandburg

Sauk Valley
Thoraton
Wauhonsee

Belleville
Highland

Joliet

Lake County
Lewis and Clark
Logan

McHenty

Sponn River
Triton
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Grievance Definition

& prievance 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 collegea have negotiated grievance clause¢ that
broadly interpret grievances. Forty percent of the contracts 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 Belleville contract
does not define grievances at all; this is the broadest interpretation possible,

TABLE 21
GRIEVANCE DEFINITION
Broad Harrow
College Definition Interpretation } Interpretation

Belleville Undefined x
Chicago Provisione of contract T

and past practices %
Harper Provieions of contract only X
Highland Provisions of contract

and establiahed policy x
I1lincie Central | Provisions of contract %
Illinois Valley Provisions of contract x
Joliet Proviaions of contract x
Lake County Provisions of contract x
Lewis & Clark Provisions of contract X
Logan Provisions of contract x
McHenry Provisions of contract

Board policy

Board practice x
Moraine Valley Provisions of contract

Board policy x
Morton Provisions of contract %
Prairie State Provisions of contract

and Board policy x
Sandburg Provisions of contract
Sauk Valley Provisions of contract
Spoon River Being redefined¥
Thornton Provisions of contract

Policies, rules and regula-

tions x
Triton Provieions of comtract

’ Policy and practices x

Waubonsee Provisions of contract b
% of Colleges 55% 45%
#*As of October 1, 1981, the college had not accomplished this redefinition.
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Grievance Reeolution

Fourteen colleges {(70%) have negotiated binding arbitration of grievances
leaving resolution of grievances to neutral third perties. Four ceolleges (20%}
have advisory arbitration of grievances which allows the Board to ignore the
arbitration recommendation if it disagrees. One contract specifies that the
board of trustees makes the final decision. Spoon River is in the process of
rewording ite grievance procedure.

TABLE 22
| T THE FIRAL STEP IN THE GRIEVANCE PROCESS
Advisory Binding
b Board of Trusteea Arbitration Arbitration
' Logan Belleville Chicago
Morton Harper
Sandburg Highland
Triton Illinois Central
Illinois Valley
Joliet

Lake County
Lewis and Clark
McHenry
Moraine Valley
Prairie Strate
| Sauk Valley
: Thornton
Waubonsee

Impasee Procedures

Impasse 1s the term used to describe the sitvation 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. 1In the public sec~
tor, where strikes are usually prohibited, impasses are frequently ctesolved by
the intervention of a neutral third party, such ae a mediator, fact-finder, or
arbitrator,

Only four colleges have negotiated impasse procedures. Three of these
contain very brief articlee calling for mediation at impasse and designate the
Federal Mediation and Conciliation Service sa the mediators (Logan, Lake County,
and Sandburg). Saunk Valley, on the other hand, has negotiated & leagthy impasse

procedure,
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TABLE 23
IMPASSE PROCEDURES

Colleges with
Impasae Procedures

Colleges Without
Impasse Procedures

Lake County Belleville
Logan Chicage
Sandburg Harper
Sauk Valley Highland

I1linois Central \"
111linois -Tulley
Joliet

Lewis and Clark
HcHlenry

Moraine Valley
Morton

Prairie State
Spoon River
Thornton

Triton
Waubonsee

Management Rights

A management rights clause expressly reeserves to management certain rights
and specifies that the exercise of those rights shall not be gubject to the
grievance procedure and/or srbitration. Twelve colleges (60%) contained some

form of management righte clause.

TABLE 24
MANAGEMENT RIGHTS CLAUSE

Collegea Without
Managements Rights Clause

Colleges with
Management Rights Clause

Belleville Harper

Chicago T1llinois Valley
Highland Joliet

I1linois Central Lake County
Logan Lewis and Clark
McHenry Sauk Valley
Moraine Valley Spoon River
Motrton Triton

Prairie State

Sandburg -

Thornton

Waubonsee
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No-Strike Provisions

Thirteen colleges (65%) have negotisted specific no-strike clauses. Seven
colleges (35%) have chosen to leave the subject of work stoppages out of the
contract.

TABLE 25
HO-STRIKE CLAUSES

Collages With Colleges Without
No-Strike Clauses No-Strike Clauses
Belleville Harper

Chicago Lake County
Highland McBenry

Illinois Central Morton

Illinois Valley Speon River
Joliet Thornten

Lewis and Clark Triton

Logan

Moraine Valley
Prairie State
Sandburg

Sauk Valley
Waubonsee

Savings and Zipper Clauses

A savings clause inm a collective bargaining agreement stipulates that the
rest of the contract will remain in force if part of the agreement is held to be
invalid or unenforceable.

A zipper clause is a provision that specifically states that the writken
agreement is the complete agreement of the parties and that anything not con-
teined therein is not agreed to wnlees put into writing and signed by both
parties following the date of the agreement. The zipper clause is intended to
atop either party from demanding renewed negotiations during the life of the
contract. It also works to limit the freedow of a grievance arbitrator because
he mupt make his decision based only on the contents of the written agreement .

Almost all college contracts contained both savings and zipper clanses.
Howiver, Illinois Valley had neither. Joliet had the savings clause but did pot
include the zipper clayse. Triton and Spoon River contracts contained the
zipper ¢lause but did net include savings clauses,

I

l
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TABLE 26
EFFECT OF AGREEMENT

College Savings Zipper
Rellouiila -
Belleville X X
Chicago X X
Harper X X
Righland X X
Illinois Central X b3
Illinois Valley
Joliet X
Lake County X X
Lewis and Clark X X
Logan X X
McHenry X X
Moraine Velley X X
Morton X X
Prairie State X X
Sandburg X X
Sauk Valley X X
Spoon River X
Thornton - X X
Triton X
Waubonsee X X

SUMMARY

Table 27 provides an overview of the scope of collective bargaining in the
various Illinois community colleges. The text of thisg report thus far has high-
lighted the diversity of contract language. Table 27 indicates thet the scope
of negotiations {the subjects to be negotiated) is relatively similar throughout
the state concerning the traditional subjects of wagea, hours, and conditione of
employment, Greater diversity exists with the less traditional bargaining
areas, i.e., class size, no-strike clauses, ete. Negotiations are idiosyn-
cratic. Diversity should be expacted in & dynamic process.

Wages: ) o~

All college contracts analyzed deaignated compensation for the regular
academic year. All but one contract (Morton) contained provisions covering
wages for the summer term. 1In sddition, all contracts provided for overload

pay.
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Fringes:

The provision of fringe benefits is far from waiform. All colleges pro-
vided some insurance benefits, Table 12 indicates that all colleges provide
life and health insurance. But the uniformity stops there. Other forms of
insurance provided by one or more colleges include disability (15%), vision
(102), group auto (5%}, malpractice (5%), liability (10Z), dental (40%) and
prescription drugs {5%). Other fringes provided include tuition reimbursement ,
leaves, travel and released time.

Conditions of Employment:

Academic freedom 1s stipulated in all but four of the contracts. Other
conditions of employment sutveyed included class gize, class load, calendar and
office hours. Specific tables are provided within the text for each of these
items., (lass load is aspelled out in all of the contracts but the other factors
{class size, calendar and office hours) have been excluded from some of the con-
tracts.

Employee Security

Employee security is one of the prime purposes of umion contracts. All but
two colleges studied provide procedures for evaluation, tenure and termination.
Reduction in force procedures are also generally included in the contracts.
Transfer procedures are generally not necessary because most of the colleges
have 2 single campus. Chicago, one of the few campuses with mulitiple campus
lecations, does contain a transfer article.

Grievance Procedures

All of the contracts provide a grievance process. Fifteen provide for
binding arhitration and six require advisory arbitration. In one instance
the board of trustees makes the final decision in grievance resolution,

Union Security

T Al Comtracts formerly recognized and jdentified a union as the exclusive
representative of faculty employees. Only sixteen contracts require dues de-
duction for union membership. Three colleges have established implied mainte-
nance of membership clauses.

Management Concerns :

Twelve colleges (60%7) negotiated some form of management rights clause,
Most contracts carefully spelled out the duration of the contract and provided
savings and zipper clauses. This minimizes misunderstandings about the intent,
duration and scope of the contract and is therefore classified as a management
concern. Unions may also prefer this clarification over ambiguity that would
exist without asuch language. In addition, thirteen contracts (65%) contained
no-strike clauses.

Impasse Procedures

Only three colleges provide impasse procedures in their contracts. These
three allow mediation and one college alac provides for fact finding if media-
tion fails,

The authors have attempted to describe objectively the current condition
of Illinois community college collective bargaining in Chapter I. Chapter IT
will describe a process that community college management can utilize to iden-
tify the implication of contract language. Chapter III analyzes several common
contract articles and provides a discussion of implicetions utilizing the CIA
process discussed In Chapter IT,
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CHAPTER IIL
THE CONTRACT TTEM ANALYZER PROCESS

All membere of the community college management team should be involved in
the development of labor contracte. Conventional wisdom of the past sugpgested
that division chairpersons, associate deans and other first line administrators
should be shielded from the bargaining procesa. Many administrators do mot want
te be involved in bargaining st the table bhecause of their eclose 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-
involvement. Because they are responsible for implementing the contract after
it is negotiated, it has become apparent that first line administrators must be
involved in developing management counter proposals even if they are not engaged
in face-to-face bargaining.

Each administrator should be given an opportunity te analyze the current
contract and proposed new language for implications at the divisional/depart-
mental level, The Contract Item Analysis (CIA) procesa, 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 tesm's preparation procedures for collective bargaining.

The CIA process {see Figure 1) is a systematic method that may be used for
(1) enalyzing current contract or proposed new language; (2) developing alterna-
tive leanpuage 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 Figure 1.

FIGURE 1
COWTRACT ITEM ANALYSIS (CIA) PROCESS MODEL

Item: Employee Evaluation Dapartment: English
4.4 Respondent: Janes/Dept. Head
(1) (2) (3}
Proposed or Existing Department Level Alternative Language/
Language Implication Counters/Actions
{The apecific clause A. General Administration: (The reactor is expected
to be analyzed is to suggest what he/she
written in total.) B. Finance: ) perceives to be acceptable

terms or wording.)
C. Parsonnel:

p. Curriculum:

E. Other:




In column 1| the respendent identifies the specific contract language which
should be analyzed. To alleviate the tedium of writing out each clause, the
management tesm could duplicete and distribute to appropriate perscnnel CIA
Forms with the current or proposed language they wish analyzed. This step would
both expedite the process a5 well as reinforce management's deaire to receive
input from those individuals who manage contracte em a day-to-day baeis.

In column 2 the respondent spaecifies how the language affects major areas
of concern. Four key aress of operation are suggested to help analyze the item:
A, General Administration; B, Finance; C, Persomnel; and D, Curriculum. Miscel-
laneous implications can also be discussed (see E, Other).

In colwmn 3, the respondent is requested to provide alternative language
that would minimize negative implications identified in column 2. The respon—
dent can also recommend some compromise language since the bargaining process

often results in compromise,

Figure 2, Contract Item Analysis {(CIA)} Illustration, provides an example of
the end result of the CIA process. 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 demon-—
strates the input of a departmental/divisional administrator concerning this
important issue, In this illustration, middle-management provides a suggested
improvement in langusge to make the contract easier to administer on a daily
basis, :
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CONTRACT ITEM ANALYSIS {CIA) ILLUSTRATION

Ttem: Employee Evaluation

Department: English

4.4 Respondent: Janes
(1) (2) (N
: Department Level Alternative Language/
Proposed Language Implication Counters/Actions

The evalustor shall A&. Qeneral Administrationm

Alternative Language:

meet with the em- Schedule impossible to
ployee jmmediately keep. MNeed time to com-
following the sider the write-up.
classroom obser- Will result im & hap-
yation to discuss hazard evaluation.

the evaluation. T R R Ca

B. Finance. Poor write-up
could yield a grievance
or worse, litigation.
Cost of lawyer, fees,
and time.

C. Persomnnel. FEmployee's
achiedule may prohibit
"immediate" response.
Secretary must have
time to type. May
need to be reviewed by
pereonnel director,

R

D. Curriculum: %o direct
gffect noted.

£. Other: How do you define
“immediscely™?

The evaluator shall meet
with the employee within
10 school days following
the classroom observation
to discuss the evaluation.

Compromisge :

Go down to 7 school days.

The CIA process (1) prevents careleas elimination of necessary management
prerogatives, {2) provides valuable administrative views, (1) develops manage-
ment cohesiveness by improving communication, (4) assures that quality thinking
has gone into the management bargaining package, (5) develops compromise lan—
guage for later stages of negotiatiens, (6) serves as a valuable in-service
vehicle, and (7) prepares first-line administrators For the rigors and respon—
pibilities of contract management. In addition, people find it easier to sup-

port a contract they helped develop.
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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 ambipuous phrases. Reality tells us otherwise.
To insure that management personnel are capable of providing positive reactions
and suggestions concerning contract language, in-gervice programs designed to
implement the CIA process would seem essential.

Because the CIA is a process, its application is not limited to a given
contract, community college, or, for that matter, & given state. It provides a
methodelogy For negotiating with professional as well as nonprofessionzl em-
ployee unions or agsocilztions.

Boards of trustees and top administrators are recognizing the need for a
team approiach to labor relations. This tesm 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 meaningfully involve all firet-line
administrators in collective bargaining. Use of the CIA ghould facilitate the
administrative team concept and lead to improved contrack administration. The
authors suggest that the utilizatiom 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) grievance procedure, (2) class size, {3) teaching lead, and (4) office
heurs, After becoming familiar with the CIA process, community college adminis-
trators may use the CIA forms to evaluate their college’s contract and propesed
new language submitted by the Union,

The first contract provision to be discussed, and one that causes inmnu-
merable problems, is the grievance procedure. A sample prievance article is
analyzed utilizing the CIA process (see Figure 3 znd 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 CTA model is used te illustrate the
problems icherent within the class size issue {see Figure 5}.

The third common contract item to be analyzed is teaching load. This is an
important area te faculty, students, administrators, and taxpayers, All Tlli-
nois community collepges include specific language concerning teaching lead (see
Figure 6).

The last item to he discussed and to illustrate the CIA model is office
hours. Due to its apparent importance to faculty and administrators, all commu-
nity college contracts smelyzed included office-hours provisions (see Fipure 7).
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FIGURE 4

s

(OWTRACT FTRM ANALYZER {CLA)

a7

6.2

ITEM: GRIEVANE PROCESS (Paraphrased)

: i "HpExk 'L %ﬁ
. 3 d8E5hegsg, BF
NN %E T 55§§%E§§§° 23
AR R e R L
el 31 ey fu giiEsiliie 2fg
R E R o
3 & EE 4 CERECLULES En
STIPRHE By T 1 e L)
T gg %E g%%ﬁ;j%ﬁ%ﬂ g;m
WEER T Eﬁﬁiﬁiéﬁégé 453
519 30 5 aig iF aSREREsRats 2R
3
b= [ o e o w o
y gt el gnE
LE R Bigggd Fode §5EE: ERE
B ...ig.w_.j EE.E R 35, iufE
Ey EE'E g ~ b= Egs E§§EE FEpR.
RILR ﬂggﬁ Eggigé A B yuk
S F gésg.a B2icde izizs  4i%s
e AT e T
g HE sitd g alinie FeHE st | B,
& - . &l 4 4 o E 5} -EE.E‘Q,
k % 3 8 & e
fod 1ap0 BagER 1
LTI P | L
2Tyx Howeg DEE Sgdn
g S’ﬂ- §818% §E%E§. §E§§
pEgl aﬁégﬁ H Mt
g 3 -E‘% Eg o Egg E-ﬂ E K
HEH Badd b
B2gbs Jeihe gpafad o3%E
HHELR D i



: * uoIeoLTdeT wn
~TOTAID SAM] AW M Iedap A9 EITT]
FEYs-BERTY JIGEITADR]  TEMOTAT)

(adoyec = ur 3salqre

am sdeyrag  Huoaze oo 61 300 VNS, -poLred sfmp oraoaduorurietBes
aspagd 2y CAJT[IRE1I PORIAU JO UL 1 RILTE pApRRN® 30 00 TG M0qE
JATITLL 51 =6 JFU] *ONRITEED. 32T 6=HFET; TR ) GAOGE BT

—wy e sEayy CEXIEIS RSTIIMEN e

*POOJSIAAM 3 03 arsp axer SuoTIINYIs AloyeloqE] o3 Aydde
*edn 003 ATAIINR ATF MR 1IBINK0 J0u TIEUYS BINITNETD JZTTE-SSU]0 [EIACU PAQEIE
30481 B UL SSAUTIATG O0 BAR WOTIRDO —annge @y CjuASeadly ST JOo WIS A3
-FT3a1 30 PARTING SATSTIND AL fupmp esorioead 18w 4q PAUSTIGEISE SAIT]
JAUSTITZINE B Jepy TR BT JEY ~apmd S uIALA & RS GINUDET 3216
[ur BN 0| 2BRIGHBA STIR PTG TERBP ~8EET> TRIIOD 3l *SASFETD X (B 0,

s uPn eYoIR ATLo ATYEmEN SIAp
-N35 PRABANE 18] /INCT IABTIS (W *ERIBINOT
IR R IequEsn *ajquesodmr 3som Bupmwreag Bapssacaad BIBQ 207 (£Z) S8IUI
e SEump oo pco STUL jseariend {-Aavemy pus ‘ugriRa TEOTIRL 107 (77) o
‘uPnITeRp Sl WAL UTRIBR pINays umﬂﬁgguﬁﬂu&:&%ﬁ fjuas] ‘sEEIe DTS Jo suorided L3
supTeTIop Jo sedia eap avj AdTTIqieuodser | ams nofk sxy pegrasd =q Lap PO —ra0qe] 303 (§7) WETe-Amam) ‘uoyIrscdmog
_pe AIIqUAL] CAIDORQE ISTI-PUE—RNY | jPSUTILISTP BANY] SdTA-86R1D ay amam YSTTA 103 (67) ATu-Aiua] ‘YR Bs3U
3o exe yptys STR03 Jo Mmz) ur Rumpiiaas A0 ISUTERY DOTRUIELISIP 84 ald -1e0g a0 (7€) 00Ty "RupImoosy o)
- PIw3g ‘orTs BER[D B[N 03 PONIn] AT nalk Ap slaqe TR Wil JEETe] Bq Amn (66) BATI-A23Tyy 'sesan0d adly umeEnIsTp
1 3I%BINC0 aoqui € UL TN pq FanSu | SORSRIN IO JEp JTe] w1 Juasal JITA —smaoe 307 (gE) IPTe-Alnn Jo sruman 8
PINOYs AZTE BSFL) "% SRSV | Wemindep W) USTIEIIETUTPY [BAAUSD (Y | iRy TTRU YT SSEID TERU Y G37IS SERLD

BUOT IV /IO RID) feRMBUET STEUIAITY BUoTIEoT 1du] aflgaduer Surispa a0 pesodaid
43 : (€4} 49]

40

qqng  :Juepuodsay (VID) MEZNTVNY MEL1 LOVHLED AL
paMBTOS ET08  uAnIRd] IS VWD CRELI
¢ RO



41

,ternpanaad aoue

018 ap yihonn SBuiep 01 MRl ag
30U 114 PUE EJUSPROE S\Q JO SIFAISA Isaq
AR U SuUTie URLITEWp JuARIedep S AQ
apen aq T (201381 BUljElS) SOZ1E SSED
U SUOTITISG SN ATBSEI0OX IO EINIEDT
30 ATTICETIEMRE P FUOLIEIMOT] ATP3ad
-png ‘smexdozd saTIEACUUT JO TPREBELIsd® JO
UOTIBTTEISUT “AJTIqETTRAE adwds o3 3-elqns
(so1aml Burigwis) saBplose 9Z1S-SERTd T
—said UTEMTRD pUE SITOT] SIQRUCSPAl UTYIA
anssqo 03 JdmIe 03 sRRIdR papog W,

{ssTmoadn)
14N seoTioRad agsed dsey PRI aq

Iane pInous ST 91T Sdenduel o -sssooad
FAEASLIS RIPG W 9ETIC3A0 3,ucp eEwald

ViR

T

VIR

/R

tTeCuosIad

-afar100
sl 1dnmeq ABm @ ‘2215 SSBTD IAMOL
POIRTICE PAPNAIL SI0BINM AINITY JX

=T T

1isPuRy An oo13 0130ead 28ed ST
erepIs Burispe S ety 1,mep 1

‘uoTuql A

SPITIUT apndue] sTIp sous ATeToedse
*sausepest PIOTM ISHE0 1IN STA,

*BZTE SSPIS 0F aanpancad soumARTIS
Tetoeds e 203 peen Qu ST saEy

-ame ao13oexd jsed

A pOUSTIqEIs SUTTAPIE a1 Jpys A
—I938p O3 154l 11EyS Juaprsalrd mug an pue
f(#)Toquan L1NoR] pASIALD o3 *H0TIETI
~DESY M1 JOo BATIRIUmSsaadal ® “asanod fre
10 ezIs SEETO EHDHE @i 01 Ioedsal e

uo.Euw..& 19ed 4q POUSTIqRISS BATIAPING

{REnRE] BATIFLIS] 1Y IUOTIRIISTITIDY YEISE) 'V {3 gﬁaﬁu ﬁﬂﬁﬂ&mﬂv Ap €T azawp 3T
SUOTIY /Sae TN /aBenur] S3EuIa]Ty BUOTIRTT N agprige] SutysTXg Jo pesodoag
{£) (T) : (1)
qqnL  wepuodsag (V1) EHZAWNY HALL IOVHIND £y

S90USTOS TBT20S  :Juamaedag

(PRTEIIIUCO} § THMOLI

IS S5V WL



42

*{31 aAIBEIP 3,U0P

£3uyn) uorseonpe TEoTsAd P (astsuUedxe

00 ag ]} BUTEDU SENTIE PUR oD ou
Ig—ITpaID @0 BurTenie smoy qep §tT 01 0

ey

TPl @y g

*31paD AL 103
SN0y 7—A% N[ S UTWSG PINOYS ST T

EIGG JIpAKY I & PIIOYS peo] Futmws] |
(SPMBE] SNLIPUIIITY

"107RINGI W o) Ajqeqoand
pm w0y alqreusyeadumoaur 81 0]

aeng

“a8IoM JT MEW AT [T FTUL
“95ITCO B UT AINOY BT AR oog nd
03 Auspusy ' oaaey A3noey A 3TN0
“1ITP G TTis uAToTaNsp mRITIIY

WROLIIG ¢

jFapee Bo1orgeIom
Am 55 [TRqIEW 10] JIpal> e
#p 208 exeyomel ‘T4 AD WESD oL °7

*a0u op
IN0 ‘TEwp XKF dn 338 oM BIURD
~61558 B BAMY SIFET} QBT UIHG

—xzp -Apraape enfiyy an e wd ] g

HETTIEY I

“BUTIeE [EOTUTIQ AR UL A3 prm
0f puads S2070NIIFUT ARV D
souts ‘auole Jursmu ur periTH =
TTtm 8y jROI0] B JS00 TTm 8100y
qel Jo urenkos SUo-Joj-M0 AR T

ismuTi ¢

P s
=306 4 ATUO UBa] AR F1 uans Aed
FROTIN0 Wige s 5390 &0 e
BBl T\ §80] CSUCTI0NS IOy Ur
a9jsames 1ad RIMOY 9] sayoeal sund:
—8nA TOTSTATP A0 UT SQBT a1p IT¢ 30
SShEplRg TSIy Of A WL Jbp T

OTIRTIN TR TR ¢

TSI
Itewy Jo oTmI
By 07 BuIplood DOTISNE TR 03
padBitese AJantialisTutipe L17noe)
30 IR A A PIPTATR 3 TTRUS
SINAY JTPAID POTENDS 10 JaguEml
2 ‘laqoan A3TroE] paudisse o
URE BIOW SEY WTIDGE B JaAAUaM "2

~19ucdsar antysadsan

Ioy JTpeTa pegEnbe (]
0 sTenbo 1aisams Jad eom
oy AI0IRI00RT PRTRPAS (1) A0 'q

*moy JTpals pagEmbs
LC a0 sTembe PYsames aad cpam
TN AINdY] PRInpMRS (T) ) B

1901363 FumoTIor Sp se
PR3P 3q TTFYS SIMay JTpaID pederby
‘Iead oMEpEIR Iad SOy ITpAIl
paawnbe {0C) 43I 91 ﬁ:aumu dut
~pRey AT 203 peol Jpupess Al T

peoT Butuoeal

BUOT )Y /szequnoy faBenBup aypuzay Ty
(&)

suoy3EaTTdIg

2]

sBendue] Butisxg 10 pescdoag
(1)

§1120 ' "1 :Juapuodsay
SECUFIOS YITERH [UB TEINgEN WOTSTANI

{V1D) HEZATVNV WALl IOVELND
G B

Tt
U1 INIOVAL  SWELI



43

"dey TRUOTITppE Sutamy 2o aung
~Tas0 Burded oM poriddns poe usdo
SqE] Iro dsey UED T ooy Zf] (f O

#oy ‘y2am aoe o afuewp Jsma as 3T

{asTIDAd00)

"WOTIMUIIEU] Jo uEx] =tp A pauBtsee

3G 1TW SINOy pw 6ABp [RUOTITPRY °

*SQE] SaNURTYG

NEsH KB JEINIEBY B0 UT SIURIS1ESE
fojezoqe] PUR ‘RUETIEIqI] ‘S20[emmOD
52 pauTysp 8IF AJ[noEy BUTyoRel-uUON

'z

v/

ey

¥/N

HNNITING

*susqoad drysuoTieTan TEuosiadiaduy
PIED T4 STYL SIOTIEUND URLY
SOy s10w o1 2wyind Bq pnas yoesy
oy AN AW Jo Emos a3eum @96 UES

Temsisg

“Tamostad TRuOTY

~Tppe a1y 1o awmaean Aed 01 aamy

1 supar yean Jad sanoy (F 03 (y
wor SURISISER QB Al 9UTpRAl O 7

‘aATsUedmm Atan
61 STUL J9em N30 MOy-Of &AM T

FEE T F

-5
=PRUDs Raam BUTSIUGH M JUSISTE
-UGIUT BABY 4P @ |, ‘SAFp poE S2TOY
TFUCTITEpe,, SSUTIASIRP | J0STAZadns

asTivedsas yoes,, JT B'7 CoN Ul ‘7

$suEy
=51868 ge] AL IpNTAT STIR sa0]
LA3TroEy BuTERes-uou,, aa ot

“par 3ad smey (0f)

A3 peem® o1 Ju ST 05 Juam
—sa182 Tenamm Aq persnlpe ag TTA
SINpaYDs Yaam ADEat 5 sadordun
PEe TSI asAlp I8 paInpayds

§T XIoM usyM  ‘Appanieg ‘- S-9
‘ssauTsng J03 usdo £1leuwicn ou aze
5291330 SATIRIISTUTURE S 331100
oy usyw pouBisse aq AR MIgy -

raostatadne satyoedsas yes

4q paBTsse (i pArmARILR aq TIIn
as0qe pelyiseds 1) o sdep pue
BINOY TRUOTIIPER {1V * JUSiPousn
=m0 pue “s4pp UOTIUTIENG TEUTI
‘sdep yEuctssajoad ‘sdEp 1FUOTY
~UgRI 1TE ‘03 PAATWI] G Ju Ing
IpIoUL TTIM SARP YRS °S303BITT
-ute syeradosdde ay Aq peudtsse
aq 111* ALy STYY Surmp paiam

ﬂsﬁuﬁ%wm.m_u[g
wﬁmo%mm ' SRpEYE A
AuUrnp Yaas Mot (of} AlxTd

Yoam RI0Mm oy Io deen s, ‘3521 mefqead TeAr e ST 7 vow °T o TTRYS AJTNE] BuTyssal-lof ‘e ‘7
BFeNGMr] SATIFWRITY IUOTIRIISTURNRY TRISTen {peo] SuTyeeg
SUOT YUY/ saa Uy efenduE] 9IRUILITY SuCTIEST Tduy a8emBeT SurysTiy 30 pesodolg
(€ (z} (1)

1130 "0 1 yvepucdsay
SATUSTOG YITESY PUB YeIngeN UOISTAKQ

(VID} HZXNTVNY WELT LOVEIND
(POTIITIUOD) § THNOLA

L
O] NIBWEL  THELI



v/

2P0 4

*3edpnq &D BUrIng MO TR IIRIS
03 3|¢F 3q 1,UpTNom ] BSMEDq (]
gﬁﬁgubﬁggﬂ
am 3,80 T “dn sproy afenduet sTn 31

AMTISTIT g
v
TEmosIRd D
*AIodeiED yows Ul pRo]
/N 3o Jusdaxd = ?ﬁﬂ.—ow% 4q pauTs
-I539p 3 T]14 peo] 3u3 ‘durypeed el
SSTmAmY) reumTy ‘g | uede s {1en SR SOSINOD ANOU-JRISNES
pudTEse 8JF OUn SIOIIAISUT 101
jam
*EIOIITAISUT (B] JETNSAT JO JBN WIT | 01 @I 1I0US B NI SUB9S SINOY §'I vmnwﬂnmumm sqe] vado mou
auan 8q pInous peo] 1IN AR Iq ,BqE] usdo, g T Aep amws ‘AIuaiano | sqet Tome & e ‘sqe] [PTUAoTan) ‘YIEK
PEIIN WNBY J,U0p T SIS I sdnam o, uado, e samy 3,uop 1 WEnowyy uaag ‘futpedy  tepnIoUT SQE] uedp  yEaa
aad (sojrumn AINTS) SINOY §TZZ Bq TIEYS
TARENBE] BATIFEIATY TUOTIBIIRTUTIRY [RIUSD ¥ (qe] uado aU1 wr 3IEIE 103 peol 110 gl ¢
BUOTIDY/157uN0) /Edendue] SIEWISITY FuoTIEST e sfendue Buysixg 1o pescdolg
{£) () (1)
ST(2) D 1 :uspuodsag (VID) MZXTVNY WALT IOVAINC ’ £e
§B0USTOE UIATETH PUP TEINJey CUOTSTAT( 01 QOKOVAL  HELT

(porirTIN00} § RNOLY



45

iean 1ad SOy B01330 (01) WB1 03 uMop O3
FESTUTEA R TrEg)

*AFp WP Jo SERID BT MR IAIFE IOy BDTIJO
(1) s 38881 8 pur “Aep &3 3o BOPID ISITF
§,23Q00 £3[N0E] S A303e PRTNPRRE Bq
T oy 201330 (1) o 3989 Iy “ABprag
yanony Aepucy “yeem ap Jo £¥p ypEe anoy
201330 (1) o 1683 37 dsoy [T sI2quas
Aoy e Jad EAnOK 0330 (Z]) BATaMy
ds3% 03 patIrbad 5q 11FUE SIqUAN AITN6J

(PAIB1aUS8 ST JuADTOIUS Al 3O ¥0Q Qg
53SEBT> JBTU I81Je I0 SI0JK STQE]TEAR
aq [T AQINDB] JEIQ SUMSUT @M UED Moy

EEETO

‘EISSETD WFJ 03 PIGETIRAR Ay 8I9DTIJ0
as110d Uy TURIEOIOTUS MET Y Wexioxd
TEUOTIEOON IO Ay pTIW)  “UOOWLalfe
a3p] =0 u endies wo aw pueds o
Em Jou (T4 AITTOEY S0ts sBurIao
wowiaize empal Japry Ajqeqoad pingy

AnSLITg

‘BIqe|TRABUN Butaq A3nos) Jnoge L3
-8I036 A0 pUE S 01 UTETARD 03 SR
-N3s SI0W BEMEC TTIM PUE (Fursim :old
-uexa) Weidoad ITap Jo amge ap Jo
SENEDRG Meam B adRp ¢ aa o9 7 anEy
o £3Tnoe] BuoiE SI0T1IUC0 9ETED TTIM

HC T EET

¥/

e

531311 IQTsuodsan wzzdoad pEe somy
~3T0ND §% YONS SITIP III0 303 Naw
® sAep 7 SIqPITEARN BQ DINCO 33USY PR
GAEp 260 UC SINOU SITII0 UM oM

® 8ABp { SoREWTD 2]npaups 1 AR
T4 43tnoey amwg - sInoy y@nave oM

‘@0T330

IsufeTy ar wesaxd Apleoredd st zague
£3ne] S YoTys Ut pottad SImuUTu-(S B 5B
PATTIEp ST N0y 801310 Y “Nsaw 1ad sInog

EEs 2Ty BATTRUIDITY IUOLIRIIETUTMRY T2l - AWUIF0 {9) X6 deony TTRUE saauem 4[naeg
SUOT N/ 8IaRma) /a8EmSueT SIRuIal Ty SUOT TRIT 1AL aferfueT SurisnE Io pesodoag
3] (2) {1}
eTeng  Tuapuodeny {VID) MEZAIVIY WELT LOVLINGD 9L

TPUOTIRI0A  (MOTETAI]

L 2N

SHH D140 KELT



46

Thie 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 lamguage, {2) evaluate proposed
contract demands, and (3) develop alternative language. The CIA Process allows
all management personnel, especially firet-line administrators such as division/
department chairmen and asaociate deans, to contribute to the negotiation proc-—
ess. The intent is to improve the collective bargaining procesa 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 s you plan for your next, or per-
hapa Firat, round of megotiations.
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END NOTES

lHigher Education Daily, April 27, 1981.

2thronicle of Higher Education, XX, July 7, 1980, page 7.

IThe I1linois Trustee, XI, No. 1, July, 198},

4Chronicle of Higher Education, XXI1I, No. 21, July 13, 1981.

5The Illincis Truatee, XI, Wo. 1, July, 1981.

6This study examined 20 Illinois codtracte operable during the 19B0-Bl aca-
demic year. Subsequent negotiations may have resulted in changes not reported
in this publication.

Tpiland, William E., Red B. Lovell, and Larry Janes, “Team Management Bar-
gaining Model." Community and Junior College Journal, (Sept. 1981) Vol. 52,
Wo. 1.

Brhe inspiration for this section came from the following publicarion: Cel-
lective Bargaining Comtract Analyzer, by Wesley A. Wildman and Fred B. Liften,
published by the Illinois Association of School Boards.

90hronicle of Higher Education, XXII, No. 21, July 13, 1981, page 5.

lOCOntractual Agreement between Illinois Community College District 525 and
the Joliet Junior College Council of the Will County Federation of Teachers,
Local 604, A.F.T., p. 4.

llpiland, William E., Wed B. Lovell, and Larry Janes, "Team Management Bar-
gaining Model." Community and Junior College Journal, (Sept, 1981) Vol. 52,
No. 1.
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Glossary of Collective Bargaining Terms
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GLOSSARY OF COLLECTIVE BARGAINING TERMS

Arbitration — Method of decidipg a controversy under which 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 & unien under which only wem-
bers of the union may be hired. See Union Shop.

Collective Bargaining - A method of determining conditions of employment by the
negotiation between representatives of the employer and union representa-
tives of the employees. The results of the bargaining are set forth in a
collective bargaining agreement. Collective bargaining, which determines
conditions of employment for all workers in a bargaining umit, is to be
distipguished from individual bargaining, which applies to negotiations.

Collective Bargaining Contract - A written agreement or contract that comes out
of negotiations between an employer or 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 texrm 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 in a labor dispute so as to effect a voluntery settlement.

Confidential Employee. The term “confidential employee" shall mean any employee
who is engaged in personnel work in other than a purely clerical capacity,
who has access to information subject to use by the Board or its represen-—
tatives in collective bargaining or employee relations, or who participates
in collective bargaining or employee telations on hehalf of the Board or
its representatives.

Escalator Clause — Clause in collective bargaining contract reguiring wape or
salary adjustments at stated intervals in a ratio to changes in the Con-
sumer Price Index (CPE).

Fact-Finding Boards — Agencies appointed, usually by a govermment official, to
determine facts and make recommendations in major disputes.

Fringe Benefits - Term used to encompass items such as vacationa, holidays,
insurance, medical benefits, 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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rievance — A formal complaint usually lodged by an individual but sometimes by
the union or managewent, concerning interpretation or application of a col-
lective bargaining contract or traditiomal work practices. The method of
dealing with individual grievances is through a grievance procedure mego-
tiated in the union contract. If a grievance 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 im
most cases. ’

rievance Procedure — A method of dealing with a complaint made by an individual
or by uniom or menagement that allows the work place to continue operating
without interruption. The complaint concerns an alleged violation, misin-
terpretation, or misapplication of a contract. The procedure generally
provides for discussions of the grievamce at progressively higher levels of
management authority, with arbitratien typically being the last step.

mpasse - That point in negotistions at whieh either party determines that no
further progress can be made toward reaching an agreement. In the public
sector, impasses are often resclved by the intervention of a nevtral third
party, such as a mediator, fact-finder, or an arbitrator.

ndependent Union - Local labor organization not affiliated with a national
organized union; union not affiliated with a national federation of unions.

fsintenance of Membership - Union-security agreement under which employees who
are members of a union on specified date, or thereafter become members, are
required to remain members during the term of the contract as a condition
of employment.

fanagement—-Rights Clause ~ Collective bargaining contract clause that expressly
reserves to management certain rights and specifies that the exercige of
those rights shall not be subject to the grievance procedure or arbitra-
tion.

Jediation - Offer of pood offices to parties to a dispute as am equal friend of
cach; differs from conciliation 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 velationship which gives public
employees the right to organize and make recommendations to management but
gives management the right to make the ultimate decision on terms and con-—
ditions of employment.

Recegnition - The designation granted to an employee organization recognized or
certified by the Board as the representative of the employees in an appro-
priate bargaining unit. Exclusive recognition gives the certified organi-
zation the right to arrive at collective agreements with management that
apply to all employees of the unit and prohibits the employer from negotia-
ting with any other umion.
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