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ARTICLE |

NATURE AND SCOPE OF AGREEMENT

Section 1 Agreement

1/1/1 This Agreement made and entered into this seventeenth-day-of- May—2003, a Madison, Wisconsin, pursuant to
the provisonsof ss. 111.80-111.94, Wis. Stats., by and between the State of Wisconsin and its Agencies (hereinafter
referred to as the Employer) represented by the BepartmentOffice of State Employment Relations, and the Wisconan
Professond Employees Council, Loca 4848, WHFAFT Wisconsin, AFT, AFL-CIO, as representative of employees
employed by the State of Wisconsin, (as set forth specificaly in the Recognition Clause) hereinafter referred to as the

Union.

Section 2 Purpose of Agreement

1/2/1 1t is the intent and purpose of the parties hereto that this Agreement conditutes an implementation of the
provisonsof ss. 111.80-111.94, Wis. Stats., consstent with the legidative authority contained therein, and provides for
orderly and congructive employment relations in the public interest and in the interests of employees hereby covered

and the State as an Employer.

1/2/2 The parties do hereby acknowledge that this Agreement represents an amicable understanding reached by the
parties as the result of the unlimited right and opportunity of the parties to make any and dl demands with respect to the
Employer-employee relationship which exigts between them relative to the subjects of bargaining.

Section 3 Scope of the Agreement

1/3/1 This Agreement relates only to classified professond employees of the State of Wisconsn in the Professond
Fisca and Staff Services collective bargaining unit identified in s. 111.825(1)(f)1., Wis. Stats. To be included under this
Agreement, employees must be consdered within the fiscd and staff services occupationd grouping as determined by
the Wisconsin Employment Relations Commission and must conform to the definition of “professond”, defined as.



A. Any employeein the classified services engaged in work:
1. Predominantly intellectud and varied in character as opposed to routine mental, manud,
mechanica or physica work;

2. Involving the consistent exercise of discretion and judgment in its performance;

3. Of such a character that the output produced or the result accomplished cannot be standardized
in relaion to agiven period of time;

4, Requiring knowledge of an advanced type in the field of science or learning customarily
acquired by a prolonged course of specidized intellectud ingtruction and study in an indtitution of higher learning or a
hospitdl as digtinguished from a generd academic education or from an gpprenticeship or from training in the
performance of routine menta, manua or physical processes, or

B. Any employee who:

1 Has completed the courses of specidized intdlectua ingruction and study described in
paragraph A./4., and

2. Is performing related work under the supervison of a professond person to qudify the

employee to become a professonad employee as defined in A., above.



ARTICLE I

RECOGNITION AND UNION SECURITY

Section 1 Bargaining Unit

2/1/1 The Employer recognizes the Union as the exclusive collective bargaining agent for al employees, as liged in
Appendix .

2/1/2 Employees excluded from this collective bargaining unit are dl limited term, project, sessond, confidentid,
supervisory and managerid employees. All employees covered by this Agreement are in the classfied service of the
State of Wisconsn as listed in the certification for this unit by the Wisconsn Employment Relations Commisson as st
forth in this Agreement.

2/1/3 The parties will review dl new dassficaions relating to this unit and if unable to reach agreement as to ther
induson or exduson from the bargaining unit, shall submit such classfications to the Wisconsn Employment Relaions
Commission for find resolution.

2/1/4 The Employer agrees to provide advance notice, thirty (30) days whenever possble, to the Union of
reclassfication and redlocation actions from the bargaining unit to a different classfication which is not assgned to this
bargaining unit. Such notice shal not prohibit the Employer from implementing any such transaction retroactively.

Section 2 Dues, Fair Share, Maintenance of Member ship and COPE Deductions

A. Dues Deduction:

2/2/1 Upon receipt of a voluntary written individua order therefore from any of its employees covered by this

Agreement on forms presently being provided by the Union, the Employer will deduct from the pay due such employee

those dues required as the employee’ s membership in the Union. The Employer will be obligated to deduct only asingle

uniform amount as dues for al employees.



2/2/2  Such orders shdl be effective only as to membership dues and additiona deduction becoming due after the date
of ddivery of such authorization to the payroll office of the employing unit. New individua orders will be submitted on
or before the 25th day of any month for deduction the following pay period. Such deductions shdl be made from the
employee's pay for the first pay period of each month, except that where the payroll of the department is processed by
the centraized payroll of the Department of Adminitration, such deductions shall be evenly divided between the A and
B pay periods. Deductions shdl be made only when the employee has sufficient earnings to cover same after
deductions for socid security, federd taxes, Sate taxes, retirement, hedth insurance, income continuation insurance, and
life insurance. Deductions shdl be in such amount as shdl be certified to the Employer in writing by the authorized
representative of the Union.

2/2/3 The Employer will remit al such deductions and a lig of employees who had such deductions to the Union
Treasurer within ten (10) days after the payday covering the pay period of deduction. The ligt will include the
department, names, and amounts deducted.

2/2/4  Such orders may be terminable in accordance with the terms of the order the employee has on file with the
Employer. However, under no circumstances shal an employee be subject to the deduction of membership dues
without the opportunity to terminate his order a the end of any year of its life or earlier by the employee giving at least
thirty (30) but not more than one hundred and twenty (120) days written notice to the Employer and the Union. The
Employer shdl give natice to the Union of receipt of such notice of termination.

B. Fair Share Deduction:

2/2/5 Where afar share agreement is authorized in a referendum certified by the Wisconan Employment Relations
Commission, the Employer agrees to deduct the “fair share” charge for the cost of the collective bargaining process and
contract adminigration, as certified by the Union, from the earnings of the employees in the bargaining unit. The
Employer will be obligated to deduct only a single uniform amount as fair share for al employees. Deductions shdl be
made only when the employee has sufficient earnings to cover same after deductions for social security, federd taxes,
date taxes, retirement, health insurance, income continuation insurance, and life insurance. The Employer will remit dl
such deductions and a list of employees who had such deduction to the Union Treasurer within ten (10) days after the
payday covering the pay period of deduction. The list will include the departments, names, and amounts deducted. The



Union shdl provide the Employer thirty (30) days advance natice, in writing, of any changesin the certified Union dues
deduction amount. Changes in deduction amounts shall be made effective at the art of an“A” pay period.

2/2/6 The Union agrees to provide the Employer with a copy of its procedures regarding the rights of its bargaining
unit employees concerning the payment of fair share and the filing of a rebate request and represents the procedures are
condgtent with the requirements of both State and Federd law. The Union will dso timely inform the Employer, in

writing, of any changesto its by-laws and procedures concerning fair share.

C. Maintenance of Membership Deduction

2/2/7 Where a maintenance of membership agreement is authorized in a referendum certified by the Wisconsin
Employment Relations Commission, the Employer agrees to deduct the amount of dues or proportionate share of the
cost of the callective bargaining process and contract adminigtration, as certified by the Union, from the earnings of dl
affected employees in the bargaining unit. The Employer will be obligated to deduct only a single uniform amount as
maintenance of membership for al employees. Deductions will be made only when the employee has sufficient earnings
to cover same after deductions for socid security, federd taxes, State taxes, retirement, hedth insurance, income
continuation insurance and life insurance. The Employer will remit al such deductions and a list of employees who hed
such deduction to the Union Treasurer within ten (10) days after the payday covering the pay period of deduction. The
list will include the departments, names, and amounts deducted. The Union shdl provide the Employer thirty (30) days
advance notice, in writing, of any changes in the certified Union dues deduction amount. Changes in deduction amounts
shall be made effective at the start of an “A” pay period.

D. COPE Deduction:

2/2/8 Employees may authorize, by separate written order, a COPE deduction. The specified amount of the
deduction will appear on aform provided by the Union. Once annualy, employees may change the amount of their
COPE deduction. Employees paid by centra payroll of the Department of Administration will designate a whole dollar
amount of COPE deduction on the Union form.



2/2/9 Employees pad by UW Payroll sysems will desgnate a uniform dollar amount for dl members of the bargaining
unit authorizing deductions.



E. Indemnification

2/2/10 The Union shdl indemnify and save the Employer harmless againg any and dl claims, demands, suits, or other
forms of ligbility which may arise out of any action taken or not taken by the Employer for the purpose of complying
with the provisons under A., B., C. or D. of this section.

F. Adminigrative Errors,

2/2/11 The Employer’s obligation for the correction of administrative errors made by it will be limited to an gppropriate
adjusment in the affected employee's pay within sxty{(60)-daystwo (2) pay periods following the discovery of the
adminigtrative error, but only if there are sufficient earnings to cover the adjustment after deductions for socid security,

federd taxes, state taxes, retirement, hedth insurance, income continuation insurance and life insurance. The Employer
will not be required to make adjustments in pay for errors made in reliance on any ligts or certifications provided to it by
the Union beyond a prospective correction of the error itself within a reasonable period after the error has been brought
to the Employer’ s attention.

Section 3 Personndl Lists

2/3/1 The Employer will furnish the Union on a biweekly basis an dphabeticd ligt of active employees (in pay datus)
in the bargaining unit. The ligt will show the name, mailing address, work address, department code, class code, current
hourly base pay rate and seniority date for each employee and will include the same information for project gppointees
in project postions occupying classfications assigned to this bargaining unit. Each ligt shal identify those employees
who are in pay datus for the fird time (new) and dso identify those employees who were in pay satus during the
previous biweekly period but are not in pay status on the current list (term). A notation will aso be included on the list if
any information regarding an employee changed from the previous pay period. These ligs shdl be sent via inter-
departmenta mail to the designated Union representative. Upon request of the Union, the Employer will furnish these
lists in computer readable form.

2/3/2  Notwithstanding the provisons of ss. 19.31-19.36, Wis. Stats., the Employer will not rdease any information
relaing to the names, addresses, socid security numbers, home addresses, home telephone numbers, or other
information protected by ss. 19.31-19.36 and 230.13, Wis. Stats,, or any federa laws, of employees covered by this
Agreement, to any individua, entity, or any labor organization(s) except for WPEC, unless required to do so by the



Wisconsn Employment Relations Commission, or a court of law. The Employer will notify the employee and Union a
least ten (10) days prior to any information being released under this Section.



Section 4 Union Activity

2/4/1 Barganing unit employees, including Union officers and representatives, shal not conduct any Union activity or
Union business on State time except as specificaly authorized by the provisions of this Agreement. The Union will be
permitted use of State facilities for informationa purposes under the same terms and conditions as gpply to other groups

and organizations.

2/4/2  The Union membership Secretary and the Union Treasurer will be permitted a+reasonable-ameunt—of-time

combined tota of up to four (4) hours per pay period without loss of pay during their regularly scheduled hours of work

resolve discrepancies and adminigrative errors in the personne list

data furnished under 2/3/1 and ta

pd-adminigraive

errors with dues under Article |1, Section 2.

2/4/3 The Union shdl be furnished a copy of the agenda of the regularly scheduled mesetings of the State Payroll

Council. Upon the union’s reguest, the union membership secretary and/or the union treasurer may be permitted to

attend any open sesson of the State Payroll Council without loss of pay in order to offer suggestions or seek help in

resolving system-wide administrative errors related to discrepancies and adminigtrative errors under Article |1, Sections

2 and 3. Participation as part of the agenda.is subject to the approva of the State Payroll Council Chairperson.

Section 5 Vidgtations

2/5/1 The Employer agrees that officers and representatives of the Union shall be admitted to Employer’s premises
during working hours by giving twenty four (24) hours advance notice, whenever possible, to the appropriate Employer
representetive. The Union representative shdl, upon arriva, check in through the regular channels for receiving visitors.

2/5/2  Such vigtations shal be for the purpose of ascertaining whether or not this Agreement is being observed by the
parties or for the adjustment of grievances. The Union agrees that such activities shal not interfere with the norma work
duties of the employees. Under these conditions, the Employer agrees to alow employeg(s) to meet privately with the
representative for a reasonable amount of time. The Employer has the right to designate a meeting place and/or to
provide a representative to accompany the Union representative if operationa requirements do not permit unlimited

access to that part of the premises where the meeting isto take place.



2/5/3 The Employer shdl not be responsble for any wages, sdary or expenses of any kind for employees operating
under this Section.

Section 6 Telephoneand E-Mail Use

2/6/1  Union officers and representatives will be dlowed to use telephone facilities for Union business. The Union will
remburse the Employer for dl long distance, STS, or other line charges. Teephone use under the terms of this
provison as it rdaes to FAX trangmission is limited to use of existing Employer facamile machines for communication
between union and management, or where there exists agreements providing for communication by Union officers and

representatives to other union officers for Union business.

2/6/2 Locd Union officers and sewards may use ther existing state assgned e-mail for conducting Union business
only as authorized under the Agreement and provided that such use does not interfere with or disrupt norma business
operations. No political campaign literature or materid detrimental to the Employer or the Union shdl be didtributed. In
addition, employees may use e-mail to communicate with a Union representative(s) and the Employer regarding
disciplinary or grievance-rdated issues. This provison does not obligate the Employer to expand e-mail access nor limit
agencies from developing or modifying their own policies and procedures for email use. This provison shdl expire with

the expiration of the 2001-2003 Agreement, unless the parties mutualy agree to extend.
Section 7 Printing of Agreement

2/7/1 The Employer shdl be responsible for the printing of this Agreement. The Employer and the Union shdl agree
on the printer and the cost of printing this Agreement. The Employer shdl provide the Union an opportunity to proof
this Agreement prior to printing and distribution. Any materid put into the Agreement that is not initialed and proofed by
the Employer and Union will not be considered a vaid part of this Agreement. The Union shal reimburse the Employer
for fifty percent (50%) of the cost of printing this Agreement. The Union will furnish a copy of this Agreement to each
new employee. Prior to printing of the Agreement, the Employer and the Union shal meet to mutudly determine the
number of Agreements to be printed.

2/7/2 1t shdl not be the responsbility of the Employer to provide the employees covered by this Agreement with a
copy of the Agreement.

10



2/7/3 The Employer agrees that, as soon as adminidratively feasble after the printing of the Agreement, a complete
copy of the Agreement will be posted on the Employer’ swebsite.

11



Section 8 Bulletin Boards

2/8/1 The Employer will either provide space on existing management bulletin boards at office buldings, laboratories
or other gations, where six (6) or more Professona Fisca and Staff Services employees are assgned as ther
permanent or principd job location, or the Employer will provide a bulletin board to the Union a the building,
laboratory or other Sation at the Employer’s option. |f the Employer chooses a single bulletin board, placement of the
bulletin board will be by mutud agreement. The nomind sze of the bulletin board space shdl be sufficient to dlow the
posting of four (4) 8 1/2 inch x 11 inch sheets of paper. Additiona bulletin board space or separate bulletin board(s)
shdl be provided as mutually agreed pursuant to 2/10/2 (Union-Management Mestings-Department).  Both the Union
and the Employer may use such space to post notices pertaining to the bargaining unit. An appropriate Union member
shdl be responsible for posting notices and maintaining the bulletin board space.  Items posted shdl relate to matters
listed below:

Union recreational and/or socid affairs,

Union appointments;

Union elections,

Results of Union ections,

Union medtings,

Rulings or palicies of other organizations with which the Union is effiliated,

@ Mmoo w >

Reports of Union standing committees, and,
H. Any other materid authorized by the Employer or hisher designee and the Presdent of the Union or
his’her designee.

2/8/2  No paolitical campaign literature or materid detrimental to the Employer or the Union shall be posted.

Section 9 Distribution of Notices

2/9/1 TheUnion shdl be alowed to use the exigting inter-departmental and/or intra-departmental mail system(s) of the

State of Wisconsin for a maximum of two membership mailings per month to members of the Union. Such mailings must
be of a reasonable sze and volume and prepared by the Union in accordance with prescribed mail policy. The

12



Employer shdl be held harmless for the ddivery and security of such mailings. The content of such mailings shdl relate
to the matters listed below:

13



Union recreational and/or socid affairs,

Union appointments,

Union eections,

Results of Union ections,

Union mestings,

Rulings or palicies of other organizations with which the Union is affiliated,

@ m Mmoo w >

Reports of Union standing committees, and;
H. Any other materid authorized by the Employer or hisher designee and the Presdent of the Union or
higher designee.

2/9/2 No political campaign literature or materid detrimental to the Employer or the Union shal be distributed.

2/9/3 Union use of the mail system shdl not include any U.S. mail or other commercid ddivery services used by the
date as part of or separate from such mail system(s).

Section 10  Union-M anagement M eetings

2/10/1 Statewide: As mutudly agreed, a designated representative(s) of the DepartmentOffice of State Employment
Rdations will meet with a designated Union Representative(s). Discussion at these meetings shdl include, but shal not
be limited to, adminigration of this Agreement.

2/10/2 Depatment:  The appropriate representative(s) of the depatment will meet with the appropriate
representative(s) of the Union when necessary and as mutualy agreed upon. Such meetings will be held to consider and
discuss matters of interest to ether party. Agenda items must be submitted by the party requesting the mesting. It is
understood by the parties that active grievances will not be discussed at these mestings.

Section 11 Conventions

2/11/1 Once annudly no more than one hundred and thirty (130) employees who are duly credentided delegates or
dternates to the AFT Wisconsin Federation-efTeachers-annud convention shdl be granted time off without pay not to

14



exceed two (2) days to attend said convention, provided the staffing and scheduling requirements permit an employee’s
absence. The employees mugt give the employing unit fourteen (14) caendar days advance notice of their attending this
convention.

2/11/2 Once annudly no more than ten (10) employees who are duly credentialed delegates or dternates to the
Wisconan State AFL-CIO Convention shal be granted time off without pay not to exceed four (4) days to attend said
convention, provided the staffing and scheduling requirements permit an employee' s absence. The employees must give
the employing unit fourteen (14) cdendar days advance notice of their attending this convention.

2/11/3 Once annudly no more than fifteen (15) employees who are duly credentided delegates or dternates to the
American Federation of Teachers Annua Convention shdl be granted time off without pay not to exceed five (5) days
to attend said convention, provided the staffing and scheduling requirements permit an employee’s absence.  The
employees mugt give the employing unit fourteen (14) calendar days advance notice of their attending this convention.

2/11/4 Once during the term of this Agreement no more than ten (10) employees who are duly credentided delegates
or dternates to the AFL-CIO Legidative Conference shdl be granted time off without pay not to exceed two (2) days
to attend said conference, provided the staffing and scheduling requirements permit an employee’'s absence.  The
employees must give the employing unit fourteen (14) cdendar days advance notice of their atending this conference.

2/11/5 Once during the term of this Agreement no more than twenty (20) employees who are duly credentided
delegates or dternates to the American Federation of Teachers Public Employees Conference shdl be granted time off
without pay not to exceed one (1) day to attend said conference, provided the staffing and scheduling requirements
permit an employee' s absence. The employees must give the employing unit fourteen (14) calendar days advance notice
of their attending this conference.

2/11/6 A. Subject to B., below. once annudly no more than two hundred and forty (240) employees whethat are
duly credentided delegates or dternates to the Wisconsin Professona Employees Council annuad convention shal be
granted time off without pay not to exceed two (2) days to attend said convention provided the staffing and scheduling
requirements are met. The employees must give the employing unit fourteen (14) calendar days advance notice of their
atending this convention. If the employee is denied permission to attend the conference because of daffing and

scheduling requirements, the employee may grieve such denia through the expedited arbitration procedure.

15



B. Attendees of the WPEC annua convention ey subdtitute ere-(Htwo (2) of the unpaid work days,
provided under A., aove, with professona development time, as provided under Article X, Section 2, of this
Agreement_if the—Fhe-Union-agrees-to-scheddle-a mgority of time on erethat day(s) of the convention is related to
educational programs related to employment with the State of Wisconsn.  The Union will provide a copy of the
convention agenda to BOSER as soon as adminigratively feasble. The Union and BOSER will meet and discuss

concerns regarding agenda items.

2/11/7 The Union shal provide written notice to the BepartmentOffice of State Employment Relations and the agencies
of events covered under 2/11/1 through 2/11/6, inclusve, as soon as possible after such events are scheduled. The
Union shal aso provide notice to the DepartmentOffice of State Employment Relations as soon as possible as to the

names of the employees scheduled to attend such events.

2/11/8 Employees on leave of absence without pay, pursuant to paragraphs 2/11/1 through 2/11/6, above, shdl
continue to earn vacati on-ength-ef-service and sick leave credits during these leaves of aasence without pay.

2/11/9 Where necessary, management reserves the right to change schedules of FLSA exempt employees who utilize
leave without pay under this section in order to conform to FLSA requirements with respect to leave without pay for an

entire work day.

Section 12 Leave Without Pay For Union Business

2/12/1 A totd of seventy-five (75) days leave without pay is granted each year of this Agreement for use by employees

designated by the Executive Council of the Union for the conduct of Union business subject to the following conditions:
A. No employee may use more than ten (10) days per year unless additiond days are mutualy agreed

upon between Employer and employee.

B. During each year of the Agreement, no more than twelve (12) days will be used by employees from the

same organizationd unit at the same job headquarters.

16



C. Not more than two (2) employees from the same organizationd unit at the same job headquarters may

be on leave a onetime.

D. No leave shdl be granted for less than one (1) day.
E The Employer must be given fourteen (14) cdendar days naotice of such leave, unless mutudly agreed
otherwise. Leave requestswill be approved unless operationa needs do not permit.

2/12/2 Employees on leave of absence without pay under this section shall accrue sck |eavetength-ef-service and
vacation credits while on such leave of absence without pay.

2/12/3 Annudly on July 1% atota of 156 hours without loss of pay shal be granted to the WPEC President for use for

the conduct of Union business subject to the following conditions;

A. No leave shdll be granted for less than one (1) day.

B. The Employer must be given fourteen (14) calendar days notice of such leave, unless mutudly agreed

otherwise. Leave requests will be approved unless operational needs do not permit.

Section 13 Union Orientation

2/13/1 The Employer shdl provide each new employee with an orientation within the first ninety (90) days of hisher
employment. Thetiming, location, and content of the orientation is at the sole discretion of the appointing authority.

2/13/2 A representative of the local Union shal be granted up to thirty (30) minutes for Union orientation during
scheduled group orientations involving new, recaled, or reinstated WPEC-represented employees, as well as
employees redlocated from non-WPEC represented bargaining units.  The Employer retains the right to prohibit or
terminate any Union orientation presentation that contains politica campaign information or materid detrimentd to the
Employer. Attendance at Union orientation presentations shdl be voluntary. The Employer shdl notify the loca Union
five (5) days prior to any group orientation. When requested, the Union will provide the Employer copies of dl written
information to be digtributed by the Union at the orientation in advance of the mesting.

17



2/13/3 In the absence of such group orientation meetings, the Employer agrees to adlow, as the Union may elect, either
up to thirty (30) minutes for Union orientation of new employeg(s) or to didtribute to new employees represented by
WPEC a packet of informationd materid furnished to the Employer by the loca Union. The time for such non-group
Union orientation mesetings shdl be scheduled by the Employer at least two (2) times per cdendar year, and shal be
without loss of pay. Each employee will be dlowed to attend only one Union orientation sesson. When involving more
than one (1) employee, orientation sesson(s) will be scheduled in the most cost efficient manner. The Employer retains
the right to review the materids and refuse to distribute any politicad campaign literature or materid detrimentd to the
Employer.

2/13/4 The Employer will inform the Union in advance of its intention to attend Union orientation. The Employer will
not terminate or prohibit any Union orientation until a discusson has been held with the Union representetive giving the
orientation. Union orientation is an gppropriate subject for locd negotiations.

Section 14  Notice of Employing Unit Changes

2/14/1 The Employer will provide the Union thirty (30) days advance notice, whenever practicable, of any change in

employing unit structure. The Union shal have the opportunity to discuss these changes with the Adminigrator of the
Divison of Merit Recruitment and Selection and the head of the agency(ies) involved, or their designe(s).

18



ARTICLE 111

MANAGEMENT RIGHTS

3/1U/1 Itisunderstood and agreed by the parties that management possesses the sole right to operate its agencies so as

to carry out the statutory mandate and gods assigned to the agencies and that dl management rights repose in

management; however, such rights must be exercised consstently with the other provisons of this Agreement.

3/1/2 Management rights include:

A. To utilize personnd, methods, and means in the most gppropriate and efficient manner possible as
determined by management.

B. To manage and direct the employees of the various agencies.

C. To transfer, assgn or retain employees in postions within the agency.

D. To suspend, demote, discharge or take other gppropriate disciplinary action against employees for just

cause.

E To determine the size and composition of the workforce and to lay off employeesin the event of lack of
work or funds or under conditions where management believes that continuation of such work would be inefficient or

nonproductive.

F. To determine the mission of the agency and the methods and means necessary to fulfill that misson
including the contracting out for or the trangfer, dteration, curtailment or discontinuance of any gods or services.
However, the provisons of this Article shal not be used for the purpose of undermining the Union or discriminating
agang any of its members.
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3/1/3 Itisagreed by the parties that none of the management rights noted above or any other management rights shall
be subjects of bargaining during the term of this Agreement. Additiondly, it is recognized by the parties that the
Employer is prohibited from bargaining on the policies, practices and procedures of the civil service merit system relating
to:

A. Origind gppointments and promotions specificaly including recruitment, examinations, certifications, and
policies with respect to probationary periods and appointments, but not including transfers between positions dlocated
to classfications that are assigned to the same pay range or an identical pay range in a different pay schedule within the
same collective bargaining unit or another collective bargaining unit represented by the same |abor organization.

B. The job evauation sysem specificaly including postion dassfication and reclassification, postion

qudification standards, establishment and aboalition of classficaions, and dlocation and redlocation of postions to
classfications, and the determination of an incumbent’s status, other than pay status, resulting from position reallocation.
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ARTICLE IV

GRIEVANCE PROCEDURE

Section 1 General

4/1/1 A grievanceis defined as, and limited to, awritten complaint involving an dleged violation of a pecific provison
of this Agreement. However, nothing in this Article will preclude an employee from verbdly discussng any problem
with hisher supervisor.

4/1/2 Only one (1) subject matter shdl be covered in any one (1) grievance. A written grievance shal contain a clear
and concise statement of the grievance by indicating the issue involved, the rdlief sought, the date the incident or violation
took place, and the specific section or sections of the Agreement involved. The first step grievance shdl be presented
to the designated supervisor involvedin-guadraphicate (on either paper or eectronic forms furnished by the Employer to

the Union and any prospective grievant) and signed and dated by the employee(s) and/or Union representative. If the
designated supervisor refuses to accept the grievance or is unavailable, the grievance may be filed with the next higher

levd of management whereit shdl be date samped.

4/1/3 An employee may choose to have highher appropriate Union representative represent him/her a any step of the
grievance procedure. If an employee brings any grievance to the Employer’s attention without first having notified the
Union, the Employer representative to whom such grievance is brought shal immediately notify the appropriate Union
representative and no further discussion shdl be had on the matter until the gppropriate Union representative has been

given notice and an opportunity to be present.

4/1/4 Individua employees or groups of employees shal have the right to present grievances in person or through
other representatives of their own choosing at the first three steps of the grievance procedure, provided that the
gppropriate Union representative has been afforded the opportunity to be present a any discussions and that any
settlement reached is not incongstent with the provisons of this Agreement. Under these circumstances, the Employer
will supply copies of dl written decisons to that Union representative.
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4/1/5 All grievances must be presented promptly and no later than thirty (30) cdendar days from the date the grievant
first became aware of, or should have become aware of with the exercise of reasonable diligence, the cause of such
grievance.

4/1/6 Grievances which result from cdlams under Article I1X, Section 13, that tasks which have been assgned, and
performed, are abnormaly dangerous will be filed beginning with the second step of the grievance procedure.

4/1/7 Grievances relaing to demotion, suspension or discharge under Section 11 of this Article, or formd discipline
under Article IX, Section 13 and grievances regarding employee benefits under 12/8/5 or 12/8/6 shall be filed beginning
with the third step of the grievance procedure.

Section 2 Procedure

4/2/1 When the employee does not know who the appropriate Employer representative is a any Step of the
grievance procedure, the employee can obtain this information by contacting his’her appropriate personnd office.

4/2/2  Step One: Within seven (7) cdendar days of receipt of the written grievance from the employee(s) or hisher
representative(s), the supervisor will hold a meeting with the employeg(s) and hisher representative(s), unless mutudly
agreed to otherwise, to hear the grievance. Within seven (7) cdendar days of the Step One meeting, the supervisor will
return awritten decision on the grievance form to the employee(s) and his’her representative(s).

4/2/13 Sep Two: If dissatisfied with the supervisor’s decison in Step One, to be consdered further, the grievance
must be gppeded to the designated agency representative within seven (7) calendar days from receipt of the decision in
Step One. The gppropriate agency representative(s) will meet with the employeg(s) and his’her representative(s) within
seven (7) cdendar days of receipt of the grievance and attempt to resolve the grievance. A written decision will be
placed on the grievance form by the gppropriate agency representative and returned to the employeg(s) and hisher
representative(s) within seven (7) caendar days of the Step Two mesting.
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4/2/4 Step Three: If dissatisfied with the Employer’s decison in Step Two, to be considered further, the grievance
must be gppeded to the designee of the Employer (i.e., Divison Adminigrator, Bureau Director, or personnd office)
within seven (7) cdendar days from receipt of the decison in Step Two. The employeg(s) and higher representative(s)
will meet with the designated agency representative(s) within twenty-one (21) calendar days of the Employer’s receipt
of the grievance to discuss and attempt to resolve the grievance. A non-employee representative of the Union may be
present as a representative at the grievance meeting as the Union may eect. Following this meeting, the written decision
of the agency will be placed on the grievance form by the Employer or hisher designee and returned to the grievant(s)
and higher representative(s) within fourteen (14) calendar days of the Step Three meeting.

4/2/5 Sep Four: Grievances which have not been settled under the foregoing procedure may be gppeded to
arbitration by the Union or the Employer within thirty (30) caendar days from the date of the agency’s decison in Step
Three, except grievances involving discharge-er—clams filed under s. 230.36, Wis. Stats.,, must be gppeded within
fifteen (15) cdendar days, or the grievance will be congdered indligible for gpped to arbitration. 1f an unresolved
grievance is not appeded to arbitration, it shall be consdered terminated on the basis of the Third Step answers of the
parties without prgudice or precedent in the resolution of future grievances. The issue as sated on the Third Step
grievance and any amendments made thereon, in writing, a the Third Step grievance meeting shal condtitute the sole
and entire subject matter to be heard by the arbitrator, unless the parties agree to modify the scope of the hearing.

4/2/6 For the purpose of sdecting an impartid arbitrator, representatives of the Union and the State of Wisconsain,
represented by its DepartmentOffice of State Employment Relations, Bureau of Gellective-BargainigL abor Relations
will confer within seven (7) caendar days from the date of the written apped of the grievance to arbitration. If the

parties are unable to agree on an impartia arbitrator within the seven (7) cdendar day period, the appropriate
representatives of the parties or party, acting jointly or separately, will request the Wisconsn Employment Relations
Commisson to submit a pand of arbitrators for sdlection of an arbitrator by the parties in accordance with the
procedures established by the Wisconan Employment Relations Commisson. The parties will determine who dtrikes

firdt by coin toss.

4/2/7 Where two (2) or more grievances are appealed to arbitration, an effort will be made by the parties to agree
upon the grievances to be heard by any one (1) arbitrator. On the grievances where agreement is not reached, a

separate arbitrator will be appointed for each grievance. Where the grievance is denied by the arbitrator, the fees and
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expenses of the arbitrator and the costs of a court reporter, if one is requested by ether party for the hearing, will be
born by the Union. Where the grievance is upheld by the arbitrator, the fees and expenses of the arbitrator and the
costs of a court reporter, if one was requested by either party for the hearing, will be borne by the Employer. Where
the grievance is upheld in part and denied in part by the arbitrator, the fees and expenses of the arbitrator and the costs
of acourt reporter, if one was requested by ether party for the hearing, will be shared equally by the parties. When an
employee is subpoenaed by either party in an arbitration case, that employee may appear without loss of pay if he/she
appears during his’her regularly scheduled hours of work provided the testimony given is relevant to hisher job function

and is relevant to the arbitration case.

4/2/8 On grievances where the substantive or procedural arbitrability of the subject matter is an issue, a separate
arbitrator will be gppointed to determine the question of arbitrability, unless the parties agree otherwise.

4/2/9 Where the question of arbitrability is not an issue, the arbitrator shdl only have authority to determine
compliance with the provisons of this Agreement. The arbitrator shall not have jurisdiction or authority to add to,
amend, modify, nullify, or ignore in any way the provisons of this Agreement and shdl not make any award which, in
effect, would grant the Union or the Employer any matters which were not obtained in the negotiation process.

4/2/10 The decison of the arbitrator will be find and binding on both parties of this Agreement. The decison of the
arbitrator will be rendered within thirty (30) caendar days from receipt of the briefs from the parties or the transcript in
the event briefs are not filed.

Section 3 Time Limits

4/3/1 Grievances not gppeded within the desgnated time limits in any step of the grievance procedure will be
congdered as having been adjudicated on the basis of the last preceding Employer answer. Grievances not answered
by the Employer within the designated time limits in any step of the grievance procedure may be appeded to the next
step within seven (7) caendar days of the expiration of the designated time limits. The parties may, however, mutualy
agree in writing to extend the time limitsin any step of the grievance procedure.
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4/3/2 1If the Employer representative with whom a grievance apped must be filed is located in awork sSte other than
that in which the grievance was processed in the preceding step, the mailing of the grievance apped form shal conditute
atimely apped if it is postmarked within the apped period. Likewise, when an Employer answer must be forwarded to
awork gte other than that in which the Employer representative works, the mailing of the answer shal condtitute a
timely responseif it is postmarked within the answer period.

Section 4 Representation

4/4/1 An employee(s) may consult with hisher appropriate representative(s) during working hours for a reasonable
period of time relative to a grievance matter by first contacting hisher supervisor. The employeg's supervisor will
arange a meeting to take place as soon as possible for the employeg(s) with hisher representative(s) through the
representative’ s supervisor. Whenever practicable, slewards shall be notified at leadt five (5) work days prior to any

first, second or third sep hearing.

Section 5 Retroactivity

4/5/1 Settlement of grievances may or not be retroactive as the equities of particular cases may demand. In any case,
where it is determined that the award should be applied retroactively, the maximum period of retroactivity alowed shdl
be a date not earlier than forty-five (45) cdendar days prior to the date of initiation of the written grievance in Step One.

Employees who voluntarily terminate their employment will have their grievances immediately withdrawn and will not
benefit by any later settlement of a group grievance. Withdrawa of a grievance under the above circumstances shdl not
establish a precedent for future grievances. Retirement shal not be considered a voluntary termination for the purposes
of this Section.

Section 6 Exclusive Procedure

4/6/1 The grievance procedure set out above shal be exclusve and shdl replace any other grievance procedure for
adjusment of any disputes arising from the gpplication and interpretation of this Agreement.

Section 7 Stewar d/Grievance Representatives
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4/7/1 The Union may designate atotal of up to one hundred and fifty (150) Stewards as grievance representatives for
the bargaining unit. Grievance representatives will be members of the bargaining unit or WFT employees.

4/7/2 The Union shdl designate the jurisdictional aress for the grievance representatives for each department.
Jurisdictiona areas will be basicdly by department, but may include other departments within the area. Representatives
will be desgnated consstent with the geographic locations and number of employees in the work unit. Such

designations will be made in amanner asto avoid unnecessary travel.

4/7/3 The Union shdl natify the Employer in writing of the names of the grievance representatives, and their respective
jurisdictional areas within the one hundred eighty (180) calendar days after the effective date of this Agreement. Any
changes thereto shal be forwarded to the Employer by the Union as soon as the changes are made.

Section 8 Union Grievances

4/8/1 Union officers and grievance representatives who are members of the bargaining unit shal have the right to file
and process a grievance when any provision of this Agreement has been violated or when the Employer interpretation of
the terms and provisons of this Agreement lead to a controversy with the Union over gpplication of the terms or
provisons of this Agreement. Such grievances mugt be designated as Union grievances a the initid step and must
comply with the time limits previoudy set forth in this Article.

Section 9 Group Grievances

4/9/1 Group grievances are defined as, and limited to, those grievances which cover more than one employee, and
which involve like crcumstances and facts for the grievants involved. Individud grievances which meet the definition of
group grievance as contained herein shal be consolidated at each step of the procedure. A group grievance must be
designated as a group grievance a each step of the grievance procedure and shal set forth thereon the names and
classfications of the employees covered by the group grievance. No employees may be added to the list of group
grievants after the Third Step hearing. Rdlief is redricted to those employees identified in the group grievance. Only
one (1) of the grievants appearing without loss of pay shdl represent and serve as spokesperson for the entire group.

Section 10  Processing Grievances
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4/10/1 Grievance representatives and grievants will be permitted a reasonable amount of time to process a grievance at

each step during their regularly scheduled hours of employment.

4/10/2 The Employer is not responsble for any travel or subsstence expenses incurred by grievants or Union
representatives in the processing of grievances.

4/10/3 Whenever possible, grievance meetings shdl be held at the employee’ s work location.

Section 11  Discipline

4/11/1 The parties recognize the authority of the Employer to suspend, demote, discharge or take other appropriate
disciplinary action againgt employees for just cause. An employee who aleges that such action was not based on just
cause, may apped a demotion, suspension, or discharge, taken by the Employer beginning with the Third Step of the
grievance procedure. Appeds of written reprimands shall be filed a Step One of the grievance procedure.

4/11/2 An employee shdl be entitled to the presence of a designated grievance representetive a an  investigatory
interview if hefshe requests one and if the employee has reasonable grounds to believe that the interview may be used to
support disciplinary action againgt hinvher.  Upon written request from the employee or hisher representative no less
than sixty (60) days after the date of the investigatory meeting, the employee and the Union will be notified as to the
datus of the investigation.

4/11/3 An employee shdl be informed by hisher supervisor that he/she is being verbdly reprimanded at the time such
reprimand isissued. Verba reprimands shal not be reduced to writing and may not be used as a step in the progressive

discipline process.

4/11/4 A copy of adisciplinary written reprimand, suspension, demotion or discharge letter(s) will be forwarded to the
Union within ten (10) working days after the discipline is issued to the employee; however, fallure to provide a copy of
such aletter will not prevent the Employer from maintaining its discipline on the merits of just cause,

4/11/5 Disciplinary action cannot be taken during an informa counsding or performance evauation meeting unless the
Employer has afforded the employee the opportunity to have a union representative present.  The occurrence of an
informal counsdling or performance evauation meeting shal not be identified by the Employer after the meeting asa step
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in the disciplinary procedure. However, the occurrence of such a meeting can be used by the Employer to demonstrate
the employee had been made aware of behaviora and/or performance problems which resulted in a subsequent
disciplinary action(s) againsgt the employee.
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4/11/6 A. Except as provided in B. and C., beow, upon request of the employee, the Employer will remove
written reprimands from the employee's personnd file twelve (12) months after being issued, and suspensions two (2)

years dfter being issued, provided the employee has received no discipline since the written reprimand or suspension.

B. Written reprimands or suspengons involving crimina violations shdl remain in the employee' s personnd
file for four (4) years following issuance, unless the charges againgt the employee are dropped or the employee is found
not guilty of the act giving rise to the discipline by a court of law or competent tribuna, and the employee has received

no discipline since the written reprimand or suspension.

C. Employees may request a review with the Employer to consider removing the letter of suspension from
the file twelve (12) months after issuance, provided the employee has received no intervening discipline.  The twelve
month, two and four year time periods are defined astime in pay status, excluding approved leaves of absence and any
paid leave time used during an approved leave of absence.

4/11/7 Except for possble violations of the law, the Employer agrees not to commence a disciplinary investigation
based on information obtained from security monitoring system(s) unless the Employer has acquired information
independent of the security monitoring system(s).

This section does not supersede provisions of s. 230.86, Wis. Stats.

Section 12 Exclusion of Probationary Employees

4/12/1 Notwithstanding Section 11 above, the retention or release of probationary employees shdl not be subject to

the grievance procedure.

Section 13 Special Arbitration Procedures

4/13/1 In the interest of achieving more efficient handling of routine grievances, including grievances concerning minor
discipline, the parties agree to the following specid arbitration procedures. These procedures are intended in lieu of the
procedure in section 4/2/5-10 for the resolution of non- precedentia grievances as set forth beow. If ather of the
parties believes that a particular case is precedentid in nature and therefore not properly handled through these specid
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procedures, that case will be processed through the full arbitration procedure in section 4/2/5-10. Cases decided by
these methods of dispute resolution shall not be used as precedent in any other proceeding.

Arbitrators will be mutualy agreed to by the Wisconsn Professond Employees Council and the State
DepatmentOffice of State Employment Relations for both of these procedures during the term of the contract.

A. Expedited Arbitration Procedure

1 The cases presented to the arbitrator will consst of campus or work ste issues, short-term
disciplinary actions [five (5) day or less sugpensions without pay], denids of benefits under s. 230.36, Wis. Stats., and
other individud Stuations to which the parties mutudly agree.

2. The arbitrator will normaly hear at least four (4) cases a each sesson unless mutualy agreed
otherwise. The caseswill be grouped by agency and/or geographic area and heard in that area.

3. Case presentation will be limited to a preliminary introduction, a short reiteration of facts, and a
brief ord argument. No briefs shdl be made. Transcripts are optional and at the requesting party’s own expense. If
witnesses are used to present facts, there will be no more than two (2) per sde. If cdled to tedtify, the grievant is

conddered as one of the two witnesses.

4, The arbitrator will give a bench or other decison within five (5) cdendar days. The arbitrator
may deny, uphold, or modify the action of the Employer. All decisonswill be find and binding.

5. Where written decisons are issued, such decisons shdl identify the process as non- precedential
in the heading or title of the decison(s).

6. The cogt of the arbitrator and the expenses of the hearing will be shared equaly by the parties.

7. Representatives of DOSER and the Wisconsin Professona Employees Council shall meet and

mutualy agree on an arbitrator.
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B. Umpire Arbitration Procedure

1. The Wisconan Professond Employees Council and BOSER will meat with the Arbitrator no
more than once every six (6) months.

2. The cases presented to the arbitrator will consist of campus or work ste issues, short-term
disciplinary actions [three (3) day or less suspensions without pay]; overtime didtribution; and other individua situations
to which the parties mutualy agree.

3. Caseswill be given an initid joint screening by representatives of the State-Bureau of Gollective
BargainingLabor Relaions and the Wisconsn Professonal Employees Council.  Either party will provide the other with

aninitid lig of the cases which it wishes to be heard on a scheduled hearing date at least forty-five (45) cdendar days
prior to a hearing date. This lis may be revised upon mutud agreement of the parties a any time up to fifteen (15)
cdendar days prior to the hearing date.

4, Statements of facts and the issue will be presented by the parties, in writing, to the arbitrator at
least seven (7) cdendar days prior to the hearing date unless the arbitrator agrees to fewer days for that particular
hearing date. If contract language is to be interpreted, the appropriate language provisions of the contract will aso be
provided to the arbitrator prior to the hearing.

5. Whenever possible, at least five (5) cases, grouped by agency and/or geographic area, will be
heard at each sesson. The hearing Site may be moved to facilitate the expeditious handling of the day’s cases.

6. The case in chief will be limited to five (5) minutes by each sde with an opportunity for a one
minute rebuttal and/or closing. No witnesses will be called. No objections will be dlowed. No briefs or transcripts
shdl be made. The Grievant and Union representative, plus a BOSER representative and the grievant’s supervisor, will
be present at the hearing and available to answer questions from the arbitrator.
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7. The arbitrator will render afina and binding decison on each case a the end of the day, unless
the parties agree to a different timeframe for the issuance of the arbitration award. The arbitrator may deny, uphold or

modify the action of the Employer.

8. The cost of the arbitrator and the expenses of the hearing will be shared equdly by the parties.
The grievant and Union representative will attend the arbitration without loss of pay.

Section 14 Concentrated Perfor mance Evaluation

4/14/1 Employees will be placed on a concentrated performance evauation program (i.e., Performance Improvement

Plan/PIP, Concentrated Performance Planning and Development/CPPD, Find Performance Improvement Plan/FPIP,

Concentrated Performance Evauation/CPE, etc.) only after the Employer has documented the reasons for such action

and with the prior gpprova of the department head or hisher designeg(s). Placement on the program must not be
arbitrary and capricious. At the time an employee is placed on a concentrated performance evauation program, the
Union will receive forma written notice of the action. At the request of the employee (after the employee has been
made aware of the possible consequences of being put on the program), a Union representative may attend the meeting
in which forma notice of performance problems will be explained to the employee. Sdection of a Union representative
shdl not dday this scheduled meeting. Neither the notice of consequences to the employee {-e—Letter—of
Gonseguenee)-nor the placement of the employee on such a program is grievable under this Agreement until such time

as the employee recaives a written notice of disciplinary action under this program. At such time as the employee is

subjected to disciplinary action, the principle of just cause must be met.

4/14/2 After an employee has been placed on a concentrated performance evaluation program and has received
written notice of possible termination or other disciplinary action, a designated Union representative, at the request of
the employee, may atend dl forma concentrated performance review meetings. Paticipatiion of the Union
representative at such meetingsis limited to observing, asking darifying questions and advising the employees.
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ARTICLEV

SENIORITY

Section 1 General

5/1/1 Seniority for employees hired after the effective date of this Agreement shall be determined by the origind date
of employment with the State of Wisconan. Seniority for existing bargaining unit employees shdl be their seniority date
as of the effective date of this Agreement. Seniority for employees who become members of the bargaining unit during
the term of this Agreement shdl be their adjusted continuous service date or seniority date as of the time they became
members of the unit. When the Employer becomes responsible for a function previoudy administered by another
governmental agency, a quad-public, or a private enterprise, the seniority of the employees who become bargaining unit
members as aresult of this change of respongbility shdl be thelr date of accretion into Sate service unless the legidation
or the executive order causing such accretion specifies differently. In accordance with the above, the employee with the

earliest date shal be consdered having the grestest seniority.

Section 2 Separation

5/2/1 Seniority as established in Section 1 above, will be changed only where the employee is separated from Sate
sarvice by discharge, resgnation or layoff.

5/2/2 Where separation has occurred and the employee is subsequently rehired, the date of rehire will begin the
seniority date except as outlined below:

A. Where an employee islaid off and recdled or rengated from layoff within five (5) years thereof, he/she
shdl retain higher origind date of employment for the computation of seniority.

B. If an employee resgns and is reindated within the time period provided under the permissve
rengatement provisons in the Wisconan Adminigtrative Code, hisher new seniority date will be the origina date of
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employment adjusted to a new and later date which gives no credit for the period of resignation during which he/she was
not an employee of the Sate.

5/2/3 In the event two (2) employees have the same seniority date, seniority of the one as againg the other shal be
determined by age, with the oldest employee considered having the grestest seniority.

Section 3 Application

5/3/1 The Employer will be required to apply seniority as defined above only as specificaly provided in this
Agreement and subject to any limitations set forth in any particular article or section of this Agreement.

Section 4 Seniority Lists

5/4/1 Informatiion on seniority will be maintained in the gppropriate offices and shdl be avalable to Union

representatives and employees upon request.
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ARTICLE VI

HOURS OF WORK

Section 1 General

6/1/1 The parties acknowledge that, within this bargaining unit, there exist employees who are exempt from the Fair

Labor Standards Act (FLSA), as well as employees who are non-exempt. Overtime for non-exempt employees shdl

be calculated in accordance with the provisions of the Fair Labor Standards Act.

Section 2 Definitions

6/2/1 Hours of work are defined as those hours of the day, days of the week, for which the employees are required to
fulfill the responghilities of their professona positions.

6/2/2 The standard basis of employment for full-time employeesisforty (40) hoursin aregularly reoccurring period of

one hundred and sixty eight (168) hoursin the form of seven (7) consecutive twenty-four (24) hour periods, except that

additional hours of work may be required by the Employer.

6/2/3 Employeeswill be provided five (5) days notice of changesin work schedules whenever possible.

Section 3 Professional Time

6/3/1 Professond time may be avalable to an FLSA exempt employee in recognition of hisher satus as a
professond for additiona time worked in excess of hisher scheduled hours of employment, giving consideration to:

A. the concept of professiona time need not be approved on an hour for hour basis for extra work beyond
his’/her scheduled hours of employment; and
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B. the fact that an exempt employee has a degree of job responghbility and flexibility neither assumed nor
granted to non-exempt employees; and

C. approva may be for asingle occurrence or for the continuing use of professond time, as determined by
the supervisor.
6/3/2 Requests for use of professond time will require approval by the appropriate supervisor, who may grant
requests giving consideration to:

A. program needs; and

B. recognition that an exempt employee has worked beyond his’her scheduled hours of employment.
6/3/3 Professiond time is a concept that enables supervisors to recognize extra time worked by an employee, either
on aregular basis or for a concentrated period of time. Professond time is not recognized or recorded as available
leave.

Section 4 Compensatory Time

6/4/1 Compensatory time for FLSA exempt employees will be earned, not necessarily on an hour for hour basis,
under the following circumstances:

A. The work for which compensatory time is earned is directed by the Employer;

B. The amount of compensatory time earned is pre-gpproved by the Employer before it isworked; and

C. Such compensatory time credits shall be compensated for in compensatory time off or in cash a the
employee' s base rate, or in any combination thereof, as the Employer may dect.

Section 5 Work Schedules
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6/5/1 The parties agree that the terms “meatters of interest to either party” contained in 2/10/2 of this Agreement
(Union-Management Meetings, Department) specificaly include matters reating to work schedules, but is not limited to

the fallowing:
A. Accommodation of employee shift preferences,
B. Shift rotetions;
C. Shift beginning and ending times and shift overlgp periods,
D. Scheduling of days off;
E Posting and advance notice of work schedule changes;
F. Alternative work scheduling;
G. Scheduling of work hours and time off.

Section 6 Scheduling of Vacation, Personal Holidays and Compensatory Time Off

6/6/1 The parties recognize tha the Employer has the right to determine the number of employees within each
classfication and work unit that may be absent at any given time. However, absences for vacation (annud leave),
compensatory time credits, and persona holidays shall be granted at times and in amounts most desired by employees

whenever operations permit.

6/6/2 In scheduling vacation (annud leave), persond holidays, or compensatory time credits, choice of time and
amounts shdl, asfar as practicable, be governed by seniority as defined in Article V.

Once these periods of absence as enumerated above have been scheduled, the Employer shall make changesin
such schedules only to meet unanticipated staff shortages or emergencies.  Such changes in scheduled periods of
absence shdl, asfar as practicable, be governed by seniority as defined in Article V.

In the event the Employer finds it necessary to cancd a scheduled absence, the affected employee may

reschedul e such absence during the remainder of the calendar year or extend the scheduling into the first Six (6) months
of the ensuing caendar year as he/she desires, providing it does not affect any employee’ s scheduled period of absence.
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It is the expressed intent of the Employer to exercise the authority to change such scheduled periods as seldom

aspossible.

6/6/3 Should an employee becomeill or injured immediately before or during a scheduled absence period, he/she may
cancel such scheduled time off credits as charged and utilize Sck leave under the provisons of 12/4/2 A, commencing
with the date he/she informs the Employer.

6/6/4 Employees who trandfer shdl carry their sdections to their new work unit, providing no other employee's
sdection is adversdy affected.

6/6/5 Notwithstanding 6/6/2 above, employees shdl be permitted to carry-over forty (40) hours of earned annud
leave credit to the firg Sx (6) months of the ensuing calendar year. The Appointing Authority (or designee) who
chooses to exceed forty (40) hours may do so.

6/6/6 Compensatory time credits shal be scheduled and used prior to seasond layoff or January 1, whichever isfird.
However, if the Employer does not permit an employee to use accrued compensatory time by January 1, time credits
will be carried over into the firg gx (6) months of the new caendar year, unless the employee accepts an Employer

offer to pay cash for the accrued time.

6/6/7 A. Except as specified in B., below, employees permitted to carry unused compensatory time credits into
the new calendar year shdl use such credits prior to July 1. If the Employer does not permit employees to use these

credits prior to July 1, the Employer will pay the unused creditsin cash.

B. Upon receipt of awritten request from the employee by no later than June 1, the employee may, at the
Employer’s discretion, be permitted to carry such credits into the second six (6) months of the caendar year.
Employees permitted to carry unused compensatory time credits into the second six (6) months of the caendar year
shall use such credits prior to January 1. If the Employer does not permit employees to use these credits prior to
January 1, the Employer will pay the unused credits in cash. These credits shal not be carried into the new caendar

yedr.
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6/6/8 All such compensatory time credits shal be scheduled in accordance with the scheduling provisons of Sections
6/6/1 and 6/6/2 above, except accumulations in excess of eighty (80) hours may be scheduled off a the Employer’s

convenience.
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Section 7 Night Differential

6/7/1 When an employee is directed by the Employer to work, the Employer agrees to pay a night differentid of
forty-five cents ($.45) per hour for al hours worked between the hours of 6:00 p.m. and 6:00 am.

Section 8 Weekend Differential

6/8/1 When an employee is directed by the Employer to work, the Employer agrees to pay a weekend differentid of
sixty cents ($.60) per hour for al hours worked between 12:01 am. Saturday and 11:59 p.m. Sunday.

Section 9 Sandby

6/9/1 When the Employer requires that an employee must be available for work and be able to report in less than one
(1) hour, the employee shdl be compensated on the basis of a fee of twenty dollars ($20.00) for each eight (8) hour
period or portion thereof for which the employeeisin standby status.

6/9/2 Employees who are required to call in on weekends or unscheduled work days for work assgnments shal
receive one standby fee for each eight (8) hour period.

6/9/3 When an employee is on sandby or on cdl, the Employer shal specify the time period within which the
employee shdl report, if called.

6/9/4 The Employer will make reasonable efforts to ditribute the stand-by duties among al quaified employees.

Section 10  Call-Back Pay

6/10/1 Employees cdled back for duty or caled in on the employee's day off will be guaranteed an amount equa to
two (2) hours pay if such duty is shorter than two (2) hours in duration.

6/10/2 Exempt employees who are cdled up by the Employer and can perform the needed work a home shdl earn

compensatory time, not necessarily on an hour for hour basis when the work performed exceeds one hour per call up.
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Section 11  Alternative Work Patterns

6/11/1 Alternative work patterns include flexible time, non-standard work week employment, part-time employmernt,
job sharing and other patterns that may be developed.

6/11/2 The State of Wisconsn as an Employer recognizes the vaue and benefits of dternative work patterns to the
employees. In the furtherance of this recognition, the Employer adopts the policy of strongly encouraging and working
for the development and implementing of adternative work patterns in gppropriate work environments. The Employer
agrees that reasonable efforts will be made to implement aternative work patterns in appropriate work environments.
Implementation of dternative work patterns shal be by mutua agreement between the Employer and the Union.
Employer denids of requests for an dternative work schedule under this Section will not be arbitrary or capricious.
Denids are grievable under Article 1V, Section13, of this Agreement, Specid Arbitration Procedures.

Section 12 Traved Time

6/12/1 When the Employer assgns an employee to travel to an dternative work Ste(s), the employee is in pay status
while traveling if the distance traveled is eighteen (18) miles or greater from the assigned headquarters.

6/12/2 For purposes of the above paragraph, the following definitions apply:

Assgned headquarters means the facility or location to which the employee is normaly assgned by the
Employer as a headquarters and from which he/she performs his’her assgned duties.

Alternative work site means any location designated by the Employer other than a conference or training Site or

the employee' s assigned headquarters at which the employee performs hisher assigned duties.

6/12/3 Employees who choose to commute rather than stay overnight, when authorized, shal do so on their own time.
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6/12/4 When employeestrave to training Sites or conference Sites and are not in pay dtatus, during such traveling, they
may be granted compensatory or professond time for such trave at the discretion of the Employer.

Section 13 Overtime
6/13/1 The Employer agrees to compensate employees who are in positions determined to be FLSA non-exempt at
the premium rate of time and one-haf in cash or compensatory time, or combination thereof, as the Employer may elect,

for al hours worked which are in excess of forty (40) hours per week.

6/13/2 The Employer agrees to compensate employees in the Department of Justice and the Department of Revenue

who have protective occupation status at the premium rate of time and one hdf, cash or compensatory time, or
combination thereof, as the Employer may dect, for al hoursin pay status which are in excess of forty (40) hours per
week, provided that the extra hours were directed and approved by the employee' s supervisor.

Section 14  Telecommuting

6/14/1 The parties recognize the value and benefits of tedlecommuting. In the furtherance of this recognition, the
Employer adopts the policy of dsrongly encouraging and working for the development and implementation of
telecommuting in gppropriate work environments as determined by the Employer. The parties agree that the topic of
telecommuting is appropriate for discussion a Union-Management meetings under Article 2/10/2 of this Agreement.
The Union will be provided an opportunity to meet with and discuss agency tedecommuting policies prior to
implementation.
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ARTICLE VII

TRANSFERS

Section 1 Transfer Notification

7/1/1  An employee who has permanent status in the employee' s current classification and desires to transfer within the
employee' s dassfication and agency or university campus shdl file a written request as prescribed by the agency or the
universty campus with the appropriate personnd office indicating that interest. If an agency or universty campus
chooses not to use the transfer register, the agency or university campus will announce the permanent vacancy for a
period of five (5) work days within the agency or university campus. Employees who apply and who are within the

same classification as the vacancy will be consdered in accordance with Section 2 of this Article.

7/1/2 The method for notifying employees of transfer opportunities chosen by the agency or university campus shdl be
for the duration of this Agreement. Each agency or university campus shdl notify the Wisconsin Professond Employees
Council of the notification method to be used. This process shdl be in place until and unless superseded by the
procedures developed in Memorandum of Understanding #1. In no event shall the posting period be less than the five
(5) work days specified in 7/1/1, above.

Section 2 Screening Process

7/2/1  When a permanent vacancy occurs, as defined in Section 4 of this Article, and the Employer decides to fill that
vacancy, the Employer shal review those requests on file, or received as a result of posting, from any employee in the
same agency or universty campus who is in the same classification as the vacancy and has indicated an interest in the

specific subtitle, shift, and/or location of the vacancy.

7/2/2  Whenever a permanent vacancy is created involving a new position and the Employer determines the duties are
subgantialy different, the Employer will announce the vacancy in the agency or universty campus in which the vacancy
exigs. Also, when a permanent vacancy is created and involves a different geographic location, a change from part-

time to full-time (or vice versa) or a change from seasond to permanent (or vice versa), the Employer will announce the
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vacancy in the agency or university campus in which the vacancy exigs. The announcement distribution shdl be in the
same manner as for agency or university campus promotiona exams. A period of five (5) workdays shdl be alowed
for interested employees to file a written request to be included in the group of gpplicants to be consdered for that

vacancy.

7/12/13  When the Employer conducts transfer interviews, necessary and reasonable time for such interviews within the
headquarters city, same agency, and same classfication shdl be without loss of pay. The provisions of this Section

represent the minimum standards. The Employer may choose to exceed these standards.

7/2/4  In making a sdection, the Employer shdl take into consderation job requirements, experience, ability, including
specid qudifications, and seniority. If the Employer determines that two (2) or more employees are equaly qudified,

sniority shall govern.

7/2/5 In addition, the Employer will review those requests on file from any employees in the bargaining unit in the
agency or university campus who arein the same pay range as the vacancy.

7/12/6 Any employee who is sdected shal have three (3) workdays to decline the offer. Any employee who is
selected for trandfer requiring a change of headquarters location shdl have five (5) workdays to decline the offer.

7/12/7  When a permanent vacancy occurs and there are no employees with restoration rights under Article VIII, the

order of consderation will be asfollows.
A. Transfer within the agency or university campus under 7/1/1
B. Other transfers under 7/2/5

C. Fill the vacancy in accordance with state statutes

Nothing in the above sequence prevents the Employer from recruiting to fill a vacancy in accordance with gate

gtatutes while transfers are being considered.

Section 3 Non-Selection
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713/ A. An interested employee who is not selected for transfer under section 7/2/1 shall receive notice from the
Employer of hisher non-sdection. Upon receipt of a written request from the employee, the Employer shdl provide

that employee with the written reason(s) for non-sdlection.
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B. For purposes of this section, an “interested” employee is defined as an employee who has submitted
higher name for consideration on a register or as a result of posting, as provided under 7/2/1. Further, “interested”
employees are those expressing interest in apogition upon initia contact by the agency or university campus.

7/3/2  An employee in the same dlassfication and in the same agency or universty campus as the vacancy, who
requested a transfer but was not sdected, may file a grievance under this Article only if no WPEC-represented
employeeis selected. The grievance standard that must be met is arbitrary and capricious.

Section 4 Definition of Permanent Vacancy

7/4/1  For purposes of this Article, a permanent vacancy is created:

A. When the Employer has approva to increase the work force and decides to fill the new positions,

B. When any of the following personnd transactions take place and the Employer decides to replace the
previous incumbent: terminations, transfers, promotion, demotion, resignation or retirement.

Section 5 Limitations

7/5/1  The applications of the procedures in this Article shal be limited to a maximum of three (3) transfers resulting
from any given origind vacancy.

7/5/2  Employees may not trandfer under the provisons of Section 1 of this Article more often than once every twelve
(12) months.

7/5/3 Employees transferring under the provisons of this Article may be digible for payment of any expenses rdated
to the move by the Employer.
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Section 6 Per missive Probation

7/6/1  An employee who transfers between departments as a result of receiving a written notice of being placed At
Risk of Layoff or a written notice of Layoff and is placed on a permissive probationary period will have the right to
return to hisher origind postion, if available, or one of like nature for which the employee is qudified, if the employee's
permissive probetion is terminated by the Employer prior to completion for performance reasons. If no vacancy exigts,

the provisons of Article 8/4/1 shall be invoked.

Section 7 Transfers Between Agencies

7/7/1  An employee who transferred between agencies outside the provisons of this labor Agreement and was placed

on a permissive probationary period and is faling or has failed the probation for performance reasons_or desires to
return to his’her former agency, will have the following optionsif the employee and former Employer mutualy agree:

A. The opportunity to return to the origind position if vacant and no contractud transfers exist; or

B. the opportunity to return to a vacant postion of like nature, if qudified, in the former employing unit_or
agency, and which has no contractud transfers.

7/7/2 1f not selected under options A or B above for those employees who are failing or have falled probation for

performance reasons, the employee will have restoration rights to hisher former agency if al of the following conditions

are met:

A. The employee was not terminated for misconduct or ddlinquency;

B. The employee does not have prior written discipline on record in ether the former or current agency:;

C. The employee requedts to be placed on arestoration list under these provisions.
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7/7/3 Redoration rights under 7/7/2 shdl be limited to a permanent vacancy in the employee' s former employing unit

in the classfication from which the employee transferred and when the agency is ready to fill the vacancy from outside

the agency. The employee shdl be restored according to seniority, with the most senior employee restored first, unless

the employee does not possess the qudifications to perform the duties of the podition. Should an employee not be

restored, the affected employee will be notified in writing of the reasons why he/she was not restored for the position.

The employee's right to restoration under 7/7/2, above, shdl last for a period of five (5) years from the date of

termination from the agency to which he/she transferred.

71714 The base pay of an employee who is restored shal be a rate equa to the lagt rate recaeived in their former

podtion from which he/she tranderred plus any intervening pay adjusments for which the employee would have

recaived in the bargaining unit during the period of absence from their former postion.

7/7/5 Redoration rights of an employee under this section shall not supersede any rights provided to other bargaining

unit employees under Article V111 of this agreement.

Section 8 Voluntary Demotion

7/8/1 For purposes of this Article, Voluntary Demaotion is the movement of an employee to a vacant permanent

podition in adass in alower pay range in which the employee had never attained permanent gatus in dass. With the

approva of the Employer, the employee may voluntarily demote, condstent with the provisons of the Wisconsin

Administrative Code, to a vacant position for which he/she is qudified. Upon written request, the Employer will inform

the employee in writing of the reason(s) for the denid of his’her request for a voluntary demation.
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ARTICLE VIII

LAYOFF PROCEDURE

Section 1 Application of Layoff

8/1/1 The Union recognizes the right of the Employer to layoff employees in accordance with the procedures set forth
inthisArticle. Such procedures, however, shdl not apply to:

A. Temporary layoff of less than twenty one (21) consecutive cdendar days; and/or

B. Seasond layoff of seasond employees; and/or

C. School year employees a indtitutions and schools during recesses in the academic year and/or summer.

Such employees shal be considered on an gpproved leave of absence without pay during these periods.

D. Temporary reductionin hours to not less than thirty two (32) hours per week and not lasting longer than
four weeks a any given time, unless mutualy agreed otherwise. If the Employer determines, at its option, to reduce the
weekly hours of some of the employees within the same class within an employing unit, the employeg(s) who will work
the reduced hours will be determined on the basis of seniority, with the least senior employeg(s) working the reduced

hours.
8/1/2 The Employer agrees that employee(s) on temporary layoff or under reduced hours as in A. and D., above,
shdl continue to earn vacation,_and Sck |eave,-ane-tength-ef-service credits during each temporary layoff or reduction in

hours conducted by the Employer during the term of the Agreement.

8/1/3 Additiondly, the Employer agrees to continue its payment of health insurance, pursuant to Article XI1, Section 1
for employees on temporary layoff or reduced hours.
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Employer will notify employees in writing as soon as adminigratively feasble after the Employer has determined that the

employees are at risk of layoff. A copy of the at risk notification will be forwarded to the Union.
8/1/5 An employee who has recaived written notice from the Appointing Authority of being a risk of layoff may

request, in writing, condderation for a trandfer to a lateral or counterpart vacancy within—their—eurrent—ageney—or
dniversityto any dasdfied postion within an agency for which the employee is qudified to perform the work after being

given the customary orientation provided to newly hired workersin that postion The employee shdl be considered for

the vacancy if he/she provides written documentation of hisher quaifications for the vacancy and provides acopy of the
at risk notice, if requested. 1f not selected, Aan employee may contact the hiring supervisor for an written explanation of

why they-werehe/she was not selected and the supervisor shal provide such written explanation within five (5) working

daysif practicable.

8/1/6 For the purposes of this Article, an agency includes the university sysem and campuses, excdlusive of the UW

Hospital and Clinics. Each university campus and its employing units (if any) shal be consdered a separate agency for

the purposes of administering this chapter.

Section 2 L ayoff Procedures

8/2/1 Preparation for alayoff. The following generd procedures shdl apply in preparation for alayoff:

A. In the event the Employer becomes aware of an impending reduction in the work force, the Union will
be provided thirty (30) days advance notice.

B. The layoff group shal be determined by classfication.

C. Thelayoff group shdl be limited to employees of an employing unit within the bargaining unit.

D. All employeesin the layoff group shdl be ranked by seniority, as defined in Article V, Section 1 of this
Agreement.
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E Limited term employees, project appointment employees and employees sarving an origind

probationary period in the same class within the employing unit (other than student employees) who are not in totaly
federdly funded positions shal be taid-effterminated prior to laying off bargaining unit employees.

F. The Wisconsn Professona Employees Council shdl be notified of employees who have received

written notice of being at risk of layoff as soon as practicable after the notice has been given to the employee.
8/2/2 Determination of Layoff. The following procedures shdl gpply in implementing a layoff:

A. The Employer shdl be permitted to exempt employees from the identified layoff group to maintan a
reasonable affirmative action program to the extent permitted by law and/or employees with specid skills for the
maintenance of an exiging program from the layoff process. In addition, the Employer may exempt employees as
necessary to comply with Federal or State laws. The name of any employee exempted and the reason therefore shall
be given to the Union in writing.

B. Employees remaining in the layoff group shdl be laid off by seniority with the employee with the least
amount of seniority (asdefined in Article V, Section 1) laid off fird.

C. The Employer shdl notify each employee in the layoff group sdected for layoff in writing as soon as
possible but not less than fourteen (14) cdendar days in advance of the established layoff date. Where notices are sent
by first class mail, the time shdl begin to run on the date the notice is posmarked. That layoff notice shdl contain
reference to the options available to that employee under this Article. A copy of such notice shdl dso be sent to the
Union &t that time,

D. With the agreement of the Employer, a more senior employee may volunteer to be separated from
employment in lieu of the layoff of aless senior employee with the guarantee that the Employer will not chdlenge the
more senior employee’ s digibility for unemployment compensation, unless that employee, a alaer point in time, refuses
areasonable offer of re-employment._ An employee who is separaied under this type of voluntary termination agreement

is granted al rights and privileges of alaid off employee indluding restoration rights, reingatement privileges and other

such benefits as may be granted to laid off employess. An employee granted voluntary termination in lieu of layoff of
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another employee is not granted privileges associated with options available to employeesin lieu of layoff as provided
under Section 3 of this Article.

Section 3 Options Available to Employees Who Have Been Notified of L ayoff

8/3/1 Within five{5)seven (7) cdendar days of notification of layoff, the employee shdl dect to demote in lieu of
layoff, bump, request-avoluntary-demetion-request atransfer, or be separated in accordance with the layoff notice.
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A. Transfer Within the Agency in Lieu of Layoff

Employees in the layoff group shdl have the following transfer in lieu of layoffeptions rights in direct

order of seniority, with the most senior employee considered first:

1 Trander within their employing unit within the bargaining unit: The employee shdl have the right
to transfer to any vacancy in the same or counterpart pay range for which he/she is qudified to perform the work after
being given the customary orientation provided to newly hired workers in the position, unless he/she is-het-physically-or

emetionahy-fit-for-thepesition-or cannot perform the work in a satisfactory manner. Upon trandfer in lieu of layoff within
the employing unit, the employee shal not be required to serve a probationary period but may be required to complete

any probationary period in progress.

2. Trandfer within the same agency within the bargaining unit: The employee shdl have the right to

trandfer to any vacancy in the same classfication for which he/she is qudified to perform the work after being given the

customary orientation provided to newly hired workers in the position, unless he/she is-ret-physcally-or-emeotionally-fit
for-thepesition-ar-cannot perform the work in a satisfactory manner.__Upon trander in lieu of layoff within the agency,

the employee shall not be reguired to serve a probationary period but may be required to complete any probationary

period in progress.

unit: The employee shdl have the right to transfer to any vacancy in a dasdfication at the same or counterpart pay range

where the employee is qudified to peform the work after cusomary orientation and training provided to newly hired

workers unless he/she cannot perform the work in a satisfactory manner. The employer may place the employee on

permissve probation if the employee has never obtained permanent satus in class in the classfication of the vacancy. |If

the employee is terminated on probation for performance reasons, the employee shal be trested as if he/she has

recaived a new layoff notice from hisher former position and shal then be granted dl rights and privileges provided to

employees who have received alayoff notice under this Section.

B. Demation in Lieu of Layoff

53



The employee shdl have the following demotion in lieu of layoff rights in direct order of seniority, with

the most senior employee considered first.

1 Demation within_hisher_employing unit within the bargaining unit in lieu of layoff: The
ghdl have theright to

demote to a vacant podtion in lieu of layoff to alower dassfication in the same series or to alower classfication and-in
which the employee had previoudy obtained permanent status. Upon demoation in lieu of layoff, the employee shal-be

granted-permanent-status-i-the-classification-to-which-helshe-demoted not be required to serve a new probationary

period but may be required to complete any probationary period in progress.

2. Demation within higher agency within the bargaining unit in lieu of layoff: Within hisher agency,

the employee shdl have aright to demote to a vacant postion in lieu of layoff to alower dassfication in the same szries

or to alower dassfication in which the employee had previoudy obtained permanent satus. Upon demation in lieu of

layoff, the employee shal not be required to serve a new probationary period but may be required to complete any

probationary period in progress.

3. Demation within hisher agency within the bargaining unit in lieu of layoff: Within hisher agency,

the employee shdl have the right to demote to a vacant podtion in lieu of layoff to a lower dassfication where the

employee is qudified to peform the work after cusomary orientation and training provided to newly hired workers

unless he/she cannot perform the work in a satifactory manner. The Employer may place the employee on permissve

probation if the employee has never obtained permanent gtatus in dass in the cassfication of the vacancy. If the

employee is terminated on probation for performance reasons, the employee shal be treated as if he/she has received a

new layoff notice from higher former position and shdl then be granted al rights and privileges provided to employees

who have recaved alayoff notice under this Section.

C. Bumping

The employee shdl have the following bumping in lieu of layoff rightsin direct order of seniority, with the

modgt senior employee consdered first:
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1. Bumping within the employing unit within the bargaining unit in lieu of layoff: Within the

barganing-unit-may-eectshdl have aright to bump downward in lieu of layoff to alower class in the same dassfication

series or bump to a dass within the employing unit in which the employee had previoudy obtained permanent satus in
the classified service and which isin the same or alower pay range as the position occupied at the time of notification of

layoff. The employee shall not be required to serve a probationary period unlessiit is to complete a probationary period

in acdassfication in which the employee has never obtained permanent datusin class.

2. An employee bumping under C./1., above, shal be apperited-te-any-permanent-vacancy-a-that
igsi mployee-shall-be included with
those employees occupying a position in that class and the layoff procedure set forth in Section 2 of this Article shdl

aoply.

D. Trander to Another Agency In Lieu of Layoff

If an appointment in lieu of layoff under A, B, or C above is not available, the employee shal have the

following trander in lieu of layoff rights.
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Prior to filling a barganing unit vacancy with an individud other than a current sate employee, the

Employer agrees to the following:

The employee shdl have theright to transfer to a vacant position in another agency within the bargaining

unit in direct order of seniority, with the most senior employee consdered firgt, and subject to al of the following

limitations.

=

The employee must apply for the vacancy by the date indicated in the posting on WISCERS.

2. The employeein the layoff group isin the same dassfication as the vacancy.

3. The employee is qudified to perform the work after cusomary orientation and training provided

to newly hired workers unless he/she cannot perform the work in a satisfactory manner.

4, The employeeis not currently on a concentrated performance evaluation program.

Employess trandferring to another agency in lieu of layoff under these provisons may be placed on

permissive probation at the discretion of the appointing authority. |f the employeeis terminated for performance reasons

while on permissive probation, the termination will be treated as a layoff except that the employee' s right of restoration
will be to the agency from which he/she trandfarred in lieu of layoff.

The dlosing date for filling a vacant podtion under WISCERS shdl be not less than eight (8) days after

dectronic publication.

E Separation

If an employee has been notified of layoff and has not chosen to or been able to retain employment
utilizing the opportunities of A., B., C., and D., above, he/she shdl be separated in accordance with the layoff notice.

8/312 A. An employee who trandersin lieu of layoff, demotes in lieu of layoff or bumps in lieu of layoff to the

highest level postion avalable shdl retainreceive not less than hisher current rate of pay. The rate of pay of an

56



employee who transfers or demotes under any other circumstances shal be no greeter than the pay range maximum of

the new paosition.

Section 4 Restor ation

8/4/1 A. When a permanent vacancy is to be filled in an employing unit within a dlassfication from which an
employee was laid off, bumped or demoted in lieu of layoff, the employee shal be restored according to seniority, with
the most senior employee restored first, unless the employee does not possess the qudifications to perform the duties of
the position. The employee sright to such restoration shdl last for aperiod of five (5) years from the date of layoff.

B. The employee who is laid off may file a request during a five (5) year period from the date of layoff
within the agency eruniversity-for which he/she worked to fill avacancy in the classfication(s) from which the employee
was lad off or could have bumped within any employing unit within that agency erdiniversty-other than that from which
he/shewaslad off. Such employee will be gppointed to any such vacancy for which he/she is qudified to perform the
work after being given the customary orientation provided to newly hired workers in the pogtion unless he/she is-+ret

physicahy-or-mentally-fitfor-the-pesition-er-cannot perform the work in a satisfactory manner, providing that no other
employee has restoration rights to such a vacancy under Section 8/4/1A.

C. The employee who is laid off may file a request, during a five (5) year period from the date of layoff,

with any other agency and shdl be appointed to any permanent vacancy in the same cdassfication from which he/she

was lad off if he/she is qudified and capable of paforming the duties as determined by the Employer, providing no

other employee has restoration rights under 8/4/1A. to such vacancy. This paragraph will sunset on June 30, 2005

regardless of contract extension, unless both parties mutualy agree to extend.

SD.  Should an employee not be restored under Section 8/4/1A above, the affected employee will be notified
inwriting for the reasons why he/she was not restored for the position.

8/4/2 Employees are responsible for kegping the Employer notified of their current address and telephone numbers.
The Employer will

with-a-conrfirmingetterprovide notice to employees of a restoration opportunity, either by certified mail or by telephone
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with aconfirming letter. If the employee does not respond within five-(5)-werkdaysseven (7) caendar days of the date

of the provided notice, the employee shdl forfeit any further restoration rights for the vacancy being consdered.

8/4/3 A lad off employee who ether failsto respond to the offer of restoration or fails to accept a reasonable offer of
restoration within seven{A-werkdaysten (10) caendar days after the Employer verifies contact or who fails to be
available for work within ten (10) workdays after the acceptance shal forfeit any further retoration rights. The

Employer may extend the preceding time limits under 8/4/2 and 8/4/3.

8/4/4 On a case-by-case basis, by mutua agreement of the parties, an employee may reject a reasonable offer and
retain the right to restoration.

8/4/5 The base pay of an employee who is restored shdl be not lessthan arate equa to the last rate received plus any
intervening pay adjustments for which the employee would have been digible which have occurred in the bargaining unit

during the period of layoff.

8/4/6 Redoration rights of an employee supersede the transfer rights of other employees sat forth in Article VII of this
Agreament, and a permanent position shal not be consdered vacant if it isfilled by demation in lieu of layoff.

Section 5 Reinstatement

8/5/1 Anemployeewho islaid off may file arequest for employment, within five (5) years from the dete of layoff, with

the department for which he/she worked or with any other department in state service, under the reinstatement

provisions provided for in the Wisconsn Adminigrative Code.

Section 6 Reasonable Offer

8/6/1 A reasonable offer of recdl or reinstatement is defined as an offer of ajob:

A. with an assgned headquarters located less than forty (40) miles from the employee's home, unless the

employee sworksite prior to hisher layoff was a a greeter distance from his’her home, in which case a job offer shall
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be reasonable if the headquarters of the pogtion offered is no further from the employee’s home than was the distance

of the previous worksite; and

B. the number of work hours required does not vary substantialy from the number of hours previoudy
dlocated to the pogtion from which the employee was laid off; and

C. the hourly pay ranrge-ef-thepestion-offered is re-m
jti mwhich the employee wastaid-off-unlessat leadt ninety (90) percent of the employee's rate of pay a

the time of layoff-+s-mataned-Htheposition-offered; and

D. an offer of limited term employment or project-project employment shal not conditute a reasonable

offer.

Section 7 Relocation Expenses

8/7/1 When the Employer determines that it would be necessary for the employee to change the location of hisher
res dence because the employee is voluntarily demoting, demoting in lieu of layoff or bumping as aresult of alayoff or is
transferring, the Employer shdl pay only those expenses of the type and amounts, and subject to the limitations set forth
ins. 20.917, Wis. Stats.

8/7/2 When the Employer determines that it is necessary for an employee who is trandferring or voluntarily demoting
to a vacancy in the same employing unit within the same agency as aresult of receiving an at risk notice under 8/2/1, to
change the location of higher resdence, the Employer may pay only those expenses of the type and amount, and
subject to the limitations, set forthin s. 20.917, Wis. Stats.

Section 8 Notice of Employing Unit Changes

8/8/1 The Employer will provide the Union thirty (30) days advance notice of any change in employing unit structure
that will result in layoff. The Union shdl have the opportunity to discuss these changes with the Adminigtrator of the
Divison of Merit Recruitment and Sdlection.
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Section 9 Definition of Permanent Vacancy
8/9/1 For purposes of this Article, a permanent vacancy is cregted:
A. When the Employer has gpprova to increase the work force and decides to fill the new positions.

B. When any of the following personnd transactions take place and the Employer decides to replace the

previous incumbent: terminations, transfers, promotion, demotion, resignation, or retirement.
Section 10  Layoff Assistance

8/10/1 With-the-gpprova—ofthe-Apporting-Authortyy—aAn employee who has recelved written notice from-the
Hating-Authority—of being-atrisk—or-who-hasrecaived-a-netice—of layoff shdl be granted one or more of the

following until the effective date of the layoff or until the employee accepts one of the options under Section 3 - Options
Available to Employees Who Have Been Notified of Layoff above:

A. Up to forty (40) hours time without loss of pay for:

1 job search activities, including interviews and examinations in addition to the time specified in

12/6/1 and/or
2. attendance at job training;
B. Unpaid leave of absence for interviews, examinations, and other job search activities or attendance at
job training;

C. Assigtance or training in the preparation of aresume;

D. Use of office equipment and supplies where available.
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For job search activities which reguire the employee to be absent from the work dte, the employee shdl give
the Employer at least five (5) workdays notice, where possible.

This provison will be reviewed and may be extended by mutud agreement in the next set of negotiations.

8/10/2 With the approva of the Appointing Authority, an employee who has received written notice from the

Appointing Authority of being at risk of layoff may be granted any of the layoff assstance optionsin 8/10/1 above. Any

time granted under this provision does not diminish any time or benefit provided under 8/10/1 above.

Section 11  Layoff Benefits

8/11/1 When a person who is an employee with permanent statusin dassislaid off, any unused accumulated sick leave
shall be restored, provided he/she is re-employed by any agency of the State within five (5) years. However, upon
written request of an employee, accumulated unused sick leave, induding any supplemental hedth insurance converson

credits available under 12/4/3, shall, a the time of permanent layoff, be converted to cash credits a the employee’'s

eurrenthighest base pay rate while in gate sarvice for credits to be used to pay the totd hedlth insurance premium during

the time of the layoff. Direct premium payment to the insurer shal be made by the Employer on behdf of the laid off
employee. Premium payments under this provision shdl be limited to a maximum period of five (5) years from the date
of layoff or shdl cease the firgt of the month following the employee' s unavailahility, including the acceptance of any
other employment, whichever comes first. Acceptance of “other employment” is defined as employment which would

offer a comparable hedlth insurance plan or policy. A hedth insurance plan or policy is consdered comparable if it

provides hospitd and medica bendfits that are substantialy equivdent to the sandard health insurance plan established

under s. 40.52(1) Wis. Stats. At the time of renstatement or restoration, unused cash credits shdl be reconverted to

sck leave a the same rate used for the origind conversion and restored to the employee' s sick leave account.
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ARTICLE IX
HEALTH, SAFETY AND MISCELLANEOUS

Section 1 Discrimination

9/1/1 The parties agree that their repective policies will not violate the rights of any employees covered by this
Agreement because of age, handicap, sex, creed, color, marital status, nationd origin, sexud orientation, Union or non-
Union effiliation, membership in the Nationd Guard, state defense force or any reserve component of the military forces
of the United States or this state or use or non-use of lawful products off the Employer’s premises during non-working
hours.

Section 2 Protective Clothing

9/2/1 The Employer will furnish protective clothing and equipment in accordance with the standards established by the
Department of Workforce Development.

Section 3 Protective Footwear

9/3/1 The Employer reserves the right to require the wearing of foot protection by employees. In such cases, the
Employer will provide a safety device or, if the Employer requires the purchase of gpproved safety shoes, the Employer
will pay an alowance of eleven dollars ($11.00) per year, payable the first pay check of the calendar yeer.

Section 4 Uniforms

9/4/1 The Employer reserves the right to require uniforms for employees. In such cases, the Employer will either
provide the uniform or an appropriate uniform alowance as determined by the Employer. Maintenance and cleaning

will be the respongibility of the employee. For the purposes of this Agreement, uniforms are defined asidenticaly styled
clothing uniquely related to the work place and not appropriate for persona or other outsde use.
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Section 5 Buildings

9/5/1 The Employer shdl provide and maintain al state-owned buildings, facilities, and equipment in accordance with

the rules and regulations of the Department of Commerce. Where facilities are leased, the Employer shal make a

reasonable effort to assure that such facilities comply with the rules and regulations of the Department of Commerce.

Section 6 Liability Protection

9/6/1 Theprovisonsof s. 895.46, Wis. Stats., or as may be amended are hereby incorporated into this Agreement.

Section 7 Outsde Employment

9/7/1 Any department may require employees to obtain gpprova to engage in outsde employment. In such case,

employees must request, in writing, permisson to engage in outsde employment.  If an employee is denied permission,

he/she may chalenge the reasonableness of such denia through the grievance procedure.

Section 8 Firg Aid Equipment

9/8/1 It is the expressed policy of the Employer and the Union to cooperate in an effort to solve hedth and safety
problems. Adequate first aid equipment shall be made accessible a appropriate locations.

Section 9 Toolsand Equipment
9/9/1 The Employer agrees to furnish and maintain in a safe working condition dl tools and equipment required to
carry out the duties of each podtion. Employees are required to report any unsafe condition or practice and are

responsible for properly using and caring for the tools and equipment furnished by the Employer.

9/9/2 The Employer agrees to provide transportation for necessary tools, equipment, materials and supplies which
cannot reasonably or safely be transported by hand.
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9/9/3 The Employer agrees to give consderation to ergonomics in the purchase of new or the modification of existing
tools, equipment and furniture. Agencies are encouraged to seek employee input regarding such ergonomic
consderations when purchasing new or the modification of exigting tools, equipment and work stations.

Section 10 VDT/CRT Eye Examinations

9/10/1 The Employer reserves the right to require eye protection for employees. In such cases, the Employer will
provide the appropriate type of prescription or non-prescription safety glasses as required by gpplicable Department of
Commerce (“Commerce’) safety regulations for the duties performed to protect the health and safety of the employee.
The employee will be responsible for the cost of any additiond features not required by Commerce safety regulations,
except that where eye examinations for safety glasses are necessary, the Employer will pay the cost of examination
during the term of this Agreement if it is not covered by the employee s present health insurance program.

9/10/2 Employees whose assigned duties require high VDT/CRT work (four [4] or more hours per day) are
encouraged to have an eye examination. Employees who avail themsdlves of such examination will be reimbursed for

one examination not covered by the present health insurance program during the life of the contract.

9/10/3 A pregnant employee assigned to high-use operation of VDT/CRT equipment (four [4] or more hours per day)
may request reessgnment to dternative work within her employing unit. If this request is not granted, the employee may
request and shdl be granted up to three (3) months of maternity leave of absence without pay, which will be in addition

to the maternity leave provisons of this contract.

Section 11  Damaged Clothing

9/11/1 The Employer agrees to pay the cost of repairing or replacing watches, eyeglasses or articles of clothing
damaged in the line of duty, where such damage is not the result of normal wear and tear or employee carelessness.
The reimbursement for damaged items shall not exceed one hundred dollars ($100.00) for any one incident, except that
the reimbursement for a damaged watch shall not exceed seventy-five dollars ($75.00). The vaue of such items shal be
determined by the Employer a the time the damage occurs.  This provison shdl not goply to items where the
replacement vaue or repair cost is five dollars ($5.00) or less.
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Section 12 Employee Health and Safety

9/12/1 The Employer shal make reasonable provisons for the safety and hedth of the employees, and the Union shall
lend its full support and encouragement to the practice of job safety and hedth by employees. The Employer, the Union
and the employees recognize their obligation and/or rights under existing gpplicable sate and federd laws with respect
to safety and hedlth matters.

9/12/2 The parties to this Agreement agree to promote efforts being made in the area of improvement of the safety and
hedth of gate employees, and will extend their mutua support of studies, research and initiatives whose god is to
achieve an increased awareness of safety and hedlth and a reduction of the safety and hedlth hazards encountered by

state employees.

9/12/3 Medicd Examinatiion Whenever the Employer requires an employee to submit to physica examination, medica
tests, including x-rays or inoculations/immunizations and psychiatric exams, the Employer will pay the entire cost of such
services not covered by the present hedlth insurance program, providing the employee uses the services provided or
approved by the Employer. Employees required to submit to such exams, tests, or inoculations’ immunizations will do
s0 without loss of pay or benefits. Employees who provide acceptable medicd or religious reasons for refusd of

exams, tests, or inoculationsimmunizations will be consdered for reassgnment.

9/12/4 The parties recognize the common god of mantaining a safe working environment for employees. For that
reason, whenever feadble, the Employer will provide thirty (30) days written notice to the Union and affected

employees prior to the indalation of any new security monitoring systems.
Section 13  Abnormally Dangerous Tasks

9/13/1 In the event an employee has determined that the task he/she has been assgned is @bnormally dangerous, he/she
shdl inform hisher immediate supervisor by filing an Abnormaly Hazardous Task Report Form. Upon receipt of such
written claim by the supervisor, the supervisor shal review the stuation with the employee and attempt to resolve the

matter.

9/13/2 In atempting to resolve the employee clam, the supervisor, a hisher discretion, may attempt to make
workplace task performance and/or task assignment changes consstent with hedlth and safety consderations and the
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availability of additional or dternate personnd. The supervisor may order the employee to perform the task or, a the
supervisor's discretion, may assign the affected employee to other available work consigtent with the work usualy
performed by the employee.

9/13/3 If the matter is not resolved to the satisfaction of the employee, and he/she carries out the task, he/she may later
file agrievance in accordance with Article IV, commencing a Step Two. If the employee refuses to perform the task
and no dternate assgnment is made by the supervisor, the employee may be subject to discipline. If the employee is
disciplined, he/she may file a grievance, commencing a Step Three of the procedure.

Section 14 Work Rules

9/14/1 The Employer agrees to establish reasonable work rules that shal not conflict with any of the provisons of this
Agreement. The gpplication of such work rules shdl recognize the professona nature of employees in this bargaining
unit. Newly established work rules or amendments to exigting work rules shal be reduced to writing and furnished to
the Union thirty (30) days, where possible, but no less than seven (7) cdendar days prior to the effective date of the
rule(s). For purposes of this Agreement, work rules are defined as and limited to:

“Rules promulgated by the Employer within its discretion which regulate the persond conduct of
employees as it affects their employment, except that the Employer may enforce these rules outsde the
norma work hours when the conduct of the employee would prejudice the interest of the dtate as an

Employer.”

9/14/2 Work rules are to be interpreted and gpplied uniformly to adl employees under like circumstances. The
reasonableness of work rules which includes both the gpplication and interpretation may be chalenged through the

grievance procedure contained in this Agreement.
Section 15  Personnd File

9/15/1 Upon written request to hisher agency or department, an employee shdl, within a reasongble time, have an
opportunity to review higher officia personnd file in the presence of a designated management representetive.
However, employees shdl not be entitled to review information which is confidentia by law or adminidrative code.

9/15/2 A copy of any materid placed in an employee sfile which may affect hisher job performance evauation shdl be
immediately presented to the employee involved. This materia shdl be for information purposes only. The employee
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may make awritten statement regarding his’her postion on the materias placed in higher file and such statement shdl be
appended to the materia which is the subject of the employee' s satement.
Section 16  Travel and Lodging

9/16/1 The Employer agrees to continue in effect the provisons of ss. 16.53 and 20.916, Wis. Stats,, rdating to the

reimbursement of state employees for expenses incurred while traveling on state business.

9/16/2 The Uniform Travel Schedule Amounts (UTSA) st forth in the State of Wisconsin Compensation Plan shdl be
used to reimburse employee travel expenses, unless superseded by a specific provison in this Section. The Employer
agrees to provide thirty (30) days advance notice to the Union of any forma Employer recommendations relaing to the
UTSA. Application and interpretation of this schedule may be chalenged through the grievance procedure contained in
this Agreement. (The amounts and the guiddlines are printed in Appendix D of this Agreement.)

9/16/3 Employees covered by this Agreement shdl receive any additiond increase in reimbursement rates that the
employee may obtain under ss. 16.53(12) and 20.916, Wis. Stats.

9/16/4 Travel expenses will be advanced to employees on request when estimated monthly expenses exceed fifty
dollars ($50.00). Such advanceswill not exceed eighty percent (80%) of the estimated expense.

9/16/5 The Employer shdl process employees requests for travel reimbursement as expeditioudy as possible.

9/16/6 Employees on job assgnment requiring overnight accommodation shal not be required to share aroom. The
above limitation does not apply to those employees atending training programs who are lodged at academies and/or
dormitories. The Employer will attempt to accommodate an employee's choice of co-employee with whom he/she

wishes to share aroom.
Section 17 Inclement Weather
FL SA Non-Exempt Employees

9/17/1 Employees who report late to work after having made an earnest effort to report to work on time, but were
unable to do so because of inclement westher or severe storm or heeding an officid travel advisory issued by the State
Patrol or the Milwaukee County Sheriff’s Department of road closings, shdl be dlowed to work to makeup for lost
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time during the current work week (including Saturdays if the employee’ s work unit is in operation) as scheduled by the
Employer. Makeup shdl be at the regular rate of pay. Where situations described above occur on the last day of the
work week and the Employer cannot schedule the employee for makeup time, the employee may elect to use vacation,
persond holiday, compensatory time off or leave without pay. If the employee eects leave without pay, there shdl be
no proration of benefits.

9/17/2 When the Employer approves employee requests not to report for work or alows employees to leave work
before the end of the workday because of hazardous driving conditions or other reasons, the time the employee is
absent will be charged to vacation, persond holiday or compensatory time or the employee may makeup time lost on
that day, as the employee requests. Makeup shdl be at the regular rate of pay, scheduled by the Employer and shdl be
worked during the work week in which the emergency stuation occurs (including Saturdays if the employee’ s work unit
isin operation). If the employee eectsleave without pay, there shdl be no proration of benefits.

FL SA Exempt Employees

9/17/3 Employees who report late to work after having made an earnest effort to report to work because of inclement
wesgther or severe sorm or heeding an officid travel advisory issued by the State Patrol or the Milwaukee County
Sheriff’s Department of road closings shdl be dlowed to work to makeup for lost time during the current or next pay
period as scheduled by the Employer. Makeup shdl be at the regular rate of pay.

9/17/4 When the Employer approves employee requests not to report to work or alows employees to leave work
before the end of the workday because of hazardous road conditions or other reasons, the time the employee is absent
will be charged to vacation, persond holiday or compensatory time or the employee may makeup time lost on that day,
as the employee requests. Makeup shdl be at the regular rate of pay, as scheduled by the Employer and shdl be
worked during the pay period in which the emergency condition occurs or the subsequent pay period.

All Employees

9/17/5 When an employee is making up time under the provisons of this section, the employee will receive the
applicable differentials which are appropriate for those actual hours worked to makeup the time.
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9/17/6 When the agency head (or their authorized designeg(s)) directs the employees to leave work or not to report to
work due to hazardous weather conditions or other emergency stuations, the employee will be compensated at the
employee's base rate of pay plus any applicable differentids for those hours which he/she had been scheduled to work
for that day. If thereis a power or equipment failure, the Employer will provide dternative work, if possble, prior to
directing the employeg(s) to leave work. Each agency will be responsible for identifying those management positions
which have the authority to send employees home or not to report to work under this provison. Any question on who
has the authority should be directed to the employee’ simmediate supervisor.

Section 18  Contracting Out

9/18/1 When a decison is made by the Employer, pursuant to the provisions of ss. 16.705, 84.01(13), Wis. Stats,,
Chapter 10, Wis. Admin. Code, or any other relevant tatutes relating to state contracting or as these may be amended,
to contract or subcontract work normaly performed by employees of the bargaining unit, the State agrees to a
notification and discussion with the Union at the time of the Request for Purchase Authority (RPA), but not less than
thirty (30) days in advance of the implementation. The Employer shal not contract out work normdly performed by
bargaining unit employees in an employing unit if it would cause the separation from date service of the bargaining unit
employees within the employing unit who are in the dassifications which perform the work. It is understood that this
provison shdl not limit the Employer’s right to contract for services which are not provided by the employing unit,
sarvices for which no postions are authorized by the legidature, or services which an agency has higoricdly provided
through contract (including, but not limited to, group home services, child-caring inditutions, and services under
S. 46.036, Wis. Stats)).  If the employee is involuntarily transferred or reassgned as the result of contracting or
subcontracting out, every reasonable effort will be made to retain the employee in the same geographic area and a the
same rate of pay. When the Employer determines that an employeg(s) will be involuntarily transferred, due to
contracting out, a notice of this action will be given to the employeg(s) and the Union, prior to implementation. Where
possible, fourteen (14) days notice will be given. The Employer aso will make an effort to notify the employee and
Union of a permanent reassgnment due to contracting out. However, falure to provide notice of reassgnment is not

grievable.

9/18/2 The Employer agrees to notify the Union after issuance of the letter of intent to award a contract. Such notice
shdl be made to the Union within the five (5) working days, as specified in s Adm 10.15(1), Wis. Admin. Code.
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9/18/3 In order to provide full information to the Union, including reasons for contracting, the justification required n
Chapter 10, Wis. Admin. Code, or as amnended, must be included, along with the required notice to the Union at the
time of the Request for Purchase Authorization (RPA).

The judtification in Chapter 10, under contracting out, requires the following information:

A. A reference to the federa law or regulation or state law which requires or authorizes the procurement of

the contractud services;

B. A description of the services to be performed, a ligt of any items to be delivered, complete timetables,
and any other specific conditions to be required of the contractor;

C. A satement showing why the services can be performed more economicaly or efficiently by contract
rather than by current state employees or by hiring permanent, project, or limited term employees. The consderation of
cods shdl include, but not be limited to, cost of sdaries, fringe benefits, training and unemployment compensation
benfits;

D. A statement showing why the proposed procurement is in compliance with applicable state collective
bargaining Agreements and that the labor organization or organizations representing the appropriate certified collective
bargaining unit or units have been notified of the proposed procurement;

E A statement showing why it is not possible to have the services performed by another state agency; and

F. A datement indicating that competitive bidding will be used or why competitive bidding cannot be used
and the judtification for using the proposed dternative.

Section 19 Blood Donations

9/19/1 Employees who donate blood or donate blood for the purpose of pheresis shdl be alowed reasonable time off
in pay status to donate blood at the closest blood center to his’her work unit.
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Section 20  Whistleblower

9/20/1 The Employer agrees to abide by the provisons of Chapter 230, subchapter I11, Wis. Stats,, regarding

employee protection on disclosure of information, commonly known as the “whistleblower” law.
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ARTICLE X
PROFESSIONAL DEVELOPMENT
Section 1 Employer Directed Training and Education

10/1/1 When an employee' s attendance at ether an on-gte or off-dte training or education session is directed by the
Employer, such attendance will be without loss of pay, and the Employer will pay the codts of tuition, fees and books.
The employee will be reimbursed for necessary expenses, pursuant to Article IX, Section 16 (Travel and Lodging).

Section 2 Professional M eetings

10/2/1 Each fiscd year, FLSA exempt employees shdl be granted three (3) days without loss of pay and FLSA non-
exempt employees shal be granted five (5) days without loss of pay a the employee's discretion, regardiess of
gponsorship, to atend career-related professonal meetings, conventions, certification exams, inditutes, seminars,
continuing education, or workshops related to the advancement of the employee's professond development. The
employee's request to attend such meetings must be submitted to the Employer at least fourteen (14) cdendar days in
advance of such function. Specific requests can be denied if not career-related or if operationa needs do not permit.
At the sole discretion of the Employer, dl or a portion of travel expenses and/or program registration fees may aso be
pad to the employee and additiond time off, with or without loss of pay may be granted for the purposes mentioned
above. The employee shdl request in writing and shdl receive advance written gpprova or denid of reimbursement
from the Employer. The professond development days shdl be at the request of the employee and not Employer
directed training. At the discretion of the Employer, the fourteen (14) day requirement may be waived.

10/2/2 Employees may be permitted to attend additiona career-related professona meetings, inditutes, seminars, and
workshops directly related to their jobs. When authorized by the Employer, such attendance shal be without loss of
pay and reimbursement of travel expenses and/or program registration fees may be authorized.

10/2/3 Employees, as professonds, are encouraged to paticipate in local, state, and nationa professond

organizations related to their jobs. Employees who are dected officers in such organizations shal be granted time off
with or without pay as determined by the Employer, not to exceed atotd of five (5) workdays annualy, to attend their
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professond organization's meetings. The employees shdl give the Employer at least fourteen (14) cdendar days
natice that they will be attending such functions.
Section 3 Full-Time Education

10/3/1 The Employer may grant a leave of absence without pay for the purpose of continuing forma professond
education at an accredited indtitution.

Section 4 Part-Time Education

10/4/1 An employee may be permitted to participate in career-related education for up to five (5) credit hours per
week. The Employer shal make every effort to accommodate these requests. Any work time lost by such attendance
shal be changed to annud leave, persond holiday, compensatory time, or leave without pay as requested by the
employee. However, a the Employer’s discretion, the employee may be authorized to make up lost work time or to
atend without loss of pay. Six (6) credits may be granted if the overadl cost of tuition is less than the tuition cost of five
(5) credits.

Section 5 Tuition Rembur sement

10/5/1 Prior to the commencement of any career-related courses at accredited educationa ingtitutions, the employee
shdl request in writing and shdl receive advance written approva or denid of reimbursement from hisher gopointing
authority. Employees who receive approval to attend career-related courses at accredited higher educationd ingtitutions
shall be rembursed seventy-five percent (75%) of the actua tuition cost, not to exceed seventy-five percent (75%) of
the tuition cost in effect a UW-Madison, for up to twelve (12) credit hours during the term of the Agreement, upon
successful completion of gpproved courses and continued employment at time of completion.

10/5/2 Career-related courses are those that are related to an employee's current position or those which aid an
employee in progressing to any classfication in the employee's current classfication series or to any classfication in a
related occupationa group within the bargaining unit within the agency. The provisons of this Section represent the

minimum standards for tuition reimbursement. The Employer who chooses to exceed these standards may do so.

Section 6 Career Options
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10/6/1 At the employee' s request, the employee and his’her supervisor will discuss the development of atraining/career
plan.
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ARTICLE Xl

WAGES

Section 1 Wage Adjustments

11/1/1 Except as otherwise provided under Section 2 of this Article, the Employer agrees to provide dl digible
employees covered by this Agreement the following wage adjusments in the order set forth below:

A. First Fiscd Y ear (2001-20022003-2004)
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. . er-Obiecti
. : . :

1 Excise Tax Agents and Specid Agents Semi-Automatic Progresson  Effective with the

Agreement, semi-automatic progresson adjustments will be provided in accordance with Appendix H.

2. Pay Range 7-04 Pay Progression: Effective with the Agreement, pay progresson adjusiments

will be provided in accordance with Appendix C.
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B. Second Fiscal Y ear (2002-20032004-2005)

Effective June 3027, 20022004, the Employer will provide the following wage adjusments in the order

st forth below:

21. Excise Tax Agents and Specid Agents Semi-Automatic Progresson  Semi-automatic
progression adjustments will be provided in accordance with Appendix H.

2. Pay Range 7-04 Pay Progression. Pay progression adjustments will be provided in accordance

with Appendix C.

13. Each digible employee in pay datus on Juhy-14--2002June 27, 2004, execept-for-employeesin

pay—+ranges-07-30-and-07-31-will recaelve a Generd Wage Adjustment of tweone percent 21. 0%) of their current
base pay rate, subject to the gpphicable new pay range maximum effective on that datefrom-the-pay—+range-schedule
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effective-only-on-ddly-14,2002. Any employee who is not digible to receive a-this Generd Wage Adjustment due
0ldy to the pay range maximum limitation will be digible to receive an Annudized Wage Adjusment Payment as
provided under 11/3/1/B./1., below.

4. Each digible employee in pay status on June 27, 2004, will receive a Genera Wage Adjustment

of ten cents ($0.10) per hour, subject to the new pay range maximum effective on that date. Any employee who is not

digible to recave this Generd Wapge Adjusment due soldy to the pay range maximum limitation will be digible to
recaive an Annudized Wage Adjustment Payment as provided under 11/3/1/B./2., below.

25.  Pay Schedule Implementation: The pay range and pay progression schedules effective only-on
Juhy-14.2002June 27, 2004, through June 30, 2005, will be implemented.

6. Lump Sum Payment:  Each employee in pay status on June 27, 2004, shdl receive alump sum
payment of two hundred fifty dollars ($250.00), prorated by the employee s budgeted FTE on that date.
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Section 2 Employees Not Eligible for Wage Adjustments

11/2/21 Employees who have previoudy been considered for or received a 2002-20032004-2005 fiscd year
wage adjustment shdl not be digible for the Generd Wage Adjustments or Lump Sum Payment on Juby-14-2002J1une
27, 2004, st forth in Section 1 of this Article.

11/2/42 Except as provided in 11/4/1/B./6., employees who have separated from state service prior to the

effective date of the Agreement are not eigible for any wage adjustments under this Agreement.
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Section 3 Annualized Wage Adjustments

11/3/1 A. First Fiscal Year

None for this Agreement.

B. Second Fisca Year

1 Employees digible for a Generd Wage Adjustment under 11/1/1/G+£B./3., above, will receive
an Annualized Wage Adjustment Payment in accordance with the following, subject to C. through E., below.
a Employees who receive a Generd Wage Adjustment of less than tweone percent
(21.0%) of their base pay rate solely because of the pay range maximum limitation will receive an Annudized Wage
Adjustment Payment equd to the difference between the value of tweone percent (21.0%) of the employee’ s base pay
rate, prior to the gpplication of the Generd Wage Adjustment, and the amount the employee actualy received as a base
pay increase, times 20002088.

b. Employees who receive no General Wage Adjustment solely because of the pay range

maximum limitation will receive an Annudized Wage Adjusment Payment equd to tweone percent 1.0%) of the
employee' s base pay rate, times 20002088.
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2. Employees digible for a General Wage Adjustment under 11/1/1/E/3-B./4., above, will receive
an Annuaized Wage Adjustment Payment in accordance with the following, subject to C. through E., below:

a Employees who receive a Generd Wage Adjustment of less than twe-and-ene-half

pereent-{2.5%)-of their-basepay—+ateten cents ($0.10), soldy because of the pay range maximum limitation will receive
an Annudized Wage Adjustment Payment equd to the difference between the vaue of twe-and-one-halfpercent(2.5%)

ided-in-1/AA/E /1 ten cents ($0.10), and the amount the employee

actually received as a base pay increase, times 4002088.

b. Employees who receive no General Wage Adjustment solely because of the pay range
maximum limitation will receive an Annudized Wage Adjusment Payment equa to the vaue of tweo-and-one-half
i ten cents ($0.10), times

C. Annuaized Wage Adjustment Payments provided under A. and B., above, will be prorated based on
the employee' s budgeted FTE on the effective date of the Generd Wage Adjustment.

D. Annudized Wage Adjusment Payments will be made as soon &fter the effective date of the Generd
Wage Adjusments as is adminidratively feasble.

E Employees who are not in pay status on the effective dete of the Annudized Wage Adjustment Payment
and who return from an approved leave of absence or layoff from a bargaining unit pogtion during the term of the
Agreement will receive any Annudized Wage Adjustment Payment for which they would otherwise have been digible.

Section 4 Lump Sum Wage Paymentsfor Delay in F¥—2001-2002-\Wage-Adjustments |mplementation of
this Agreement

The provisons of this Section will apply only if this Agreement isimplemented after June 27, 2004.

11/4/1 A. Eligible employees shdl receive a lump sum wage payment in an amount equd to the vaue of any
increase(s) received under 11/1/1/AH—2-or-3a--abeveB./3. or 4., timesmutiplied by the number of the employee's
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hours in pay gatus in the bargaining unit between-July-1,-2001from June 27, 2004 up to the date of implementation of

these increases, and-the-effective-date-of-the-adiustmentsplus the amount of the lump sum payment provided under
11/1/1/B./6. The lump sum payment shdl be made as soon after the effective date of the Agreement as is

adminigratively feasble,
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B. The following employees shdl be digible

1. Employees who were a dl timesin the bargaining unit between Juby-1,-2001June 27, 2004, and
the effectiveimplementation date of the 2001-20022004-2005 wage adjustments.

2. Employees who were laid off from the bargaining unit or returned from layoff to the bargaining
unit after July—1-2001June 27, 2004, and before the effectiveimplementation date of the FY-2001-20022004-2005

wage adjustments.

3. New state employees hired into the bargaining unit between Juby-21-2001, June 27, 2004 and
the effective implementation date of the 2001-20022004-2005 wage adjustments.

4, Employees hired into the bargaining unit from another certified state bargaining unit between Jdly
1,-2001June 27, 2004, and the effectiveimplementation date of the 2001-20022004-2005 wage adjustments and prior
to the effectiveimplementation date of the FY 2001-20022004-2005 wage increase date of the employee’s former

bargaining unit.

5. Employees in the bargaining unit who are on or returned from a leave of absence between Jdly
1,-20012001June 27, 2004, and the effectiveimplementation date of the FY 2001-20022004-2005 wage adjustments.

Employess who went on aleave of absence from a position in the bargaining unit after July-1.-2001June 27, 2004, and

have not returned to pay status will receive no payment until they return to pay saus in the bargaining unit during the
term of this Agreement.

6. Former employees of the bargaining unit who retired from or died while serving in a bargaining
unit postion between July—1—20012001June 27, 2004, and the efectiveimplementation date of the FY 2001
20022004-2005 wage adjusments. These employees will dso be digible to receive the wage adjustments as st forth
in 1Y/ U/AHthrough-34aB./3. and 4., of this Artide. These employees will dso be digible for any lump sum fiscd

year adjustment which they would otherwise have been digible to receive.

Section 5 Pay Adminigtration
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11/5/1 Pay adminigration during the term of this Agreement will be in accordance with Chapter ER 29, Wis. Admin.
Code, except where specifically modified by this Agreement.

11/5/32 Eftective duly-15,-2002-pPay administration for employees in pay ranges 07-02, 07-03, 07-04 and 07-
05 will be in accordance with the provisons of Appendix A.

11/5/3 Pay administration for employees in pay ranges 07-30 and 07-31 will be in accordance with Appendix H and

the provisons b ow.

11/5/4 Pay on Redlocation to a Higher Classification.

The pay of regraded employees whose positions are redlocated to a higher classfication shal be determined in
accordance with s. 29.03(3), Wis. Admin. Code, except that in lieu of the increase amounts provided pursuant to s.
29.03(3)(b), Wis. Admin. Code, such regraded employees will receive an amount equa to eight percent (8%) of the
goplicable pay range minimum or the pay range minimum, whichever is greater.

11/5/5 Pay on Reclassfication to aHigher Classfication.

The pay of employees whose podtions are reclassified to a higher classfication shadl be determined in
accordance with s. 29.03(3)(c), Wis. Admin. Code, except that in lieu of the increase amounts provided pursuant to
29.03(3)(c), such regraded employees will recelve an amount equd to eight percent (8%) of the gpplicable pay range

minimum or the minimum of the pay range, whichever is gregter.

11/5/6 Pay on Promoation.
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Pay on promotion will be determined in accordance with s. 29.03(4), Wis. Admin. Code, except that in lieu of
the increase amounts provided pursuant to s. 29.03(4)(b), Wis. Admin. Code, employees will receive an amount equa

to eight percent (8%) of the applicable pay range minimum or the minimum of the pay range, whichever is gredter.
11/5/7 Pay on Completion of First Six (6) Months of Probation.

No six (6) month increases shdl be granted to employees upon completion of the first sx (6) months of any
probationary period.
11/5/8 For dl pay adjusments, dl references to “PSICM” in ER 29, Wis. Admin. Code, will be changed to

“minimum.”’

11/5/9 An employee who demotes in lieu of layoff to the highest level podtion available shdl retain hisher current rate

of pay.

11/5/10 An employee in at-risk satus who voluntarily demotes shal retain his’her current rate of pay.

11/5/11 The rate of pay of an employee who demotes under any other circumstances, other than 11/5/9 or 11/5/10

above, shdl be no greater than the pay range maximum of the new position.

Section 6 Supplemental Pay Add-ons

11/6/1 A. An add-on amount of twenty five ($0.25) per hour may be paid to supplement the base pay of an
employee whose position is dlocated to one of the professond fiscd classfications, based upon the employee's
successful completion of the Certified Public Accountant (CPA) examination and possession of the CPA “Noatification
of Grades’. To bedigible for the add-on, the employee must meet dl three (3) of the following criteria:

1. Be dasdfied in a podtion which is dlocated to one (1) of the following professond
classfications: Accountant, Auditor, or agency-specific professond fiscd classfication;
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2. Successfully complete the CPA examination and possess the CPA “Noatification of Grades’
from the Department of Regulation and Licensing or from another state; and

3. The CPA-rdated knowledge must be relevant to the postion’'s assgned duties and
respongbilities.

B. Upon earning the CPA certification, an additiona amount of twenty five ($0.25) per hour may be added
to bring the totd add-on amount up to fifty cents ($0.50) per hour. To be digible for the add-on, the employee must
meset al three (3) of the following criteria

1. Be classfied in apostion which is adlocated to one (1) of the following professond fisca
classfications: Accountant, Auditor, or agency-specific professond fiscd classfication;

2. Possess a current certification from the Department of Regulation and Licensing or another state
as a Certified Public Accountant; and

3. The CPA-rdated knowledge must be relevant to the postion’'s assgned duties and
respongbilities.

C. The appointing authority shal have the sole discretion to determine the relevance of the successful
completion of the CPA examination or the CPA certification to the position held and to authorize the hourly add-on.

D. If granted, the add-on shdl be effective at the beginning of the first pay period following the receipt by
the gppointing authority of the proof that the CPA examination has been successfully completed or the proof that the
CPA certification has been obtained and is currently held.

11/6/2 Certified General Appraiser Add-On.

A. An add-on amount of thirty cents ($0.30) per hour may be paid to supplement the base pay of an
employee whose position is alocated to any of the classfications in the Property Assessment or Red Estate Specidist
series, based upon the employee s possession of a current certification from the Department of Regulation and Licensing
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as a Certified Generd Appraiser. The Certified Generd Appra ser-related knowledge must be relevant to the position’s
assigned duties and responsibilities.

B. The gppointing authority will have the sole discretion to determine the relevance of the certification to the
position held and to authorize the hourly add-on.

C. If granted, the add-on will be effective a the beginning of the first pay period following receipt by the
gppointing authority of proof that the certification has been obtained and is currently held.

11/6/3 An add-on for Revenue Field Auditor and Related positions will be provided in accordance with Appendix G.
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11/6/4 Insurance Examiner / Insurance Financid Examingr Add-ons

Subject to C., below, €

positionsin the Insurance Examiner and Insurance Financia Examiner classfication series will be provided asfollows:

A. An add-on amount of twenty five cents ($0.25) per hour will be paid to supplement the base pay of an
employee whose position is dlocated to the Insurance Examiner classfication series, based upon the employee's
designation as an Accredited Insurance Examiner after successfully meeting the requirements of the accredited program.

Upon earning a Certified Insurance Examiner designation, an additionad amount of twenty five cents ($0.25) per hour
will be added to bring the total add-on amount up to fifty cents ($0.50) per hour.

B. An add-on amount of twenty five cents ($0.25) per hour will be paid to supplement the base pay of an
employee whose postion is alocated to the Insurance Financia Examiner classfication series, based upon the
employee's designation as an Accredited Financid Examiner after successfully meeting the requirements of the
accredited program. Upon earning a Certified Financia Examiner designation, an additional amount of twenty five cents
($0.25) per hour will be added to bring the total add-on amount up to fifty cents ($0.50) per hour.

C. To be digible for each of the add-onsin A. and B., above, the employee must meet al three (3) of the

following criteria

1. Be dasdfied in apogtion that isin the authorized classfication series;

2. Possess a certificate confirming the successful completion of the designation requirements; and
3. Meet continuing education requirements.

D. If digible, the add-on will be effective a the beginning of the first pay period following receipt by the
gppointing authority of proof of such accreditation or certification.

11/6/5 If the incumbent moves from a position for which an add-on has been approved by the gppointing authority to a
position not alocated to one of the authorized classes, the add-on shall cease. If the incumbent moves to another
position alocated to one of the authorized classes, the appointing authority of the new position has the sole discretion to
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determine whether the add-on shdl be continued in the new position, based on the criteria noted above. If an employee
receiving an add-on ceases to hold a current certification as the result of expiration or revocation of such certification,

the add-on shall cease effective at the beginning of the first pay period following the expiration or revocetion date.

Section 7 Hiring Above the Minimum

11/7/1 Inthe event the Employer uses Hiring Above the Minimum (HAM) for recruitment, the Employer will notify the
Union before implementation.

Semi-annualy, BOSER will provide the Unions a WFT with the Hiring Above Minimum (HAM) Request and
Authorization Form and the names and darting sdaries of employees hired usng HAM during the previous Six (6)
months. BOSER will make a reasonable attempt to provide accurate and complete information. Disputes which arise
concerning the accuracy or completeness of the information will not be subject to the grievance procedure as outlined in

Article V. This provison will sunsat on June 30, 20035.

Section 8 Periodic Classification/Pay Range Assignment M eetings

11/8/1 The parties agree to meet during the life of this Agreement, as may be mutualy agreed, to discuss the assgnment
of new bargaining unit classifications or reessgnment of existing bargaining unit classficationsto pay ranges. The parties
may aso agree to discuss other issues relating to the classification system such as the need for classification and/or pay
surveys. Nothing in this section will preclude the parties from mutualy agreeing to implement specific assgnments or
reessgnments.  In the event there is not mutud agreement, the Employer may implement its proposed
assignmentsreassgnments.  The Union will not be precluded from bargaining on these assgnments/reassgnments or
assgnment/reassignments of any other bargaining unit classfications to different pay ranges during the succeeding round
of negotiations. Bargaining unit members who atend such meetings by mutuad agreement will do so without loss of pay.

11/8/2 Absent mutuad agreement as provided above, the ass gnment/reassignment of a bargaining unit classfication to a
pay range will not be implemented during the life of the contract when such action will adversdly impact the contractua
rights or benefits of bargaining unit employees in the affected class(es), or result in a reassgnment of a classfication to a

lower pay range.
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11/8/3 Pay range assignment/reassgnment decisions implemented by the Employer as provided under this Article are
not grievable under provisons of Article 1V of this Agreemen.
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ARTICLE XII

EMPLOYEE BENEFITS

Section 1 Health | nsurance

12/1/1 The Employer agrees that the benefits offered under the Standard Plan and al compensable dternaive plans
shall be comparable. The parties agree that the aternative plans approved by the Group Insurance Board at its meeting
on September 5, 1985, are comparable in benefit levels and shdl be considered as examples of comparability.

12/1/2 The Employer agrees to pay ninety percent (90%) of the gross premium for the single or family standard hedlth
insurance plan offered to State employees by the Group Insurance Board or one hundred and five percent (105%) of
the gross premium of the dternative qudifying plan offered under s. 40.03(6), Wis. Stats,, that is the least costly
quaifying plan within the county in which the dternate plan is located, whichever is lower, but not more than the tota
amount of the premium. Employer contributions for employees who sdlect the sandard plan shdl be based on the
county of residence. Qudifying health insurance plans shal be determined in accordance with standards established by

the Group Insurance Board.
12/1/3 The Employer agreesto pay fifty percent (50%) of the above listed contribution amounts for insured employees
in permanent part time or project positions defined under s. 230.27, Wis. Stats., who are appointed to work for at least

six hundred (600) but less than one thousand and forty four (1044) hours per year.

12/1/4 Until implementation of the three-tier hedth insurance modd under 12/1/5 below, Fthe Employer agrees to

continue in effect the Health Maintenance Program in those counties in which there are no gpproved dterndtive plans.

12/1/5 Effective with the premiums due for coverage beginning January 1, 2004, the provisons of 12/1/1 through

12/1/2 above will be discontinued and a three-tier hedth insurance modd will be implemented.  The employee monthly

contributions toward hedth insurance premiums will be based on the specific tier to which ther quaifying insurance plan

as been assgned for employees appointed to work one thousand and forty four (1044) hours or more per vear.

Employee contributions under this three-tier approach are as follows:
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Employee

Monthly Contribution
2004 Coverage Months 2005 Coverage Months
Sngle Family Sngle Family
Tierl $18.00 $45.00 $22.00 $55.00
Tier 2 $47.00 $117.50 $50.00 $125.00
Tier3 $100.00 $250.00 $100.00 $250.00

Quadifying hedth insurance plans, and the tier to which each plan is assgned, will be determined in accordance

with standards established by the Group Hedlth Insurance Board.

12/1/6 Effective with hedth insurance premiums due for coverage beginning January 1, 2004, as provided in 12/1/5

above, the provisons of 12/1/3 above, will cease and the Employer agrees to pay fifty percent (50%) of the tota

premium for insured employees in permanent part time or project positions defined under s. 230.27, Wis. Stats., who

are appointed to work less than one thousand and forty four (1044) hours per vear.

12/1/57 An employee who is laid off or on an approved leave of aisence without pay may continue his’her
group hedth insurance for a period not to exceed thirty-six (36) calendar months while on layoff status or on approved
leave of absence without pay, provided the employee prepays on a quarterly basis the entire amount of the premium for
the plan he/sheis participating in.

Section 2 Life lnsurance

12/2/1 The Employer agrees to continue in effect the present levd of benefits provided under the existing master

contract between the insurance carrier and the Group Insurance Board.
12/2/2 The Employer agrees to continue in effect the present adminidration of the group life insurance plan provided

under the provisons of Chapter 40, Wis. Stats,, the master contract between the insurance carrier and the Group

Insurance Board, and the Rules of the Department of Employee Trust Funds.
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12/2/3 The Employer agrees to pay the difference between the employee contribution and total premium for the tota
plan.
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Section 3 | ncome Continuation Insurance

12/3/1 The Employer agrees to continue in effect the Income Continuation Program and the adminigtrative provisons of
the program provided under Chapter 40, Wis. Stats,, and the master contract between the insurance carrier and the

Group Insurance Board.

Section 4 Sick Leave

12/4/1 The Employer agreesto provide asick leave plan asfollows:

A. Sick leave shdl accrue at the rate of .0625 hour for each hour in pay status, not to exceed five (5) hours
of sck leave accrud in any biweekly pay period. Sick leave shdl not be used until it has been accrued.

B. Sick leave shdl not accrue during any period of absence without pay or for any hours in excess of eighty
(80) hours per biweekly period of service.

C. Unused sick leave shdl accumulate from year to year in the employee’ s Sck leave account.

12/4/2 The Employer agreesto provide the following:

A. Employees may use accrued sck leave for persond illnesses, bodily injuries, maternity, or exposure to
contagious disease: (a) which require the employee s confinement; or (b) which render the employee unable to perform
assigned duties; or () where performance of assgned duties would jeopardize the employee's hedth or recovery. In
the event the Employer has reason to believe that an employee is abusing the sick leave privilege or may not be
physcdly fit to return to work, the Employer may require a medicad certificate or other gppropriate verification for
absences covered by this Section. When the Employer requires such a certificate or verification, if requested by the
employee, the Employer will provide the reason behind its belief that the employee is abusing the sick leave privilege or
may not be physicaly fit to return to work. The Employer will provide this information within twenty-four (24) hours of
receipt of the employee's request. The Employer will pay the cost of the medicd certificate if it is not covered by the
employee' s present hedlth insurance program. When an employee must obtain such medica certificate during his’her
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regularly scheduled hours of employment, he/she shdl be dlowed time off without loss of pay or Sck leave credits to
obtain the certificate.  Employees will be permitted to use persond holidays, earned compensatory time credits, or
earned vacation credits in lieu of Sck leave when they so request.  Such time is subject to the same requirements for
sck leave as st forth above.

B. Employees may use accrued sick leave for medica or dental gppointments for themsalves, their spouse,
children (including step-children and foster children), parents or other dependents which cannot be scheduled a times
other than during working hours. Other dependents are defined as dependents digible for IRS purposes. To qualify for
use of dck leave under this Section, employees must give the Employer three (3) workdays advance notice of

gppointments, except when emergency conditions prevail or urgent gppointments are canceled and reschedul ed.

C. When death occurs in the immediate family of an employee, accrued sck leave may be used.
Immediate family is defined as, and limited to:  parents, step-parents, grandparents, foster parents, children, step-
children, grandchildren, foster children, brothers (and their spouses), and sisters (and their spouses) of the employee or
spouse, the spouse, the spouse equivaent, aunts and uncles of the employee or spouse, sons-in-law or daughters-in-law
of the employee or spouse, person(s) for whom the employee is legd guardian, legd guardian(s) of the employee, or
other relatives of the employee or spouse residing in the household of the employee, and any other person permanently
resding in the household of the employee. Use of accrued sick leave shdl normdly be used during the seven (7)
caendar day period immediatdy following the death. Where mitigating circumstances require a postponement in funera
arrangements, sick leave may be used at an appropriate later date for directly related purposes. Use of sick leave for
degth in the immediate family for the purposes of this Section is limited to a totd of three (3) workdays, plus required
travel time not to exceed four (4) workdays.

D. Employees may use one (1) day of accrued sick leave to attend the funeral of nieces, nephews, or
cousins of the employee or spouse. Travel time required to attend such funerals shdl not exceed four (4) workdays.

E Employees may use accrued sick leave for temporary emergency care of ill or injured members of the
immediate family (as defined in paragrgph C above) for a limited period of time to permit the employee to make other
arangements. Use of sick leave for the purposes of this Section is limited to five (5) workdays for any one illness or

injury; however, the use of sick leave may be extended to cover unusud circumstances, provided prior approva is
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obtained. An employee may use sick leave for the care of his wife and/or children immediately prior to and/or during
the ten (10) day period following the birth of a child.

F. Employees may use accrued sick leave to supplement the Worker’s Compensation benefits provided,
pursuant to Chapter 102, Wis. Stats,, to the extent that the employee shdl receive the equivaent of hisher regular base
rate. The procedures necessary for the adminigtration of this provison shdl be developed by the Employer and shdl be

in accordance with the existing Wisconsin Statutes.

G Employees may use accrued sick leave to care for adopted children. Use of sick leave for this purpose
may not exceed five (5) workdays during the seven (7) cdendar days immediately after taking custody of the child or
children.

12/4/3 The Employer agrees to provide the following supplementa hedlth insurance converson credits for permanent

employees who retire or who are laid off from the service, or for the surviving insured dependents of permanent

employees who die while in service or while laid off, under the following conditions. The definition of “layoff” for

purposes of SHICC does not include employees on atemporary, school year, seasona or sessond layoff.

A. The credits shdl be based upon an employee's full number of years of seniority on the date of
retirement, desth or layoff.

B. The credits shdl be cdculated based on the employee's Sick leave balance on the date of retirement,
death or layoff.

For employees who retire, die or are laid off with & least fifteen (15) full years of seniority, the

Employer shal match each one (1) hour of accumulated sck leave up to a maximum of fifty two (52) hours per year
multiplied by the number of years of service through twenty four (24) years. For years of seniority over twenty four
(24) years, the Employer shdl match each (1) hour of accumulated sick leave credit up to a maximum of one hundred
and four (104) hours per year multiplied by the number of years of seniority over twenty four (24) years.
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For employees who have earned al of their seniority while having protective occupation status and who
retire, die or are lad off with at least fifteen (15) full years of seniority, the Employer shdl match each one (1) hour of

accumulated sick leave up to a maximum of seventy eight (78) hours per year multiplied by the number of years of
seniority through twenty four (24) years. For years of seniority over twenty four (24) years, the Employer shal match
each (1) hour of accumulated sick leave credit up to a maximum of one hundred and four (104) hours per year
multiplied by the number of years of seniority over twenty four (24) years.

Employees who have earned part of their seniority while in protective occupation status shal have their

credits prorated in accordance with these provisons:

C. If a the time of retirement, death or layoff, the employee has seniority of less than twenty five (25)

years, multiply the number of years as generd by fifty two (52) hours. Multiply the number of years as protective by
seventy eight (78) hours. Combine these totals to determine the maximum matching credits.

D. If a the time of retirement, death or layoff, the employee has seniority of over twenty four (24) years,

determine the proration based on the first twenty four (24) years of service and then add one hundred and four (104)

hours for each year of seniority over twenty four (24) years.

Employees who suffer from a persond illness or injury that requires them to use a leadt five hundred
(500) hours of accrued sick leave during the three (3) years immediately prior to retirement, desth or layoff shdl recaive
five hundred (500) hours credited to this account upon retirement, degth or layoff.

Employees shdl be required to provide medical documentation of such illness or injury to the Employer
on forms provided by the Employer at the time the leave is taken. Employees who have suffered such an illness or
injury during the three (3) years immediately preceding the effective date of this contract shall aso be required to
provide supporting medica documentation.

Access to these credits for payment of post retirement hedlth insurance premiums shal occur only after

al Accumulated Sick Leave Conversion Credits (ASLCC) have been exhausted.
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In the event an employee returns to a pogtion covered by this Agreement after having retired, the
creditsin this account shdl be held in escrow until the employee again retires. The credits will then be adjusted to reflect

additiona years of seniority and sSck leave accrud.

Atthe-employeesoptiontThese credits shal be converted usng the employee's highest base pay rate

J 1 J
K \ 1 an \!

yearswhile in Sate service.

For informationd purposes, a chart portraying this benefit is found in Appendix E.

12/4/4 The Employer agrees to continue in effect the provisons of s. 40.05(4)(b), Wis. Stats., which provide thet at the
time of retirement or in the event of deeth, accumulated unused sick leave shdl be converted at edrrenthighest base pay

rate vaue and credited to the employee' s account. The converson credits once recorded shal be used on behalf of the
employee or surviving spouse to offset the cost of the monthly hedth insurance premiums as provided under the
provisons of s. 40.05(4)(b), Wis. Stats.

12/4/5 The employee may eect to delay converson of hisher Sck leave creditstor-a-period-of-up-to-ten{10)-years
after-the-date-of retirement, provided that the employee is covered by a comparable hedth insurance plan or policy

between the date of retirement and the time that the employee dects to convert hisher sick leave credits.  Such
conversion shall be based on the employee' s heurlyrate-at-the time-of retirementhighest base pay rate earned in date

savice.

12/4/6 Separation from state service shdl cancd al unused accumulated sick leave except for a state employee who

terminates creditable service after attaining 20 years of creditable sarvice, remains a participant, and is not digible for an

immediate annuity. However, when a person who is an employee with permanent status in class resigns, any unused

accumulated sick leave shal be restored, provided he/she is re-employed by any agency of the sate within the time
period provided under the permissve reingatement provisons in the Wisconsn Administrative Code.

12/4/7 Each employee's unused dck leave accumulated in hisher sck leave account as of the effective date of this
Agreement shdl be carried over under this Agreement. Employees who become bargaining unit members after the
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effective date of this Agreement and have unused sick leave accumulated in their sck leave account, shal have the
amount accumulated in their account as of the date they become bargaining unit members carried over under this
Agreement. This Section shdl not be used to re-compute the amount of sick leave accumulated in an employee's
account prior to the effective date of this Agreement or prior to the date an employee becomes a bargaining unit

member.

12/4/8 An employee who qudifies for benefits under s. 40.65, Wis. Stats., shdl be consdered an digible employee
under s. 40.02(25)(b), Wis. Stats., for purposes of group health insurance coverage.

12/4/9 Under this Agreement, an employee who is dligible for benefits under s. 40.65 or s. 40.63, Wis. Stats., as a
result of a work-related injury or disease, shdl be digible to convert accumulated unused sick leave a the employee's

then-eurrent-basichighest base pay rate to credit for payment for health insurance premiums.

12/4/10 Converson of accumulated unused sick leave credits for payment of hedth insurance premiums by
employees who qualify for benefits under s. 40.65 or s. 40.63, Wis. Stats,, shdl not be trested as earnings under
S. 40.02(22), Wis. Stats.

Section 5 Paid Annual L eave of Absence

12/5/1 The Employer agrees to provide employees with a forma paid annua leave of absence plan (vacation) as set
forth below:

12/5/2 Employees shdl begin earning annua leave on their firdt day in pay datus. After completion of the first six (6)
months in a permanent or seasond position pursuant to s. 230.28, Wis. Stats,, or as a trainee unless covered under
Wis. Admin. Code Rules of the Adminigtrator, Division of Merit Recruitment and Sdlection, employees are digible for

and shdl be granted non-cumulative annud leave based on their seniority date as follows.

A. FLSA Non-Exempt Employees.

Seniority Hours
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Oyr.to5yrs. 80hrs.

5+ yrs. to 10 yrs. 120 hrs.
10+ yrs. to 15 yrs. 136 hrs.
15+ yrs to 20 yrs. 160 hrs.
20+ yrs. to 25 yrs. 176 hrs.
25 yrs. or more200 hrs.

B. FLSA Exempt Employees.

Seniority Hours
Oyr.to5yrs 120 hrs.
5+ yrs. to 10 yrs. 160 hrs.
10+ yrs. to 15 yrs. 176 hrs.
15+ yrs. to 20 yrs. 200 hrs.
20 yrs. or more 216 hrs.

C. Seasonal, School Y ear, and Part-Time Employees.

Employees who are in pay staus for less than eighty (80) hours during any biweekly pay period during
the calendar year shall be granted pro rata annud leave congstent with A. or B., above.

12/5/3 Annua leave shdl be computed asfollows:

A. Annud leave credit in any given year shdl not be earned for any period of absence without pay except

as otherwise provided in this Agreement.

B. Annud leave for covered employees shal be prorated by computing hourly annud leave amounts
earned for each hour in pay status asfollows:

Annud Leave Rate Conversion Factor
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80 hr. rate .038314 per hour

120 hr. rate 057471 per hour
136 hr. rate 065134 per hour
160 hr. rate 076628 per hour
176 hr. rate .084291 per hour
200 hr. rate .095785 per hour
216 hr. rate .103448 per hour

C. Employees digible for annua leave as provided in B., above, shal be granted such leave a the sart of
each cdendar year on the basis of higher full-time equivdent (FTE) employment status. The actud amount of annua
leave earned shall be prorated based upon the number of hoursin pay status during that year, with accrual not to exceed
eighty (80) hours in a biweekly pay period. Employees shdl have their annual leave hours increased or decreased, if
different than the amount initidly granted, on an annud bads, with the Employer given the discretion to use more
frequent adjustment intervals but not |ess than biweekly.

12/5/4 Beginning in cdendar year 1994, employees who earn less than one hundred and sixty (160) hours annud leave
each year and who have accumulated a minimum of five hundred and twenty (520) hours of sick leave at the end of the
“B” pay period in October may, at the employee’s option, eect to receive forty (40) hours or prorated portion thereof
of annud leave under one of the following options each year:

A. Annud leave during the year earned,;

B. As credit for termination leave or as accumul ated sabbatical leave.

Employees who have accumulated the five hundred and twenty (520) hours of sick leave at the end of the “B”
pay period in October, 1994 and employees who qudify at any time after the “B” pay period in October, 1994 will be
permanently eigible for this benfit.

12/5/5 Employees digible for one hundred and sixty (160) or one hundred and seventy six (176) hours annua leave
each year may, at their option, dect to receive forty (40) hours or prorated portion thereof of such benefit under one or
more of the following options each year:

A. Asannud leave during the year earned.
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B. As credit for termination leave.
C. As accumulated sabbatica leave.

12/5/6 Employees digible for two hundred (200) or two hundred sixteen (216) hours annud |leave each year may, a
their option, eect to receive eighty (80) hours or prorated portion thereof of such benefit under one (1) or more of the

following options each year:
A. Not to exceed forty (40) hours in cash during the year earned.
B. Annud leave during the year earned.
C. As credit for termination leave.
D. As accumulated sabbetical |eave.

12/5/7 Effective January 2004, employees digible for two hundred sixteen (216) hours annud leave each year under

12/5/2 B., may, a their option, dect to receive one hundred twenty (120) hours or prorated portion thereof of such

benefit under one (1) or more of the following options each vear:

Not to exceed forty (40) hoursin cash during the year earned.

Annud leave during the year earned.

As credit for termination leave.

As accumul ated sabbatica leave.

o0 @ |®
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Section 6 Leavefor Promotional Exams

12/6/1 The Employer agrees to provide leaves of absence for promotiond examinations in state service during
scheduled work hours as follows.  Each employee with permanent satus in class shdl be digible for up to sixteen (16)
hours paid leave time each caendar year for the purpose of competing in no more than two (2) examinations which
could make the employee digible for promotion and for participating in employment interviews in connection with such

examinations, when such examinations and interviews are conducted during an employee' s scheduled work time.

12/6/2 An employee shdl not be denied his’her requests for time to participate in examinations each calendar year and
interviews in connection with such examinations, provided five (5) workdays notice has been given by the employee, s0
that work coverage will not be interrupted. Such time shal not exceed the number of hours reasonably required to
atend such examinations and interviews, including travel time.

12/6/3 Leave time for more than two (2) examinations in each cdendar year and interviews in connection with such

examinations may be granted to employees at the discretion of the appointing authority.

12/6/4 Any expensesincurred by the gpplicant are the responghility of the gpplicant.

12/6/5 The paid leave time authorized in this section for promotiond examinations can adso be used by employees to
participate in those mandatory examination processes associated with those bargaining unit positions that are formally
announced to be filled on a departmenta transfer basis.

Section 7 L eaves of Absence Without Pay

12/7/1 Employees, upon request, may be granted leaves without pay at the sole discretion of the gppointing authority
for any reason for a period up to, but not exceeding, one (1) year, except as provided in paragraphs 12/7/2, 3, 4, 5, 6,
7,8, and 10 below and Article 1, Sections 11 and 12. Short term leaves of absence of periods up to two weeks may
be approved by the employee’ s appointing authority or hisher designee.

12/7/2 Pregnant employees shall be granted a maternity leave of aisence without pay asfollows:

109



A. The employee shdl submit written notification to her immediate supervisor at least four (4) weeks prior
to her anticipated departure, stating the probable duration of the leave. Such leaves shdl be granted for a period of time
up to, but not exceeding, sx (6) months. Upon request of the employee and at the discretion of the appointing
authority, maternity leaves of absence without pay may be extended or renewed for another period of time not to
exceed Six (6) months. In no case shdl the total period of leave exceed twelve (12) months.

B. In no case shdl the employee be required to leave prior to childbirth, unless she is no longer able to
satisfactorily perform the duties of her pogition.
12/7/3 Paternity leave of absence for childbirth shal be dlowed for a maximum period of up to Sx (6) months.

12/7/4 School Y ear Employees-Employees whose services are not required at ingtitutions or schools during a summer

or vacation period recess, shdl be granted leave of absence without pay.

12/7/5 Whenever an employee enters into the active military service of the United States, the employee shdl be granted
amilitary leave without pay as provided under s. 230.32, Wis. Stats., and the applicable federa statutes.

12/7/6 Employees adopting a child or children shal be granted a leave of absence without pay for a period of time up
to, but not exceeding, six (6) months. Upon request of the employee and at the discretion of the Employer, this leave of
absence without pay may be extended or renewed for another period of time, not to exceed six (6) months. In no case
shdl the totd period of leave exceed tweve (12) months. Such leave must coincide with the actud taking custody of
the child or children.

12/7/7 One employee who is elected or gppointed as the Wisconsn Professona Employees Council or WFT
professond gaff shdl be granted a leave of absence without pay for the term of this Agreement. The rights of such
employee who returns from such leave within a two (2) year time period shdl be as provided in 12/7/9. The rights of
such employee who returns after a two (2) year time period shdl be limited to reinstatement within the agency to a
vacant pogtion for which the returning employee meets the established requirements of training and experience as st
forth in the most recent description advertisement to fill the position.

110



12/7/8 Any employee who is eected or appointed as the president of an AFL-CIO centra labor body or the AFT
Wisconsin Federation-of Feachers organization shdl be granted a leave of aosence without pay for two (2) years. The
employee shdl submit written notification to hisher immediate supervisor a least thirty (30) days prior to hisher
anticipated departure date. Return from such leave of absence without pay shdl be as provided in 12/7/9.

12/7/9 Except as provided in 12/7/7 above, the Employer agrees to provide for the following rights upon higher return
from any of the above approved leaves without pay:

A. The employee shall be returned to his’her position or one of like nature.

B. If the employeg's position has been abolished through legidation or materid reorganization of the
agency, the employee shdl be given consderation for any other position of Smilar pay grade and class for which, in the
reasonable opinion of the Employer, the employee is qudified.

C. Employees may return to work prior to the expiration of aleave of absence only upon express approva

of the Employer. Such approva shdl not be unreasonably withheld.

12/7/10 Employees shdl be granted amedica leave of absence without pay, up to amaximum of sx (6) months,
upon verification of a medica doctor that the employee is not able to perform assgned duties. When an employee is
eigible for entittements under gpplicable date or federd datutes, the time off granted under such Acts shdl run
concurrently with leave under this Section. Approva of the leave is dependent upon verification of a medica doctor
that the employee is not able to perform assigned duties. Upon review by the Employer, the leave may be extended.
Any extenson of the medica leave of aasence or gpplication for a medica leave of aisence within one (1) year of the
employee's return to work shdl be a the Employer’s discretion.  Employees wishing to return to work before their
leave of absence has expired and who provide medical verification of thar ability to return to work may, with the
Employer’s approva, return to work upon two (2) weeks notice to their Employer. Denids of requests for leaves
without pay under this Section shdl not be arbitrary or capricious.

Section 8 L eaves of Absence With Pay Dueto Injury Under Special Conditions
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12/8/1 Sections 230.36(1), (2) and (3), Wis. Stats., or as amended are hereby adopted by reference, subject to the
conditions and limitations s&t forth herein.

12/8/2 Injured employees who meet the qudifying provisons of s. 230.36(4), Wis. Stats., may be granted a leave of
absence for up to six (6) months from the date of injury.

12/8/3 Application for benefits under s. 230.36, Wis. Stats., shdl be made by the employee or higher representative to
the gppointing authority within fourteen (14) caendar days from the date of injury, on forms provided by the Employer.
While medicd verification is required for find approva of a dam, falure by the physcan to provide verification within
the fourteen (14) days shdl not be the basis for denid. In extenuating circumstances, the time limit for application for
benefits may be waived. The gpplication shdl contain sufficient factud information to indicate the nature and extent of
the injury or illness, the circumstances surrounding its occurrence, and the qualifying duties on which the gpplication is
based.

12/8/4 Within fourteen (14) cdendar days after receipt of the claim, the gppointing authority shal notify the employee
of hisher decison to authorize or deny the dlam.

12/8/5 If an employee's claim for benefits under this Section is denied by the appointing authority, the employee may,
within thirty (30) caendar days, file an gpped at the third Step of the grievance procedure provided under Article IV of
this Agreement. For the purposes of this Section, the provisions of s. 230.36(4), Wis. Stats., concerning appeds to the
Personne Commission shdl not be gpplicable.

12/8/6 Approved payments under this Section shdl continue from the date of inability to work until the date the
employee returns to work or until the employee’ s satus is changed to worker’ s compensation, disability retirement, new
assgnment, or other gppropriate status. When the gppointing authority takes action to change the employee's satus,
the employee may file an apped a the third step of the grievance procedure provided under Article IV of this
Agreement. Employees on gpproved leave under this Section shal be entitled to full base pay plus any unit wide pay

increases and persond holidays.
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12/8/7 Employees on gpproved leave with pay under this Section shdl earn vacation and sck leave credits for the time
spent on gpproved leave with pay for a maximum period of sx (6) months, unless extended by the Employer.
Employees shdl be denied legd holiday credits for holidays which occur during the period of absence.

12/8/8 Concurrent benefits-except for payments specificaly authorized under Chapter 102, Wis. Stats., pertaining to
workers compensation. Under no circumstances shal an employee receive more than his’her base rate of pay for the

job in which he/she was performing at the time of injury.

12/8/9 Employees on leave with pay shdl submit to such physicd and/or medica examinations as may be required by
the Employer to determine the extent or continuation of disability and inability to work. Such examination(s) shdl be a
the expense of the Employer and performed by physicians selected by the Employer. A complete report indicating the
nature and extent of disability and prognosis for areasonable return to duty and an estimated date of such return shdl be
submitted to the Employer. Refusd by the employee to submit to examinations ordered by the Employer or medica
trestment ordered by the examining physcian shdl conditute grounds for disciplinary action. Based upon the
information provided by the medica reports, the Employer shdl determine the extent to which leave with pay shdl be
granted or take other action consstent with 12/4/2F. Upon return to full work status, an employee’ s benefits under this
Section shdl cease, providing hisgher atending physcian has rdeased himvher from further medicd treatment. In the
event the employee is able to return to full work status but further medical trestment is required for the sustained injury,
benefits shal continue to be granted to cover the treatment time, providing the attending physician has made a prior
determination that such trestment is necessary for full recovery. When an employee suffers further aggravetion of an
injury for which benefits have ended, he/she may, upon recommendation of hisher attending physician, have such
benefits resume for the period of trestment recommended, providing such aggravation meets the quaifying provisons of
S. 230.36, Wis. Stats.

Section 9 Military Service

12/9/1 Annud Fed Traning: The Employer agrees to grant employees who have permanent status and who are
members of the nationd guard, state guard or any other reserve component of the military forces of the United States or
the state of Wisconsin, now or hereafter organized or congtituted under federa and state law, a leave of absence
without loss of pay not to exceed thirty (30) workdaysin any caendar year. Employees shal dect to receive their State
pay or military pay. If State pay is selected, the amount of base military pay, exclusve of alowances, for the actua
number of workdays lost shall be deducted from the State pay. Such leave shdl be provided without loss of time in the

113



sarvice of the State to enable employees to attend military schools, annud field training, or annud active duty training
and any other federd tours of active duty which have been duly ordered and held. Such paid leave shdl not be granted
to employees who are serving on active duty or extended active duty as a member of the active armed forces of the
United States, or for absences of less than three (3) consecutive days. Employees shdl notify ther immediate
supervisor immediately upon receiving written or ord notice of their dates of military service. This provison does not

aoply to inactive duty training.

12/9/2 The amount of authorized pay shdl be determined by the number of scheduled work days within the starting and
ending dates of the training period as specified on the military pay voucher or other payroll document received by the
employee a the conclusion of the training period. This document shows the number of days and inclusive dates for
which military pay was received, including authorized travel time, if gpplicable. Military orders indlude ample trave time
viathe most rapid mode of trangportation available and for which transportation or actua reimbursement is made by the
military; therefore, additiond travel time required by the employee to accommodate a different mode of travel dected by
the employee must be charged to leave without pay, vacation or compensatory time.

12/9/3 Public Emergencies  The Employer agrees to provide employees who have permanent status and who are
members of the Wisconsin National Guard or the Wisconsin State Guard, who are cdled into state active duty service
to meet gtuations arisng from war, riot, public emergency or are caled into service to prepare for anticipated
emergencies the right to elect to receive pay from the state pursuant to s. 20.465(1)(c), Wis. Stats., in an amount equal
to higher base date sdary for such period of State active duty in lieu of the service pay, including alowances, the

employee would normaly receive as a member of the Nationa or State Guard.
12/9/4 The Employer agrees that leave provided under this Section is in addition to al other leaves granted or
authorized by this Agreement. For the purpose of determining seniority, pay or pay advancement, the status of the

employee shdl be considered uninterrupted by such attendance.

12/9/5 The Employer agrees that employees who are cdled for a pre-induction physica for the military service shdl be
granted aleave of absence with pay for the time actually and necessarily spent in responseto such acdll.

12/9/6 Differentid pay, Sck leave, and annud |eave for employees activated into certain federa service.
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A. Subject to C., below, an employee who is activated to serve on military duty in the U.S. armed

forces shal be paid his or her gate sdary, less any military pay and housing alowances that he or she receives, during

the period in which the employee is on military duty in the U.S. armed forces, unless the military pay and housing

dlowances equd or exceed his or her date sdlary, and shal accumulate sck leave and paid annua leave of absence as

though no interruption in service has occurred if Al of the following apply:

1 On or after January 1, 2003, the employee is activated to serve, or is serving, on

military duty in the U.S. armed forces, other than for training purposes.

2. On the date on which he or she is activated, the employee is either a member of the

Wisconsin Nationd Guard or a member of a resarve component of the U.S. armed forces or is recdled to active

military duty from inactive reserve Saus.

3. The employee has received a military leave of absence under 12/7/5, under s.

230.35(3), Wis. Stats., or under rules promulgated by the Office of State Employment Relations.

B. Subject to C., below, on or after January 1, 2003, an employee who is required to serve, or
who is saving, in the U.S. Public Health Service and who is on detall with any of the U.S. armed forces shall be paid his

or her gate sdary, less any federad pay and housing alowances that he or she recaives, during the period in which the

employeeis detailed for duty with any of the U.S. armed forces, unless the military pay and housing allowances equd or

exceed his or her sate sdary, and shdl accumulate sck leave and paid annud leave of absence as though no

interruption in service has occurred.

C. 1 Except as provided in paragraph 2., following, beginning on the day in which the

employee is activated to serve on military duty in the U.S. armed forces or to serve in the U.S. Public Hedth Sarvice,

the employee shall receive the pay and benefits authorized under A. or B., above, for a period of not more than 179

days. If an employeeis digible to recaeive pay and benefits for military service under s. 230.35 (3)(a) or under 12/9/1,

of this Agreement, the employee shdl become digible to recaive pay and benefits authorized under A. or B., above,

only after receiving the pay and benefits for military service under s. 230.35 (3)(a) or 12/9/1.
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2. The governor, by executive order, may extend the period that an employee receives the

pay and benefits under 1., above, up to a period of 2 years from the date on which the person is activated to serve on

military duty in the U.S. armed forces or to sarve in the U.S. Public Hedth Sarvice. Any extenson granted by the

governor under this paragraph may apply to an individua employee or to a group of employess, as determined by the

governor.

3. No employee who is digible to receive the pay and benefits under A., or B., above,

may recave the pay or benefits for any sarvice in the U.S. armed forces or the U.S. Public Health Service for any such

sarvice before January 1, 2003.

D. An gppointing authority shdl permit an employee who is dligible to recaive the pay and benefits

authorized under A., or B., above, and who has completed his or her duty with the U.S. armed forces or the U.S.

Public Hedth Service to use up to 160 hours of accumulated paid |eave before the employee resumes employment with

the sate. Any accumulated paid leave that is used under this paragraph must be used no later than 30 days after the

employee has completed his or her duty with the U.S. armed forces or the U.S. Public Hedth Service. If, after usng

such leave, an employee has any paid leave remaining that was accumulated while on duty with the U.S. armed forces

or the U.S. Public Hedth Service, the appointing authority shal permit the employee to carry over the leave into the next

cdendar year for usein that vear.

12/9/7 If an employee who is digible to recaive the pay and benefits authorized under 12/9/6 was activated to

save, or is sarving, on military duty in the U.S. armed forces or in the U.S. public hedth sarvice during the period that

begins on January 1, 2003, and ends on the day before the effective date of this Agreement, the employee shdl receive

the pay and benefits authorized under 12/9/6 for any sarvice on military duty in the U.S. armed forces or in the U.S.

public hedth service during that period.

Section 10  Jury Duty

12/10/1 The Employer agrees to provide employees who are summoned for grand jury or petit jury service

leave with pay a the base pay of the employee. Base pay of the employee is the employee's pay rate, excluding any
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overtime or supplemental pay. When not impaneled for actua service and only on cdl, the employee shdl report back
to work, unless authorized by the appointing authority to be aosent from hig’her work assignment.

Section 11 Retirement

12/11/1 The Employer agrees to continue in effect the administration of the Wiscondn Retirement System as
provided under Chapter 40, Wis. Stats., and the appropriate Admin. Code rules of the Employee Trust Funds Board.

12/11/2 For the duration of this Agreement, the Employer shal contribute on behdf of the employee five percent
(5%) of the employee' s earnings paid by the State.

12/11/3 Effective July 1, 1986, the Employer shdl pay the one percent (1%) benefit adjustment contribution
required by s. 40.05(2m), Wis. Stats.

12/11/4 Effective April 14, 1996, the Employer shdl pay the additiona three tenths of one percent (.3%)
employee share of the required benefit adjustment for generd occupationa employees.
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Section 12 Holidays

12/12/1 The Employer agrees to provide full time employees the following paid legd holidays of eight hours
esch:

I ndependence Day Jduly 4, 20013 Jduly 4, 20024

Labor Day September 320011, 2003 September 220026, 2004

Thanksgiving Day November 22200127, 2003 November 28200225, 2004

Chrigmas Eve December 24, 20013 December 24, 20024

Chrismas December 25, 20013 December 25, 20024

New Year'sEve December 31, 20013 December 31, 20024

New Year's January 1, 20024 January 1, 20035

Martin Luther King . Day  January 21200219, 2004 January 20200317, 2005

Memorid Day May 2#-200231, 2004 May 26200330, 2005

12/12/2 At the start of each cdendar year, employee leave accounts are credited with the number of Saturday

holiday compensatory time hours that would occur during that year. As aresult of this practice, employees who work
on those halidays for which the leave was credited shal receive holiday premium pay but are not eigible to receive any
additiona holiday compensatory time.

12/12/3 To qudify for any paid holiday, employees must work or bein pay status on the last scheduled workday
immediatdy preceding or the first scheduled workday immediately following the holiday.

12/12/4 If any of the holidays provided above fdl on an employee’ s regularly scheduled day off, such employees
shdll receive equivdent compensatory time or Saturday holiday time for the eight (8) hours.

12/12/5 The Employer agrees to provide employees with three and one-haf (3 1/2) non-cumulative persona
holidays in each of the cdendar years covered by this Agreement. All employees not satisfactorily completing their
probationary period will earn only the annud prorated amount of their persona holidays. Persond holidays shdl be
scheduled and taken as provided in Article VI, Section 5 (Hours of Work).
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12/12/6 Effective January 1, 2004, the employer agrees to provide employees one (1) paid holiday annudly in

addition to any authorized paid leave, to be taken in accordance with 12/12/5 for persona holidays.

12/12/67 Under the provisons of 1, 2, 3 and 4 above, permanent part-time employees will have al holidays
prorated. The proration of legd holidays for part-time employees will be based upon the number of hours an employee
is scheduled to work during the pay period in which the holiday fdls, i.e,, if an employee is scheduled for forty (40)
hours during the pay period, he/she will be given four (4) hours for the holiday.

Section 13  Payment for Working Holidays
12/13/1 Holiday Premium Pay

When employees are required by the Employer to work on a holiday provided in 12/12/1 above, the Employer
agrees to reimburse such employees at the premium rate of time and one-hdf for al hours worked between the hours of
12:00 am. and 11:59 p.m. Payments due employees who work on a holiday which exceed the employee sregular rate
shdl be made in compensatory time off or cash payment, or any combination thereof, at the discretion of the Employer.
12/13/2 Holiday Compensatory Time

In addition to the compensation provided to employees under 12/13/1, employees who are required to work on
a holiday shdl aso receive compensatory time on an hour-for-hour basis, not to exceed eight (8) hours for working on
thefull holiday.
12/13/3 Scheduling Use of Compensatory Time and Saturday Holiday Time

Where compensatory time or Saturday holiday time is provided under the provisons of this Section, it shal be

taken in accordance with the provisions of Article VI, Section 5 (Hours of Work). The Employer may permit such time
to be anticipated.
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Section 14  Adminigtration of Worker’s Compensation Benefits

12/14/1 In the adminigration of the Worker's Compensation Act as st forth in Chapter 102, Wisconsin
Statutes, the management shall make an initid determination as to whether the injury or disease was job rdated; and if
30, he/she may authorize payment for temporary disability as specified in the Worker’s Compensation Act.

12/14/2 In the event the Employer makes an initid determination that an injury is job rdlated and authorizes
payment for temporary disability as specified in the Worker's Compensation Act, the Employer shal continue to pay its
share of the Hedth Insurance premium as provided in Article XII, Section 1 for the period of the temporary tota
dissbility.

12/14/3 In the event the Employer denies the employee’ s clam of worker compensable injury or disease and the
employee' s dlam is later sustained, the Employer will reimburse the employee its proportionate share of the premium
payment per Article X1, Section 1, if the employee had continued paying the full cost of the Hedlth Insurance premium
payment during the period of worker’s compensation claim pendency.

Section 15 Witness Fees

12/15/1 Where an employee is subpoenaed to testify in alega action and the Employer determines that such
subpoena resulted directly from the performance of the employee's required duties, the Employer shdl permit the
employee to take time off with pay to comply with the subpoena if required to appear during his’her regularly scheduled
hours of employment; provided, however, that the employee shal turn over to the employer any witness fee received.

Section 16 Dental I nsurance Deduction

12/16/1 The Employer agrees to deduct from the pay of participating employees the amount necessary to pay
the total premium for a denta insurance plan to be administered by the Union. The Union shdl notify the Employer of

the premium amounts.

Section 17  Employee Funded Reimbur sement Accounts (ERA)
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12/17/1 Effective with the first open enrollment period after the effective date of the Agreement, employees will
be digible to participate in the Employee-Funded Reimbursement Account Program, as administered under the
provisions of Chapter 40, Wis. Stats., and the contract between the plan administrator and the Department of Employee

Trust Funds.
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Section 18  Family and Medical L eave Acts

12/18/1 The parties agree to abide by the provisons of the Wisconan Family and Medica Leave Act and the
Federd Family and Medical Leave Act of 1993, or as they may be amended.

Section 19 Child Care

12/19/1 Upon reques, the Employer will make available to employees information and materids rdated to child
care and family issues. Thisinformation will be placed in a centrdized clearly designated area.

Section 20 Americanswith Disabilities Act

12/20/1 The Union and the Employer agree that the language of this Agreement will be interpreted and gpplied in
amanner congstent with the requirements of the Americans with Disabilities Act, or asit may be amended.

Section 21  Catastrophic Leave

12/21/1 This is a program to dlow employees to voluntarily donate (transfer) annuad leave, Saturday legd
holiday, persond holiday and sabbatical leave time to employees who have been granted unpaid leaves of absence due
to catastrophic need for which no digible paid leave benefits or replacement income are available. It is understood that
these transfers are a conditiona benefit and not aright of potentid recipients.

12/21/2 Catagtrophic illness or injury is defined as an illness or injury which is expected to incapacitate the
employee and which creates a financia hardship. Catastrophic illness or injury may aso include an incapacitated family
member if this results in the employee being required to take time off from work for an extended period of time to care
for the family member.

12/21/3 A joint committee composed of equd representation of Union and Employer representatives will be
designated to establish and/or modify guidelines, policies, and processes for gpplication, approvd, review of denids and
confidentiality of requests or donations by potentid recipients and donors. One (1) representative from each certified
parent union with an Agreement containing a Catastrophic Leave provison, one (1) classfied non-represented

employee, and designated Employer representatives will comprise ajoint committee.
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12/21/4 Transfers may occur among covered employees in the same agency. Trandfers between covered
employees in different agencies may occur with the affected agencies approval. Covered employees for purposes of
this provison means any dtate employee having access to a Catastrophic Leave Program, excluding employees in
positions under s. 230.08(cm), (d) and (k), Wis. Stats., unless approved or authorized by the UW Board of Regents,
unclassified employees of the State of Wisconsin Investment Board, and dected officids.

12/21/5 The loca union shdl establish an gpproval committee, comprised of no more than three (3) union
representatives and one (1) management liaison. Leave requests must be gpproved by the loca union committee having
jurisdiction over the gpplicant. Conggtent with provisons of this section, the committee shdl have finad decison making

authority. Applicants may request areview of denias before this committee.

12/21/6 Donations shal be from within the same employing unit first and may be expanded to the agency leve
with agency gpprova. Donations shdl be on an hour for hour basis and used in order of receipt.

12/21/7 The loca union approva committee will notify the Employer of approved recipients and donors. The
Employer will transfer donated |eave from donor to recipient leave accounts. Every effort shal be made to maintain the
confidentidity of the donor(s) and recipient(s) upon request.

12/21/8 To bean digible recipient, an employee:

A. Must have completed the first Sx (6) months of an origind probationary period. (Days of catastrophic
leave benefitsto arecipient shdl be consdered as leave without pay for probationary extension purposes.)

B. Must be on approved unpaid leave of absence.

C. Must be in need of at least one hundred and sixty hours (160) hours.

D. Must be absent due to a catastrophic illness or disability of an employee or amember of the employee’s
immediate family for which medicd documentation is provided.
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E Must have exhausted dl available sck leave and have no more than sixteen (16) hours of combined

accrued annual leave, Saturday legd holiday, persond holiday and/or sabbatical leave time.

F. Must not be receiving other sdary replacement benefits.

G. Must be approved to receive transfers by the loca union gpprova committee.

H. Part-time employees will receive leave on a prorated basis up to the FTE of scheduled hours.

Must remain a state employee.

J. Cannot receive more than eighty (80) days of catastrophic leave benefits per calendar year (Prorated
based on FTE).

12/21/9 To be an igible donor, an employee:

A. Must have completed the firgt six (6) months of an origind probationary period and been a sate
employee for at least one (1) year.

B. Cannot donate a combination of more than forty hours (40) hours of accrued persona holiday,
Saturday legd holiday, sabbatica leave and/or anticipated annua leave in any calendar year (Prorated based on FTE).

C. Must remain a state employee.

12/21/10 It is understood that nothing in this Section shdl require ether the Union or the Employer to take any
action determined to beillegd or in conflict with other provisions of this Agreement.

12/21/11 It is understood that the provisons of this section are not subject to the gpped provisions of Article IV
of this Agreement.
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ARTICLE XIII
NO STRIKE OR LOCKOUT

Section 1

13/1/1 Inasmuch as this Agreement provides machinery for the orderly resolution of disputes which relate to this
Agreement by an impartid third party, the Employer and Union recognize their mutud responshility to provide for

uninterrupted services. Therefore, for the duration of this Agreement:

13/1/2 The Union agrees that neither it, its officers, agents, representatives or members, individudly or collectively, will
authorize, indtigate, cause, aid, condone, or take part in any srike, work stoppage, sit down, stay-in, dowdown or
other concerted interruption of operations or services by employees (including purported mass resignations or sick cals)

or any concomitant thereof. The Union agrees that the Employer has the right to dedl with any such drike activity by:

A. Imposing discipling, including discharge or susgpension without pay on any, some or dl of the employees
participating therein, and/or on any, some, or al of the leaders of the labor organization who so participate, as the
Employer may choose;

B. Cancding the civil service status of any employee engaging therain;

C. Seeking an injunction and/or requesting the impostion of fines dther againg the Union and/or the
employee(s) engaging therein, and/or suing for damages because of such strike activity.

13/1/3 When the Employer notifies the Union by certified mail that any of its members are engaged in any such drike
activity, the Union will immediately, in writing, order such employees to return to work, provide the Employer with a
copy of such order by certified mail within twenty four (24) hours of receipt of the notification from the Employer, and a
respongible officer of the Union will publicly order the griking employees to discontinue such conduct through the
medium of local newspapers and/or locd radio. Failure of the Union to take such action will be consdered in
determining whether or not the Union caused or authorized, directly, or indirectly, the srike. This clause is not subject
to the arbitration provisons of this Agreement but will be enforced by the ordinary processes of law.
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13/2/4 The Employer agrees that neither it, its officers, agents or representatives, individudly or collectively, will
authorize, ingtigate, cause, aid or condone any lockout. If alockout does, in fact, occur, dl affected employees will be
paid for such period of time at their regular rate of pay for time lost from work due to the lockout.

Section 2

13/2/1 In the event a dispute arises between the parties hereto with respect to whether or not the Union or any of its
officers, agents or representatives, has caused or authorized, ether directly or indirectly, a strike, work stoppage, Sit-

down, stay-in, dowdown or other concerted interruption of operations or services by employees, or in the event of a
dispute arising as to whether or not the Employer has locked out employees, such disputes will be settled as provided in

Article IV of this Agreement. This Section shdl not affect the right of the Employer to ded with any drike activity
pursuant to Section 1 of thisArticle.
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ARTICLE XIV
GENERAL

Section 1 Obligation to Bargain

14/1/1 This Agreement represents the entire Agreement of the parties and will supersede dl previous Agreements,
written or verbd. The parties agree that the provisons of this Agreement shdl supersede any provisons of the rules of
the Adminigtrator and the rules of the Secretary rdating to any of the subjects of collective bargaining contained herein
when the provisons of such rules differ with this Agreement. The parties acknowledge that during the negotiations
which resulted in this Agreement, each had the unlimited right and opportunity to make demands and proposas with
repect to any subject or matter not removed by law from the area of collective bargaining, and that dl of the
understandings and agreements arrived a by the parties after the exercise of that right and opportunity are set forth in
this Agreement. Therefore, the Employer and the Union for the life of this Agreement, and any extenson, each
voluntarily and unqudifiedly waives the right, and each agrees that the other shdl not be obligated to bargain collectively
with respect to any subject or matter referred to or covered in this Agreement, or with respect to any subject or matter
not specificaly referred to or covered in this Agreement, even though such subject or matter may not have been within
the knowledge or contemplation of ether or both of the parties at the time that they negotiated or signed this Agreement.

Section 2 Partial Invalidity

14/2/1 Should any part of this Agreement or any provision contained herein be declared invaid by operation of law or

by any tribund of competent jurisdiction, such invdidation of such part or provison shal not invadidate the remaining

portions hereof and they shdl remain in full force and effect.

Section 3 Definition of Probationary Employee

14/3/1 The term “probationary employee’ as used in this Agreement relates to dl employees serving on a probeationary

period as defined below. All origina and al promotiona appointments to permanent, sessiona and seasond positionsin
the classfied service shdl be for a probationary period of six (6) months, except as specificaly provided in s. 230.28,
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Wis. Stats,, and ch. ER-MRS 13, Wis. Admin. Code, in the cases of trainees, intern classes, reinstatement, transfer,
and demotion, or where longer probationary periods are authorized.

14/3/2 The incluson of this Section in the Agreement is for informationa purposes only and does not conditute
bargaining with respect to the subject matter of this Section. Further, any amendment to the aforementioned law or rule
governing probationary periods will require an immediate amendment to this Section.

Section 4 Retroactivity

14/4/1 No provision of this contract will be retroactive unless pecificaly so stated.
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ARTICLE XV

TERMINATION OF AGREEMENT

15/1/1 Except as otherwise provided herein, the terms and conditions of this Agreement shal continue in full force and
effect commencing May-1+4-2003, and terminating on June 30, 20035, unless the parties mutudly agree to extend any
or dl of the terms of this Agreement. Upon termination of the Agreement, dl obligations under the Agreement are
automatically canceled, except that the provisons of the grievance procedure shdl continue in effect for such period of

time asis necessary to complete the processing of any grievance presented prior to the termination of the Agreement.
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NEGOTIATING NOTE #1
2001-2003-2003-2005 AGREEMENT

Public Transportation

Both the Employer and the Union agree bargaining unit employees should be encouraged to utilize public
trangportation as much as possible to go to and from work. The Employer, therefore, agrees to meset at the request of
the Union at mutually agreed times to discuss ways in which to achieve that god.

NEGOTIATING NOTE #2
2001-20032003-2005 AGREEMENT

Add-On Pay

The BepartmentOffice of State Employment Relaions and the Union will meet & mutualy agreesble times to

discuss add-on pay for the following skill aress:

Certified Public Accountant (CPA)
Certified Generd Appraiser

Purchasing Agent/Procurement Specidist
Assessor |1

Bilingual

m o 0 m »

Any add-on must be mutualy agreed to by the Union, BepartmentOffice of State Employment Relations and all
affected agencies prior to implementation.
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NEGOTIATING NOTE #3
2003-2005 AGREEMENT

Lump Sum L anguage

If lump sum payment language should become necessary due to dday in implementation of this Agreement, the

parties agree that Article X1, Section 4, will be modified to reflect such needed changes. It is further agreed that retired

and laid off employees will be digible to recave any lump sum payments to which they would have otherwise been

entitled but for the dday in implementation of this Agreement.
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MEMORANDUM OF UNDERSTANDING #1
1999-2001 AGREEMENT
Electronic Job Information System

DATE: February 22, 2000

TO: Art Foeste, President
Wisconsin Professonad Employees Council

FROM: Peter D. Fox, Secretary

SUBJECT: Deveopment of an Electronic Job Information System

During negotiation of the 1999-2001 WPEC Agreement, there has been ongoing discussion between the parties
regarding development of an dectronic job information sysem (EJS). While WPEC's EJIS proposds to date have
limited this system to WPEC vacancies, | believe that such a system would benefit al current state employees, aswell as
other persons interested in civil service employment. As such, | am committed to the development and implementation
of asystem that will include al civil service vacancies and is available on a satewide basisto dl interested individuds.

To that end, | will be establishing a Joint Task Force to be convened no later than April 15, 2000. The charge of this
Task Force will be to create a model EJIS and submit recommendations for its implementation to the Department of
Employment Relations (DER). The Task Force will be composed of one representative appointed by each parent union
and an equa number of Employer representatives. Representatives appointed by the various unions to serve on this
Task Force will do so without loss of pay.

At aminimum, the EJ'S should include the following mgor components:

1. One centra location which is easly accessible by personsinterested in a civil service postion;
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2. Positions posted on DER's current webgte (i.e., positions contained in the Current Opportunities Bulletin and
the State Employee Promotiond and Transfer Job Opportunities Bulletin) and al permanent represented
vacancies will be posted on the one centrd location;

3. All rdevant information necessary for the application process will be provided for each posted vacancy.

The Task Force will submit its EJ'S modd and recommendations for implementation to the Secretary of DER no later
than August 1, 2000. The Secretary of DER or designee will review the recommendations of the Task Force and, if
modifications are necessary, will return the recommendations to the Task Force no later than September 15, 2000. If
returned to the Task Force, the Secretary will adso specify a date by which the modifications will be completed. If no
modifications to the Task Force recommendations are required by the Secretary, the EJIS will be implemented as soon
as adminidratively feasible within exigting resources and available funding.

As you have recognized during discussons a the bargaining table, such a sysem will require careful planning and
development. | believe that dlowing a Joint Task Force to create the EJS will result in a system that is beneficid to
both the Employer and the Union.

MEMORANDUM OF UNDERSTANDING #2

2001—20032003-2005 AGREEMENT

DCA CRITERIA JUSTIFICATION PROVIDED TO DCA ADVISORY GROUPS

Beginning July 2002, DCA judifications provided to DCA Advisory Groups for review must include the
fallowing:

A. Significant and Permanent Changes in Job Duties: Description of the new duties and tasks assumed by

the employee;
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B. Equity: Wages of the employeg(s) to whom comparison was made and the agency(ies) where the
comparable work is performed;

C. Retention: Detal the knowledge base and/or skill sets, and the degree of disruption to agency
operations.
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MEMORANDUM OF UNDERSTANDING #3
2001-20032003-2005 Agreement

EmployeeMedical-Certification-HrfermationCommittee for Employee Health Information

It is hereby agreed that it is in the best interest of both the Wisconsin Professonal Employees Council and the State of

Wisconsn that records regarding employee hedth be managed in such a manner as to both protect employee rights of

privacy and to meet the needs of the employer. It is dso agreed that uniform practices across state agencies are

important for appropriate records management. Accordingly, it is agreed that a Committee for Employee Hedth

Information shal be esablished to examine the management of employee hedth information.  The Committee shall

conss of three members appointed by the Union and three members appointed by the Employer. The Committee

membearswill attend joint committee meetings without |0ss of pay.

The Committee shal examine and make recommendations regarding:

1. The nature of employee hedth information collected by the employer; the circumstances under which the

information is collected; the sate and federd satutory and rule requirements concerning Employee hedth information;

and the type of authorizations that must be provided by employees for release of information to the Employer.

2. The nature and levels of controls on access to the hedth information.

3. Uniform_policy regarding management and release of Employee hedth information held by the
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4, Uniform policy regarding protection of Employee privacy regarding hedth information held by the
Employer.

5. Uniform poalicy regarding the qudifications of the persons analyzing the Employee hedth information for
purposes of making judgement about the capakilities of the Employee.

The Committee will submit its recommendations for implementation to the Director, Office of Sate Employment

Rdations (OSER) not later than September 1, 2004. The Director, OSER or designee will review the

recommendations of the Committee no later than October 15, 2004. |If returned to the Committee, the Director, OSER

will a0 specify a date by which the modifications shadl be reviewed and a recommendation resubmitted. Once the

recommendations are acceptable to the Director, OSER, a plan of implementation will be devdoped within 90 days.

MEMORANDUM OF UNDERSTANDING #4
2001-20032003-2005 AGREEMENT

Parking/Public Transt Account

It is possible that, during the life of this Agreement, the Department of Employee Trust Funds (DETF) will
develop an account system similar to or part of the Employee Rembursement Account (ERA) Program that will dlow
state employees to pay for work-related parking and trandt on a pre-tax basis. The Employer and Union agree that if
such an account system is developed and implemented, employees covered under this Agreement will be alowed to
participate in the syssem. By agreeing to alow such participation, the Employer and Union aso agree thet al dates,
rules and conditions established by the DETF for the system’ s implementation and administration will apply.
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MEMORANDUM OF UNDERSTANDING #5
2001-2003 AGREEMENT

SPECIAL AGENT PROGRESSION PLACEMENT

During negotiation of the 2001-2003 Agreement, concerns were raised regarding placement of the Specid
Agents upon classification reassgnment to pay range 07-30. For that reason, the parties agree that the Department of
Jugtice (DOJ) will re-assess the placement of Specia Agents hired prior to January 1, 2001. The bass of that re-
asessment will be rdlevant law enforcement experience as outlined in the DOJ HAM judtification used in January,
2001. Based on the re-assessment, the affected Specid Agents will be placed at the appropriate leved in pay range 07-
30, effective June 30, 2002. Affected Specid Agents will dso receive a lump sum payment equa to the incresse
received under the re-assessment, multiplied by the hoursin pay status from July 1, 2001, through June 29, 2002.
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MEMORANDUM OF UNDERSTANDING #7
2001 — 2003 AGREEMENT

CALCULATION OF VACATION HOURSDUE TO DELAY
INAGREEMENT IMPLEMENTATION

A. The parties agree that vacation hours shal be granted to exempt employees for the period beginning July
1, 2001 to the effective date of the Agreement. Except as noted in B. and C., below, an exempt employee in pay status
as of the effective date of this Agreement will receive vacation hours equal to what would have been received under the
new exempt vacation schedule shown in Article 12/5/2, for dl hours in pay datus in a WPEC classification from
July 1, 2001, to the effective date of the Agreement, minus the amount actudly received for that time period.

B. Eligible exempt employees on leave of aisence from a bargaining unit position during the period July 1,
2001 to the effective date of the Agreement, will not receive vacation hours under A., above, until they return to pay

dausin an digible position during the term of this Agreement.

C. Exempt employees who were laid off from a bargaining unit position during the period July 1, 2001 to
the effective date of the Agreement will receive alump sum payment for the value of vacation hours caculated under A.,
above, for hoursin pay satusin a WPEC classfication from July 1, 2001 to the date of layoff.

D. Vacation hours calculated under A., above, will be credited as termination/sabbetical leave and
recorded on employee check stubs as soon as adminidratively feasible.  Such hours will be credited as
termination/sabbetica leave even if an employee is not digible for termination/sabbaticd leave pursuant to other

provisons of this Agreement.
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MEMORANDUM OF UNDERSTANDING #8
2003-2005 AGREEMENT

PILOT PROGRAM FOR STEWARD/GRIEVANCE REPRESENTATIVE TRAINING

The Employer and the Union understand the importance of trained supervisors and grievance representatives in

the adminisration of the collective bargaining agreement. The Agreement is best administered when both supervisors

and seward/grievance representatives understand their rights, roles, responghilities and limitations.  The date offers

basc and advanced |abor rdations training to its supervisors to assst them in appropriatdy and fairly adminisering the

Agreement. It isin our mutud interest that union seward/grievance representatives aso be properly trained to fulfill

thar role as it relaes to contract interpretation and administration. In furtherance of that mutud interest, the Employer

and the Union agree to support a pilot program for the training of Steward/Grievance Representatives.

Annudly, up to twenty (20 union stewards will be dlowed up to eight (8) hours without loss of pay to attend

geward training. The employees must give the employing unit fourteen (14) cdendar days advance notice of ther

attending this training. Management may deny attendance based on operationa needs. The union may request and the

Employer may dlow additiona union sewards, beyond the limits specified above, to attend seward training without

loss of pay.

Training curriculum will be developed by the Union and shared with OSER four weeks prior to the Sart

of training. OSER concerns with the training curriculum will be discussed between the parties. Ingtructors will

be salected by the Union. A list of attendees will be provided to OSER within two weeks following the session.

The pilot program will be jointly evdluated by the Employer and Union to determine if it meets thair mutua

interests. It isof specid interest to the Employer that there be sufficient, qudified union sewards at various work Stes

to help minimize issues of timdiness or lost work time due to the potentia limited availability of sewards. This

Memorandum of Understanding sunsets on June 30, 2005, regardless of contract extension, unless the parties mutualy

agree to extend.
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MEMORANDUM OF UNDERSTANDING #9
2003-2005 Contract

REINSTATEMENT ELIGIBILITY AND RESTORATION RIGHTSFOR EMPLOYEESLAID OFF
DURING THE 2003-2005 FISCAL BIENNIUM DUE TO AGENCY ELIMINATION OR
TRANSFER OF FUNCTIONSTO ANOTHER STATE AGENCY

Employees laid off during the 2003-2005 fisca biennium because the sate agency at which the person was last

employed is diminated or because the functions performed by the person are transferred to a different sate agency,

shdl have reingtatement digibility according to 8/5/1 of the agreement and restoration rights according to 8/4/1-8/4/6 of

the agreement to the state agency to which the functions previoudy performed by the person are transferred.

MEMORANDUM OF UNDERSTANDING # 10
2003-2005 AGREEMENT

CONTRACTING OUT

During the course of negotiations for the 2003-2005 Agreement, concerns were raised by the union regarding

contracting out for services under chapter 16 procurement procedures. As part of ensuring fisca responghility in sate

government, the gate is committed to managing contracts for services in a manner consstent with the best interests of

the gate as awhole. It is essentid that the state comply with rdevant statutes, adminigtrative rules, DOA procurement

policies, and collective bargaining agreements when contracting for services. The sate wishes to give effect to the letter

and intent of those satutes, rules, procedures, and agreements while continuing to streamline procurement procedures

0 as not to unduly delay the performance of state services. In an effort to address these concerns, the parties agree to

the fallowing:

1 DOA will develop a shared format to be used by all agencies to track the purchase of contracted

services. If a centralized, electronic procurement system becomes available during the biennium, that sysem may be
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substituted. Information gathered in this manner will be shared by agencies with the union on an annua basis. This
shared format will be developed and distributed to agencies not later than March 1, 2004.

2 State agencies will abide by current state procurement policies and collective bargaining agreements

regarding notice of contracting out to unions. In addition to providing notices currently required by existing statutes,

rules and procedures, a notice will be issued to the union for all vendor-managed service contracts no later than 5

working days prior to the each service engagement. This notice will include the type of services to be performed and

a justification of need consstent with the reguirements of the DOA Procurement Manual. If unforeseen

circumstances prevent the issuance of the notice 5 working days prior to the service engagement, a notice will be

issued as soon as possible consistent with business needs.

3 DOA will issue a memorandum to agencies by January 2, 2004, clarifying the process that is required

to be followed when a request for purchasing authority is issued and when the delegated contract process is followed,

consistent with relevant statutes, administrative rules, procurement policies, and collective bargaining requirements.

This memorandum will emphasize the importance of providing timely notice to affected labor organizations at the

appropriate points in the process, and the importance of preparing a justification of need for contracted services that

includes a statement showing why the services can be performed more economically or efficiently by contract rather

than by current state employees or by hiring permanent, project, or limited term employees.

4) Over the term of this contract, DOA will coordinate a review of two specific contracts that are for

work performed by this union and that are identified by the union. The information technology services contract will

not be digible for this review, dthough individua hires off of the contract may be reviewed. This pilot review will

analyze available documentation regarding the procurement process used, scope, term, and cost of the contract,

information submitted by the union that bears on the contract, and other relevant factors. Upon completion, DOA will

meet with the union to discuss the results of its review.

5 An advisory group will be established and comprised of five management members and five union

members for the purpose of advising the DOA secretary, by July 1, 2004, on the procurement of services that are

normally performed by bargaining unit members. The Wisconsin Professonal Employees Council shall be granted at

least one of the five union membership seats on this advisory group. Advisory group members will attend meetings of

the group without loss of pay. The advisory group may forward consensus recommendations to the DOA secretary on

the following issues:

a) the relevant factors to be considered in preparing the justification of need required under

current procurement procedures;
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b) the preparation of accurate, economical, efficient and effective analyses,

C) consideration of whether procurement statutes, rules, policies and procedures need to be

modified to ensure that appropriate analysis can be performed without unduly ddlaying the performance of state

services; and

d) procedures to ensure agency compliance with union notification requirements.

The advisory group may provide consensus recommendations, if any, to the DOA secretary by July 1, 2004. The

DOA secretary will meet with the advisory group to discuss its recommendations.

This Memorandum of Understanding sunsets on June 30, 2005, regardless of contract extension, unless the parties mutualy

agree to extend.

MEMORANDUM OF UNDERSTANDING #11
2003-2005 AGREEMENT
AGREEMENT BETWEEN THE STATE OF WISCONSIN
AND
WISCONSIN PROFESSIONAL EMPLOYEES COUNCIL

EMPLOYEESELECTED OR APPOINTED ASPRESIDENT OF AFL-CIO LABOR BODY
OR
PRESIDENT OF AFT WISCONSIN

The purpose of this Agreement between the State and WPEC is to presarve sdary and salary-generated

benefits of sate employees who are dected or appointed as the president of an AFL-CIO central 1abor body or the

AFT Wisconsn organization and to fully reimburse the gtate for its cods of the sdary and sdary-generated benefits for

the time spent by those empl oyees during that eected or appointed period.

The State of Wisconsn hereby agrees to continue base pay and benefits for any employee who is eected or

appointed as the president of an AFL-CIO centra labor body or AFT Wisconsin organization and who is granted a
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leave of absence without pay to serve in such podtion pursuant to Article Xl1I, Section 12/7/8 of the 2003-2005

Agreement. Other provisions of 12/7/8 shal remain in effect.

Continuation of this Agreement is contingent upon the Wisconan Professona Employees Council (WPEC)

reimbursing affected agencies for sdlary and sdary-generated benefit costs attributed to the employeg(s). The amount
of rembursement each pay period will be based on the employee(s)’ s base hourly rate plus the additiona hourly benefit

rate to cover the full codt to the state of each employee’ s payraoll and fringe benefits as determined by theindividud’s

Centrd or University of Wisconsin Payroll deductionsfor A, B, and C payrolls, respectively.
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The obligation for the continued payment by the state agencies of sdary and benefits to the sate employees

dected or appointed as the president of an AFL-CIO centrd labor body or AFT Wisconsin organization is contingent

upon reimbursement to those agencies by WPEC and with compliance of the following procedures:

1. This Agreement shall apply only to employees dected or appointed as the presdent of an AFL-CIO

central labor body or the AFT Wisconsin organization in accordance with 12/7/8 of the collective bargaining agreement.

Upon each such occasion, the Union Presdent will provide the Office of State Employment Relations (OSER) with the

following information name of employeg(s), agency where employed, date(s) on which the employee will be absent to

participate as president.

2. The affected state agency shal maintain the employee in pay status not to exceed eight (8) hours per

scheduled work day for dl days in each work week during a pay period in which the employee is on leave under
Section 12/7/8.

3. WPEC shdl catify, in writing to OSER at the conclusion of each pay period in which an employee was

enogaged in union business pursuant to this Agreement, the tota amount of reimbursement due to each of the affected

agencies for that pay period. Agencies will reconcile these amounts and notify OSER who will, in turn, notify WPEC of

any discrepancies.

4. WPEC shdl remburse each individud sate agency by ddivering to OSER a check for each such
agency in the amount certified by OSER. Reimbursement by WPEC for each biweekly period shal be made no later

than the Wednesday before the date of issue of affected employees paychecks for each pay period. In the event

rembursement is not received on or before Wednesday, employee paychecks will not be issued until appropriate

adjustments can be made to reflect a change to Leave Without Pay Status for time spent during the pay period.

5. Disagreements by WPEC about the amounts certified by OSER shall not be grounds for withholding,

ddaying, or reducing payments to the sate agencies.

6. Failure by WPEC to reimburse the amounts as cartified by OSER to any agency within the time limits

st by this Agreement shal void this Agreement and rel ease the State and its agencies from any further obligation under
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this Agreement to maintain the pay status for desgnated employees while engaged in union business, and the obligations

of the State under this Agreement will not be restored by tender of reimbursement by WPEC at any later date or by

collection by the State.

This Agreement is effective upon execution by the parties and will terminate on June 30, 2005, unless modified or

extended by mutua consent of the parties.

For the Union: For the State:

Ron Danowski, President Date Karen E. Timberlake, Director Date

Wisconsin Professonad Employees Council Office of Sae Employment Relaions

147



APPENDIX A
2001-20032003-2005 AGREEMENT

Broadband Pay System

Section 1 Coverage

The provisons of this Appendix apply to permanent employees in positions dlocated to classfications assigned

to a broadband pay range existing on the effective date of the contract or newly implemented during the term of the

contract.

Section 2 Effective Date

The provisions of Appendix A are effective with the effective date of the Agreement.

Section 3 Definitions

The definitions st forth in ss. ER 1.02 and ER-MRS 1.02, Wis. Admin. Code, shal be used for purposes of
Appendix A with the following additions:

A. “ Appointment Maximum” means the maximum base hourly rate an employee may be granted when
gppointed to a covered position assigned to that * gppointment maximum,” except as otherwise provided under Section
4, E. (Pay On Promotion), F. (Pay on Voluntary Transfer), G. (Pay on Involuntary Transfer), or |. (Pay on
Reingatement or Restoration), below. The “agppointment maximum” is not the maximum of the pay range. Different
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classfications assgned to the same pay range may have different gppointment maximums.  See dso “Temporary

Appointment Maximum.”
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B. “ Effectivereceipt” means the date a recommendation is received by the office within the agency that
has been ddlegated, in writing, effective receipt authority by the gppointing authority.

C. “New Appointment Maximum” means the appointment maximum of the classfication an employeeis

moving to as the result of a personnd transaction. The new appointment maximum is not necessarily different from the

appointment maximum of the employee' s previous posgtion.

D. “New Pay Range Maximum” means the pay range maximum of the dlassfication an employee is

moving to as the result of a personnd transaction. The new pay range maximum is not necessaily different from the pay

range maximum of the employee' s previous postion.

E. “Red Circled Pay Rate” means the base pay rate received by an employee which is above the pay

range maximum for the classfication of the employee’ s position. Employees whose pay has been red circled as a result

of a personnd transaction or other circumstance shall continue to receive their present rate of pay until the pay range

maximum exceeds their present red circled pay rate. Such employees shall not be digible to recaive any cumulative pay

adjustments, except as authorized in the compensation plan or the appropriate collective bargaining agreement.

CF. “Temporary Appointment Maximum” means an appointment maximum which is established
temporarily for a specific covered position due to speciad market needs. Except as otherwise provided in Section 4/E.
(Pay on Promotion), F. (Pay on Voluntary Trangfer), G. (Pay on Involuntary Transfer) and I. (Pay on Reinstatement or
Regtoration), below, the “temporary gppointment maximum” is the maximum base hourly rate an employee may be
granted when gppointed to the specific position for which the “temporary appointment maximum” is gpproved. Once
the position for which the “temporary gppointment maximum” has been gpproved is filled, the “temporary gppointment

maximum” expires,
A “temporary gppointment maximum” will be established only under exceptiona circumstances and

must be pre-approved by the DepartmentOffice of State Employment Rdaions BOSER). See aso “ Appointment

Maximum.”
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BG. “Within Range Pay Step” means an amount equa to three percent (3%) of the minimum of the
gpplicable pay range.
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Section 4 Transaction Pay Adjustments
A. Determining Pay Adjustmentsfor Personne Transactions
1 Except as modified by 2., below, and C. through I., of this section, dl transaction pay
adjustments for employees moving to or between covered positions shall be determined in accordance with ch. ER 29

(Compensation Adminigtration Provisons), Wis. Admin. Code.

2. For purposes of Appendix A, al references to “PSICM” shdl be changed to “minimum” in
gpplicable sections of ch. ER 29, Wis. Admin. Code.

B. Pay on Completion of All Pay Transactions (Minimum Requirement for Employees)

Upon completion of any personnd transaction, employees shdl receive a base pay rate not less than the
minimum rate for the classification whether or not the employee is serving a probeationary period.

C. Pay on Completion of the First Six Months of a Probationary Period

No sx month probationary increases shdl be granted to employees upon completion of the first sx
months of any probationary period.

D. Pay on Original Appointment

An employee' s base pay may be st a any rate which is not less than the minimum of the applicable pay
range and not greater than the gpplicable gopointment maximum.

E. Pay on Promaotion

1 Except as provided in 2. beow, an employee’ s base pay rate may be s&t, a the discretion of
the gppointing authority, in accordance with ether of the following:
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a The minimum of the pay range through its applicable appointment maximum, or
b. The minimum of the pay range through a rate equd to the employee' s current base pay
rate plus four (4) within range pay steps, subject to the pay range maximum.

2. An employee's base pay will be increased by an amount not |ess than eight percent (8%) of the
pay range minimum, subject to the applicable appointment maximum.
F. Pay on Voluntary Transfer

1 Except as provided in 2., below, an employee's base pay rate may be set, at the discretion of
the gppointing authority, in accordance with either of the following:

a The minimum of the pay range through its applicable gppointment maximum; or

b. The minimum of the pay range through arate equa to the employee' s current base pay
rate plus four (4) within range pay steps, subject to the pay range maximum.

3. Employees who voluntarily trandfer to a podtion in a classfication assigned to a higher
gppointment maximum or higher classfication series level within the same pay range will recaive an increase of not less

than eight percent (8%) of the pay range minimum, subject to the new gpperatmentpay range maximum.

G. Pay on Involuntary Transfer or Pay on Transfer in Lieu of L ayoff

The appointing authority may use the pay on appointment flexibility provided for voluntary transfers to

st pay rates for employess who are involuntarily transdferred or who trandfer in lieu of layoff, with the following

limitations

1 Pay on involuntary transfer does not apply to employees who are involuntarily transferred for
disciplinary purposes.
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2. Employees who are involuntarily transferred or who trander in lieu of layoff shal be pad a least

the employee’ s present rate of pay. If the employee' s present rate of pay exceeds the new pay range maximum, it shall
bered circled.

23. Employees who are involuntarily transferred, for other than disciplinary purposes, or who
trandfer in lieu of layoff to a postion in a classfication assgned to a higher gppointment maximum or higher classfication

series leve within the same pay range, will receive an increase of not less than eight percent (8%) of the pay range
minimum, subject to the new appelatrent-pay range maximum.

H. Pay on Demotion in Lieu of L ayoff

The appointing authority may use the pay on appointment flexibility provided for voluntary transfers to

st pay rates for employees who demote in lieu of layoff, except that employees shall be paid at least the employee’ s

present rate of pay. |If the employee’ s present rate of pay exceeds the new pay range maximum, it shall be red circled.

Hl. Pay on Reclassification and Reallocation

1 Except as provided in B

2., below, pay on
regrade as a result of reclassfication or reallocation will be in accordance with s. ER 29.03(3), Wis. Admin. Code,
except that an employee reclassified or redllocated to a classification in ahigher pay range will receive an increase in the
amount of eight percent (8%) of the pay range minimum or the minimum of the pay range, whichever is gregter.

2. Regraded employees whose positions are reclassified or redlocated to a classfication assgned
to a higher gppointment maximum or higher classfication series level within the same pay range will receive an increase

in the amount of eight percent (8%) of the pay range minimum, subject to the new gppointment pay range maximum.

H. Pay on Reinstatement or Restoration

Pay on reingtatement or restoration will be set in accordance with s. ER 29.03(6) or (7), Wis. Admin.
Code, respectively, with the following exception. If the appointment maximum corresponding to the position to which
the employee is reindating or restoring is greater than the last rate received plus intervening adjustments, as determined
under the gpplicable section of ch. ER 29, Wis. Admin. Code, the gppointing authority may set the employee' spay a a
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rate not to exceed the gppointment maximum. Refer to Section 5/1 for the trestment of Discretionary Compensation
Adjustments when determining an employee' s pay on reingtatement or restoration.

JK. Pay on Movement of Classification to a Higher Appointment Maximum
Employees whose positions are dlocated to a classfication that is moved to a higher appointment
maximum within the same pay range will receive an increase in the amount of eight percent (8%) of the pay range
minimum, subject to the new gpperitmentpay range maximum.

KL. Reporting Requirements

1. Agencies will provide a Pay on Appointment Report as required by BEROSER. Information
provided on this report will include the following:

Agency name and number

o o

Employee name

c Employee classfication title

d. Sdary prior to adjustment (excluding Pay on Origind Appointment)
e. Sdary after adjusment

f. Employee seniority date

s} Effective date of the appointment

2. DBOSER will provide the Union office with the Pay on Appointment Report on a quarterly basis
within forty-five (45) days of the end of the quarter, and in eectronic format. BOSER will meet with WPEC to review
the Pay on Appointment quarterly report.

Section 5 Discretionary Compensation Adjustment

A. Granting of Adjustments. Discretionary Compensation Adjustments (DCAS) will be granted at the
sole discretion of the gppointing authority.
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B. Concept. The DCA s intended to provide the gppointing authority with the discretion to provide
employees with additionad economic recognition. The gppointing authority shal only grant DCA’s in accordance with
the following criteria.  The criteria must be applied in a non-discriminatory manner.  Written judtification must be
provided to substantiate the adjustment.

1 Sgnificant and permanent changesin job duties: This shdl be defined as newly assgned duties,
or duties which were an evolution of the originaly assigned functions and which are of a grester scope, impact, and/or

complexity compared to the previous functions.

2. Pay Equity: This shdl be defined as when the employee is determined to have a dary that is
lower than other employe(s) in the same classification performing the same type of work.

3. Retention: This shdl be defined as the knowledge base or kill setsan employee  utilizes which,
if lost, would disrupt operations and/or be costly to replace.

C. Amount.

1 Except as provided in 3., below, the DCA may be granted in any amount up to four (4) within
range pay steps, subject to the maximum of the pay range. The DCA may be granted as a base pay adjustment and/or

in alump sum dollar anount.

2. An employee may receive more than one DCA during the fiscd year, however, the total amount
granted in the form of DCASs in the fiscd year may not exceed an amount equa to four (4) within range pay steps,
except as provided in 3., below. The DCA four (4) within range pay step limit per fiscd year per employee includes
DCAs granted by one agency or by multiple agencies. For the purpose of agpplying the four (4) within-range step
limitation, lump sum Discretionary Compensation amounts will convert to base pay equivaents asfollows: the lump sum
Discretionary Compensation amount, divided by the number of standard work hours in the fiscd year, equas the base
pay equivaent.

3. In exceptiona circumstances, an agency Secretary may submit a request to the Secretary—of
DERDirector of the Office of State Employment Relaions to exceed the four (4) within range pay step limit specified in
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1. and 2, above. This request must be accompanied by comprehensve judification. If gpproved by the
SecretaryDirector of BOSER, the request will be forwarded to the Secretary of the Department of Adminitration
(DOA) for find gpprova. Approva of both the BOSER Director and DOA Secretariesy must be obtained prior to

awarding any DCAs which exceed the four (4) within range pay step limit.

D. Effective Date. DCAs may be granted a any time during the fiscal year. The €effective date of an
adjustment will be the beginning of the first pay period following effective receipt of the DCA recommendation.

E. Agency Adminigtration. Agencies must develop adminigtrative procedures which will be used to
grant DCAs prior to award of any DCAs. No agency or university campus may award DCAs until its procedures have
been reviewed by BOSER. Information regarding each agency’ s procedures will be provided to covered employeesin

thet agency annudly.
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F. DCA Advisory Group

1. Each agency or university campus with WPEC represented broadbanded employees will
edablish a DCA Advisory Group. Each DCA Advisory Group will condst of not more than two (2) management
representatives and two (2) union representatives. The union will select the two (2) union representatives to serve on
the Advisory Group, who must be broadbanded employees or a union steward, employed within the agency or
universty campus.  The union will keep the Employer informed of bargaining unit Group members in each agency or
univergty campus. Absent sdection of union representatives, no Advisory Group will be formed in that agency or

universty campus.

2. The purpose of the DCA Advisory Group is to independently review DCA recommendations
proposed under the provisons of this collective bargaining Agreement and advise the gppointing authority as to whether
the agency’s DCA criteria have been met. The Advisory Group may not comment on the amount of the proposed
DCA or recommend that additiond DCAs be awarded. This Group will function in an advisory capecity only. The
gppointing authority or his’her designee has the sole discretion to approve or deny award of DCAS.

3. The management designee as determined by the gppointing authority, will forward DCA
recommendations to DCA Advisory Group members for review prior to submittd to the gppointing authority for
decison. Documentation provided to Group members for review will be that which is required by the agency’s DCA
process. A management representative will chair the DCA Advisory Group. The DCA Advisory Group will meset or
teleconference for discussion purposes a times coordinated by the Group chair. The chair will determine the amount of
time in which the Advisory Group will provide a written response. Whenever feasible, the Advisory Group will be given
five (5) working days after receipt of documentation for review. The chair will provide the written response from the
Advisory Group to the gppointing authority. Group comments shdl be taken into congderation by the gppointing

authority. Bargaining unit Group members may request use of work time to review DCA recommendations.

G. Reporting Requirements.

1. Agencies that grant DCAs will provide reports as required by BOSER, including a DCA
Recommendation Report. Information provided on this report will include the following:
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Agency name and number

o o

Employee name

C Employee dassfication title

d. Amount of DCA

e Employee salary prior to DCA

-

Employee sdary after DCA
Employee seniority date

2 «

Applicable criteria
Effective date of the award

2. DOSER will provide the Union office with the DCA Recommendation Report on a quarterly
basis within forty-five (45) days of the end of the quarter, in eectronic format. BOSER will meet with WPEC to review
the DCA quarterly report.

3. Copies of the written DCA judtification will be retained on file at the awarding agency, and will
be available upon request of the Union.

H. Funding. The DCA is not consdered a“sdary adjusment” for which supplementa alotments may be
provided under s. 20.865, Wis. Stats.

l. DCAswill not be consdered an intervening adjustment for purposes of determining an employee's pay

on reingtatement or restoration.

J. At the annua performance review, an employee may discuss with the supervisor the employee's

opportunity for DCAs.

K. Employees may sdf-nominate to their supervisor no more than once per fisca year.
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Appendix B {Cent)

PAY SCHEDULE 07: FISCAL & STAFF SERVICES

Effective April-20,-2003 through June 30,-2003June 26, 2004
Official Hourly Basis Annual Basis*
Pay Range Minimum| Appt. Max. 1 Appt. Max. Maximum|[  Within Range 8% of the minimum) Minimum| Appt. Max] Appt. Max. Maximum
2 Step| 1 2
07-02 22.814 36.503 41.748 50.191 0.685 1.826 47,636 76,218 87,170 104,799
07-03 19.505] 30.233 na 40.961 0.586 1561 40,726 63,127 na 85,527,
07-04 14.967| 23.948 na 32.928 0450 1.198 31,251 na na 68,754
07-05 11.886) 19.315 na 26.744 0.357, 0.951 24818 na na 55,841
07-30 19.6%4 na na 23543 0.591] 1576 41,121 na na 49,158
07-31 24.721 na na 29.038 0.742 1.978 51,617 na na 60,631
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*Egtimatesfor informational purposesonly. The Official Hourly Rateisused for payroll purposes.
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PAY SCHEDULE 07: FISCAL & STAFF SERVICES

Effective June 27, 2004 thr ough June 30, 2005

Official Hourly Rate Annual Basis*
Pay Minimum Appt. Appt. | Maximum |Within Range| 8% of the minimum | Minimum | Appt. Appt. | Maximum

Range Max.1 | Max. 2 Step Max.1 | Max. 2

07-02 23.043 36.869 | 42.166 50.695 0.692 1.844 48,114 76,982 | 88,043 | 105,851
07-03 19.701 30.537 41.373 0.592 1.577 41,136 63,761 86,387
07-04 15.117 24.188 33.258 0.454 1.210 31,564 50,504 69,443
07-05 12.005 19.509 27.012 0.361 0.961 25,066 40,734 56,401
07-30 19.991 23.879 0.600 1.600 41,741 49,859
07-31 25.069 29.429 0.753 2.006 52,344 61,448

*Egtimatesfor informational purposesonly. The Official Hourly Rateisused for payroll purposes.
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Range07-30 Range07-31 Range 07-30 Range07-31
A 19213 A A 19.694 A 24721
B 20-466 B B 20978 B 25-:801
G 211737 G G 22260 G 26-880
b 22968 B B 23543 b 24958
E E 29.038
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Appendix B {Coent)

PAY SCHEDULE 07: FISCAL & STAFF SERVICES

Semi-Automatic Pay Progression Structure

Semi-Automatic Pay Progression Structure

through June 26, 2004

June 27, 2004 thr ough June 30, 2005

Special Agent and Excise Tax Agent Schedule Special Agent and Excise Tax Agent Schedule
Range 07-30 Range 07-31 Range 07-30 Range 07-31
min max min max min max min max
19.694 23.543 24.721 29.038 19.991 23.879 25.069 29.429
progr ession points: progression points: progression points: progression paints:
A 19.694 A | 21 A 19.991 A | 25069
B 20978 B | 5811 B 21.288 B | 26160
c 22.260 c 26.880 c 22.583 C | 2r249
D 23543 D 27.958 D 23.879 D 28.338
E 29.038 E 29.429
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APPENDIX C
2001-20032003-2005 Agreement

Progression Adjustment for Certain WPEC Classfications

A. Effective Date. The provisions of this appendix are effective July 14, 2002.

B. Highility. All employees in postions alocated to classfications specified in C., beow, will be digible
for a base-building progression adjustment, except as follows:

1. An employee whose base pay rate is equa to or greater than the gpplicable pay range
limitations stated in C., below.

2. An employee who has received an unsatisfactory performance evauation within sx (6) months
prior to the granting date. The denid of a progresson adjustment based upon unsatisfactory performance is not
grievable under Article IV of this Agreement. Employees must be natified of the unsatisfactory performance in writing.
The written natification will indlude:

a Details of each occurrence of unsatisfactory performance; and

b. Identification of goas and expectations stated in terms that are measurable and which
gpecify how expectations are to be accomplished including supervisory follow-up in intervals of not more than two
months. The two month period may take absences into consideration.

3. An employee who has received an unsatisfactory performance evauation will receive a new
performance evauation within six (6) months, or prior to the next scheduled progression adjustment, whichever is

sooner.
4, Upon satisfactory completion of the goa's and expectations, the supervisor will, prior to the next

scheduled progression adjustment, provide the employee with written notice of satisfactory performance. The employee
will receive the next scheduled progression adjustment in accordance with D./3.
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5. An employee who has dready received two (2) progresson adjustments in any position(s)
under this or any smilar progression adjusment system provided under provisons of the Compensation Plan or other

collective bargaining Agreements.

6. An employee who has previoudy received the maximum number of possble progresson
adjusments for the employee's classfication, taking into account progresson adjustments received while in any
position(s) under this or any Smilar progression adjustment system provided under provisions of the Compensation Plan
or other collective bargaining Agreements.

For the purpose of digibility, “any smilar progression adjusment sysem” drdl be defined as any progresson
system that provides one or two time annual dollar per hour rate adjustments (i.e., not providing specific pay rates,
except for amaximum adjustment rete).

C. Amount

1 An digible employee in a postion alocated to one of the following collapsed classfications will
receive a two-time progression adjustment of $1.20 per hour on the granting date, subject to the pay range 07-03

minimum.

Accountant

o o

Agriculture Auditor
C Auditor
d. Consumer Credit Examiner

e Equal Opportunity Specidist
Fnancid Examiner

.

Fud Tax & Regidration Auditor

2 Q@

|S Business Automation Andyst

IS Comprehensive Services Professiond
J. |S Data Services Professond
k. IS Network Services Professond
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l. IS Systems Devel opment Services Professiona
m. |S Technical Services Professond

n Mortgage Banking Examiner

0. Motor Vehicle Program Specidist-Journey

p. Program and Planning Andyst-Senior
g. Public Utility Auditor
r. Revenue Auditor

S. Revenue Fidd Auditor
t. Risk Management Specidist
U Securities Examiner

V. University Grants and Contracts Specidist

2. An digible employee in a pogtion dlocated to one of the following collapsed dassfications will
receive a one-time progression adjustment of $1.20 per hour on the granting date, subject to the pay range 07-03

minimum.

Board Steward

Crime Victims Claims Specidist

C DOA Program Specidist

d. Elections Specidist

e Emergency Government Specidist
Environmental Coordinator
Grants Specidist

Hedth Care Rate Andyst

o o

2 Q

Human Services Program Coordinator

B Insurance Examiner

K. Lottery Customer Service Specidist

l. Natural Resources Bureau Data Coordinator

m. Natura Resources Financid Assstance Specidist
n PECFA Program Specidist
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0. Printing Technician
Public Defender Investigator
Red Edate Specidist

L T

=

Revenue Agent

S. Revenue Fidd Agent

t. Technical Writer

u. Tourism Specidist Assgant

V. Trust Funds Specidist

W. Universty Benefits Specidist

X. Workers Compensation Examiner

3. An digible employee in a postion dlocated to the following collgpsed dassfication will recaive
atwo-time progression adjustment of $1.50 per hour on the granting date, subject to the pay range 07-04 appointment

maximum.

Insurance Financid Examiner

4, The individud increase limit provided in s. 230.12(5)(d), Wis. Stats.,, does not apply to

progression adjustments granted pursuant to these progression adjustment provisons.

D. Granting Date.

1. Progression adjustments for digible employees will be awarded based on the employee' s state
service seniority date. Seniority dates may be adjusted (for progression adjustment purposes only) at the discretion of
the gppointing authority for absence from employment of more than one hundred and seventy four (174) work hours
within a six-month time period, for approved leaves of absence, layoff, and resgnation.

2. Progresson adjusments will be effective on the first day of the pay period following the
employee's seniority date. If the employee's seniority date occurs on the first day of a pay period, the progresson
adjusment will be effective on that dete.
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3. If eigible, an employee whose progresson adjustment has been previoudy denied due to
unsatisfactory performance as described in B./2., above, will receive the progression adjustment effective the first day of
the first pay period following the employee s receipt of the written satisfactory performance evauation.
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APPENDIX D

TRAVEL GUIDELINES

MEAL CLAIMS

Med clams must be actual, reasonable and necessary and represent the actual amount spent. For aclaim to be
rembursed in excess of the maximum amount, an itemized receipt or charge card credit dip (tear tabs are not
acceptable) must be provided and there must be documentation that the cost was incurred outsde of the traveler's
control. To be alowed reimbursement for breskfagt, the employee must leave home before 6:00 am.; lunch, departure
must be before 10:30 am. and return after 2:30 p.m.; dinner, return must be after 7:00 p.m. These time frames are for
employees working standard hours of 7:45 am. to 4:30 p.m. These time frames may be modified for employees

working varied work schedules.

On any paticular day, an employee entitled to reimbursement for two (2) or more consecutive meas, may
divide claims between medls as desired, provided the combined maximum is not exceeded. Each day is consdered
separately for gpplication of this policy. If med maximums are not reached on one (1) day, the unspent amount does

not accrue and cannot be applied to meals on another day or other costs incurred.

Maximum reimbursement rates for meals (n-state and out) are included in the section entitled

“Maximum Reimbur sement Rates.”

LODGING

IN-STATE LODGING:

State employees should rardly have to pay full price for lodging. Government and other discount rates should

be requested when making reservations or registering a hotelsmotels. Employees should carry an ID that identifies

them as a State employee.  Reilmbursement is limited to the sngle room rate. If employees share a room, the
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reimbursement rate may be divided equdly but not in excess of the maximum permitted for each employee had each
dtayed in asngle room.

State employees are exempt from paying sdes tax in Wisconsin on lodging and should avoid such by furnishing
retailers with written documentation stating they are traveling on government business. In the event the employee must

pay taxes, the taxes will dso be reimbursed.

Maximum reimbursement rates for in-state lodging are included in the section entitled “Maximum

Reimbursement Rates.”

HIGH-COST OUT-OF-STATE LODGING:

The DepartmentOffice of State Employment Relations issues a birenthlyperiodic bulletin liging High-Cost Out-
Of-Sate Cities and the maximum lodging rates allowed. Contact your agency travel coordinator in advance of travel
for ratesin a gpecific city.

AUTOMOBILE TRANSPORTATION

Use of Heet Vehicles,

When using fleet vehicles, passengers must be limited to State employees or travelers engaged in officid dtate
business. Flegt vehicles shdl not be used for persond business. In the event a fleet vehicle is not avalable, the fleet

office will issue a non-availability dip.

All agency fleet managers will ensure that each fleet vehicle has an auto incident kit in the vehicle, which contains
forms and ingtructions for reporting incidents and accidents and a fleet policies and procedures manudl.

Upon request of WPEC, representatives of WPEC shall meet with flest managers of each department to
discuss vehicle purchase needs and proposed vehicle specifications. The meeting shdl take place prior to the
development and submission of proposed vehicle specifications to the Department of Adminigtration. WPEC may dso
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submit a letter to the Department of Adminigration with the agency fleet manager’s response, listing the needs and
concerns of the WPEC membership.
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Use of Persond Vehicles:

An employee may use a persond vehicle. When using a persona vehicle, in order to be reimbursed a the
higher rate, under certain conditions the employee is required to obtain a non-availability dip sating there was no fleet
vehicle avalable. If an employee chooses to use a persond vehicle and does not obtain a non-availability dip when
required, the mileage is reimbursed a a rate determined by DOA. Non-availability dips are not required when
employees do not have access to fleet vehicles in their headquarter city.

Upon request, representatives of WPEC shal meet with representatives of the respective agencies to discuss
the gpplication of policies and procedures deding with the required twenty-four (24) hour notice for non-availability

dips.

Employees with a demongtrable medicd reason for use of a persond vehicle may gpply to the Department of
Adminigration for awaiver of the non-availability dip requirement.

Mileage reimbursement rates are included in the section entitled “Maximum Reimbursement

Rates.”

Rentd Vehicles

Rentd vehicles should be used in Stuations where it is the most cost efficient means of transportation or the

efficient conduct of state business precludes the use of other means of trangportation.

For one (1) or two (2) travelers an economy-size vehicle shall be rented. A larger Sze vehicle may be rented
and fully reimbursed if there are three or more travelers involved in state business or extra space is needed for

equipment. Claimsfor larger vehicles must be judtified in writing.

The State has contracts with vehicle rental companies for discounted rates.  All contract vendor rates include
free collison and ligbility insurance. A non-contract vendor should only be used when none of the contract vendors
have vehicles avallable.
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When renting from non-contract vendors within the U.S,, the collison damage insurance (CDW) is reimbursable
and must be purchased.
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Companies that require the vehicle to be returned with a full tank of gas charge subgtantidly more for filling the
tank. Therefore, employees should fill the tank before returning the vehicle.

AIR TRAVEL.:

Reimbursement for air travel islimited to the lowest appropriate air fare. Lowest appropriate air fare is defined
as coach fare which provides for not more than atwo (2) hour window from the traveler’ s preferred departure or arrival
time and may require one plane transfer. Reimbursement at a rate other than the lowest appropriate air fare must be

gpproved by the agency head or designee in the form of awritten explanation of the reasonableness of the expense.

Benefits from any airline promotion program, such asfrequent flier points or credit vouchers, belong

to the State and should be turned over to the agency travel coordinator or fiscal officer.

TAXI AND LIMOUSINE:

Reasonable charges for taxi-or-limeusne serviee taxis and airline shuttles, including taxi tips at a maximum rate of

15% of the charge as provided in s. 20.016(9)(d)2., Wis. Stats., are reimbursable when other modes of travel are not

available or practica. However, limeusneshuttle service (usualy less expensive or free) should be utilized in place of a

taxi whenever possible. Unless properly justified, claims for taxi service to and from the arport should be limited to the
rate for the shuttle service. Receipts are required for one-way fares exceeding fifteen-dollars{($15.00)twenty-five

($25.00).

TRAVEL BY TRAIN, BUSOR PRIVATE PLANE:

Trave by train shdl be limited to coach unless overnight, where accommodations should be limited to roomette.

Receipts are required for rembursement.

Employees traveling within the headquarter city and between cities convenient to be reached by bus, shdl trave
by bus whenever feasble as determined by the agency head or desgnee. Recelpts are required for travel between

cities.
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Under s. 20.916(5)(a), Wis. Stats., use of a private plane may be authorized by the gppointing authority.
Reimbursement will be made at the mileage reimbursement rete.
MISCELLANEOUSALLOWABLE EXPENSES

Laundry. If the employee is awvay for more than three days, reasonable amounts will be dlowed for laundry,
cleaning, and pressing service. Only one (1) charge per cdendar week is reimbursable. Employees are expected to

pack sufficient clothing for the duration of their expected travel. Receipts are required for reimbursemen.
Telephone: One persond call home is reimbursable up to five dollars ($5.00) for each night in travel status, or
for an unscheduled geographica location change, or for an unscheduled change in travel status resulting in more than an

hour extension to the employee’ s origind scheduled return time.

For business telephone calls, STS must be used whenever possible.

Gratuities and Porterage: Necessary Goratuities to hotel employees are rembursable up to feurdelars{$4-00)
for-each-gtay-at-a-hotel/motd$2.00 on the day of arriva, $2.00 on the day of departure and $2.00 per each night of
Stay.

Porterage costs at arports or bus terminas walidhdl be reimbursed  enly—in-highly—unusda-stuations{egs
j uipment-or-for-physcaly-handicapped-individuas). The dam must be fully explained on the travel

voucher and should not exceed three-deHars{$3.00)one dollar ($1.00) per departurefrom-orreturnto-the terminapiece
of luggege.

Regidration Fees. Regidration fees over twenty five dollars ($25.00) must be supported by an origind paid

receipt, copy of the check, copy of credit card statement, or traveler’ s customer copy of the credit card receipt.

EXPENSES FOR REASONABLE ACCOMMODATIONS
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Individuas traveling on officid state business may require a reasonable accommodetion, as required by the
Federd Americans with Disgbilities Act and/lor Section 504 of the Rehabilitation Act of 1973. Reasonable
accommodations could take various forms such as payment of porterage codts or adlowing a persond attendant to

accompany theindividua whilein travel satus.

184



MAXIMUM REIMBURSEMENT RATES

LODGING IN-STATE: Excluding sdes and/or room taxes:

In gate trave in counties other than Milwaukee, Racine and Waukesha: $62.00

Milwaukee, Racine and Waukesha counties: $72.00

MEALS.
In-State; Breakfast $8.00
Lunch $9.00
Dinner $17.00
BagLunch  $4.00
Out-Of-State {odgingrate-must-be-at-least-$60):
Breskfast $10.00
Lunch $10.00
Dinner $20.00
MILEAGE:

Persona Vehicle $0.325/mile when a fleet vehicle is not available and employee obtains a non-availability dip
OR &t arate determined by DOA when an employee prefersto use a persona vehicle.

Handicapped: $0.50 when State van is not available OR

Equipped Van: $0.45 when State van is available and employee uses persona van.

Motorcycle: $0.162 per mile

185



Private Airplane: $0.325 per mile
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EXPENSESNOT REIMBURSABLE*

-- Alcoholic Beverages

-- Spouse or family members travel costs

-- Cancdllation charges (unless fully justified)

-- Lost/stolen cash or persond property

-- Persond items, e.g., toiletries, luggage, clothing, etc.

-- Traffic citations, parking tickets and other fines

-- Excessve mileage charges incurred for persond reasons, eg., Sghtseeing, Side trips, €tc.
-- Parking costs at the assigned workplace

-- Repairs, towing service, etc., for persona vehicle

-- Additiond charges for late checkout

-- Taxi fares to and from restaurants

-- Medsincluded in the cost of regidration fees or ar fare
-- Hight insurance

-- Pay for view moviesin motel room; persond entertainment

-- Child care costs and kenndl costs

*Thislistisnotall inclusive.
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APPENDIX E
2001-2003 2003-2005 AGREEMENT

Supplemental Health Insurance Conversion

CreditsUpon Retirement, L ayoff, or Death Whilein State Service

Yearsof Seniority Maximum Maximum
Matching Matching
Credits- General Credits-
Protective
15 780 1170
16 832 1248
17 884 1326
18 936 1404
19 988 1482
20 1040 1560
21 1092 1638
22 1144 1716
23 1196 1794
24 1248 1872
25 1352 1976
26 1456 2080
For each additiona Add 104 hours Add 104 hours

year:
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APPENDIX F

(For Informational Purposes Only)
Employing Units

AGENCY UNITS-SINGLE

The following agencies, independent boards and conditutiond offices are “single units’ for promotions,
demoations, transfers, reinstatements, layoffs, and related personnd transactions. Agencies that are on a monthly payroll
system and do not tie into the Personnd Management Information System (PMIS) or do not have classfied employees
are not included on thislist.

432.000 Aging and Long Term Care, Board of

215.000 Arts Board, Wisconsin

507.000 Board of Commissioners of Public Lands
433.110 Child Abuse and Neglect Prevention Board
475.000 Didtrict Attorneys, Department of

225.000 Educationa Communications Board
130.000 Educationa Technology Board

510.000 Elections Board, Wisconsin

515.000 Employee Trust Funds, Department of

425.000 Employment Relations Commission, Wisconsin

521.000 Ethics Board, State

445.870 Governor’s Work-Based Learning Board
407.000 Hearing and Appedls, Division of
235.000 Higher Educationd Aids Board

245.000 Higtorical Society, StateWisconsn
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145.000 Insurance, Office of Commissioner of
701.000 Investment and Local Impact Fund Board
536.000 Investment Board

455.000 Justice, Department of

420.000 Jugtice Assistance, Office of

140.000 Labor and Industry Review Commission
160.000——Land-formation-Board

770.000 Legidative Audit Bureau

330.000 Legidative Reference Bureau

360.000 Lower Wisconsn State Riverway Board
547.000 Personne Commission, State

150.000 Recycling Market Development Board
165.000 Regulation & Licendng, Department of
775.000 Retirement Research Committee
301.000 Revisor of Statutes Bureau

801.000 Sentencing Commission

545.000 Sate Employment Relations, Office of

190.000 State Fair Park - Milwaukee

550.000 State Public Defender, Office of

401.000 Tax Appedls Commisson

436.130 Tobacco Control Board

121.000 Technology for Educationd ACHievement in Wisconsin Board (TEACH)
380.000 Tourism, Department of

800.000 Trangportation, Office of Commissioner of
110.000 Trust Lands and Investments, Division of

551.000 Univerdty of Wisconsin Hospita and Clinics Board
408.000 Waste Facility Siting Board

399.000 Wisconsin Conservation Corps Board

220.000 Wisconsin Nationd and Community Service Board
292.000 Wisconsin Technica College System Board
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302.000 Wisconsin Women's Council
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CONSTITUTIONAL OFFICES

575.000 Office of the Secretary of State
585.000 Office of the State Treasurer
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AGENCY UNITS-MULTIPLE

The following agencies and independent boards have received gpprovd to establish “multiple employing
units’ within their repective agencies for one or more of the following personnd transactions. promotions, transfers,
demotions, reinstatements, layoffs, or related personne transactions.

505.--- Adminigtration, Department of

115.--- Agriculture, Trade and Consumer Protection, Department of
143.--- Commerce, Department of

410.--- Corrections, Department of

141.--- Credit Unions, Office of

144.--- Financid Indtitutions, Department of

435.--- Hedth and Family Services, Department of
465.--- Military Affairs, Department of

370.--- Natura Resources, Department of

255.--- Public Ingtruction, Departmernt of

155.--- Public Service Commission

566.--- Revenue, Department of

395.--- Trangportation, Department of

271.--- t0 286.--- Univerdty of Wisconsin System
485.--- Veterans Affairs, Department of

445, --- Workforce Devel opment, Department of
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APPENDIX G
2001-2003 2003-2005 AGREEMENT

ADD-ON PROVISIONS
REVENUE FIELD AUDITOR AND RELATED

A. General
Revenue employees in “covered classfication titles’ are eigible to recaive skill development add-onsin
the amounts listed below, for each skill development level satisfactorily mastered. To receive this add-on, an employee
must bein one of the covered classfication titles and organizationa units (covered groups).
B. Definitions
1. Highility:

To be digible for the add-on, the employee must be in both a covered classfication and a
covered organizationa unit. Removad from ether a covered dasdfication or covered unit will cause immediate
termination of the add-on.

2. Supplemental Pay Amounts for Each Skill Levd Attained:

Sill Levd 1 $1.00/hour

aill Leve 2 $ 1.00/hour

ill Leve 3 $ 1.00/hour

Sill Levd 4 $ 1.00/hour

These amounts are considered supplemental pay (i.e., not base pay) and shdl be treated as

such for dl purposes.
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3. Covered Classfication Titles and Organizationd Units:
a Current classfications digible for the skill development add-ons include the following
job classfication titles and corresponding organizationd units:

1) Revenue Fidd Auditor 1-5 -- Audit Bureau, Excise Fidd Audit Section,

Divigon of Income, Sdes & Excise Tax

2) Revenue Fidd Auditor 3-6 -- Audit Bureau, Fidd Audit Section-Didtrict,

Divison of Income, Sdes & Excise Tax

3) Revenue Fidd Auditor 5-8 -- Audit Bureau, Field Audit Section-Large Case,

Divison of Income, Sdes & Excise Tax

4) Revenue Feld Auditor 5-8 -- Audit Bureau, Technicd Services Section,

Divison of Income, Sdes & Excise Tax

5) Revenue Fidd Auditor 5-8 -- Utility and Specid Taxes Bureau, Divison d
State & Local Finance

6) Revenue Tax Specidist 2-3 -- Fraud Unit, Specid Investigations Section,

Divison of Income, Sdes & Excise Tax

7) Revenue Tax Specidig 1-4 -- Adminigtration: Technica Services Section,

Divison of Income, Sdes & Excise Tax

8) Tax Conferee Fidd Audit/Large Case/lLarge Case-Senior -- Office of Appedls

9) Revenue Fied Auditor 6 — Divison of State & Loca Finance

b. Covered classfication titles may dso include abolished job classfication titles provided
that Field Auditor or Fidd Auditor-reated skills, such as those utilized under the current job classification titles listed in
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a., above, were used in that classification. Inclusion of abolished job classfication titles as covered classfications will be
by mutua agreement of the parties.
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C. Covered cassfication titles may dso incdude newly created job classfication titles
provided that Field Auditor or Fidd Auditor-rdated skills, such as those utilized under the current job classfication titles
liged in a, above will be used in that classficaion. Incluson of newly created classfication titles as covered
classfications will be by mutud agreement of the parties.

d. Covered organizationd units may dso include newly created units, previoudy
unspecified exiging units, or units currently listed under 3./a., above, which have been modified or renamed. In order to
qualify as a covered organizationd unit, the new, previoudy unspecified exiding, or modified/renamed unit(s) must
employ covered classfications utilizing Field Auditor or Fed Auditor-related sKills.

4, Covered Classfication Anniversary Date: The anniversary date for computing the minimum
quaifying years to receive an add-on will be the first day the employee was employed within any covered classification,
within a covered organizationd unit. If a covered employee leaves the unit and subsequently becomes reemployed
within a covered unit in a covered classification, that employee' s covered dlassfication anniversary date will be adjusted

asfollows

a An employee's covered classification anniversary date will be adjusted for absences
from employment of more than one hundred seventy four (174) work hours per one year of experience (excluding
gpproved annud leave), approved leaves of absence, layoff, and resignation. Adjustment of the covered classfication
anniversary date for the aforementioned reasons may be waived at the sole discretion of the appointing authority.

b. “One year of experience’ as it relates to the covered classfication anniversary date is
defined as the twelve (12) month period between the employee’ s covered classification anniversary date in one year and
the covered classfication anniversary date in the subsequent yesar.

5. Dispute Resolution It is the expressed intent of the parties that implementation and
adminigration of this pay add-on shal be done in a uniform, unbiased manner. If an employee petitions for and is
denied an add-on by the supervisor, the denid shdl be in writing within fourteen (14) days of the petition with details of
why the denid is being made. The written document will include identification of gods and expectations and will specify

how expectations are to be accomplished. If the employee does not agree with the reasons given for the denid, the

197



employee has fourteen (14) cdendar days to apped the denid to the Adminigtrator, Divison of Income, Sales, &
Excise Tax (Adminigrator). Within fourteen (14) cdendar days of receipt of the apped, the Adminigtrator will meet
with the employee to review and discuss the deniad of the add-on and to resolve the issue. The fourteen (14) calendar

day timeframe for the Administrator/employee meeting may be extended by mutual agreement on a case-by-case basis.

Denids of add-ons shdl not be arbitrary and capricious. The denid of an add-on may be
grieved, however, the grievance standard that must be met is arbitrary and capricious. The timeframe for filing a
grievance begins the day following the Administrator’s decison. Appeds of add-on denias under this pilot shall befiled
a Step Three of the grievance procedure.

6. Effective Date: An employee may petition hisher supervisor for areview of hisher digibility for
the next add-on up to thirty (30) days prior to or any time after that employee' s minima time requirement for the next
add-on. The supervisor will have fourteen (14) calendar days to respond to the petition. |f gpproved, the effective date
of the add-on will be the beginning of the pay period following the later of the two dates listed below:

a The date the employee meets dl digibility requirements; or
b. The date the petition for review was made by the employee.
7. “In a Satisfactory Manner”:  The employee's supervisor will grade the employee’s fidd audits
and other add-on criteria using current policies and procedures. If the employee recelves a grade below “in a
satisfactory manner,” the supervisor will explain to the employee, in writing, where the deficiency occurred and how the
employee can improve higher output to meet the “in a satisfactory manner” requirement.

C. Skill Development Criteria and I mplementation

The add-on will be provided to each eigible employee based on previoudy established, and mutudly

agreed upon, criteriaand implementation rules.

D. Administration Provisons
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1 Adminigrative Provisons. Thefollowing specid trangtion provisons apply:

a If an employee did not quaify for the first add-on upon initid placement, the “minimum
of two years of experience’ criterion will be satisfied on the employee's second covered classfication anniversary date.
For Excise Field Auditors, State and Loca Finance Division Auditors, and the Specia Investigations Section, actions
or investigations completed in a satisfactory manner, from the first date of employment in a postion in a covered
classfication, will be counted towards the minimum number of actions or investigations required to receive the firgt add-

on.

b. If an employee receives the first add-on upon initid placement, the “minimum of two
years experience after the effective date of the first add-on” criterion will be satisfied on the employee' s fourth covered
classfication anniversary date. For Excise Fidd Auditors, State and Locd Finance Divison Auditors, and the Specid
Investigations Section, actions or investigations completed in a satifactory manner, after the second covered
classfication anniversary date, will be counted towards the minimum number of actions or investigations required to
receive the second add-on. Any actions or investigations counted toward the requirements of the first add-on will not

be counted toward the second add-on requirements.

C. If an employee receives the second add-on upon initid placement, the “minimum of
three years experience after the effective date of the second add-on” criterion will be satisfied on the employee's
seventh covered classfication anniversary date. For Excise Fidd Auditors, State and Locd Finance Division Auditors,
and the Specid Investigations Section, actions or investigations completed in a satisfactory manner, after the fourth
covered classfication anniversary date, will be counted towards the minimum number of actions or investigations
required to receive the third add-on. Any actions or investigations counted toward the requirements of the first or
second add-ons will not be counted toward the third add-on requirements. Any actions or investigations counted

toward the requirements of the first or second add-ons will not be counted toward the third add-on requirements.

d. If an employee recaives the third add-on upon initid placement, the “minimum of three
years experience after the effective date of the third add-on” criterion will be satisfied on the employee’ s tenth covered
classfication anniversary date. For Excise Fidd Auditors, State and Loca Finance Divison Auditors, and the Specid
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Investigations Section, actions or investigations completed in a satisfactory manner, after the seventh covered
cassfication anniversary date, will be counted towards the minimum number of actions or investigations required to
receive the fourth add-on. Any actions or investigations counted toward the requirements of the first, second, or third

add-ons will not be counted toward the fourth add-on requirements.

2. Movement between Covered Groups. An employee may transfer between covered units within
the covered classifications. If currently recelving add-ons, the employee may continue to receive those add-ons as long
as hisher postion remains in a covered classfication. If an employee transfers between covered units and within
covered dassfications before qudifying for dl four add-ons, the employee will quaify for the next add-on by
successfully completing the new unit’s add-on requirements beginning at the first leve, except that the minimum years of

experience will remain the minimum years needed had the employee remained in the previous unit.
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APPENDIX H

SEMI-AUTOMATIC PROGRESSION ADMINISTRATION
2003-2005 Agreement

EXCISE TAX AGENTSAND SPECIAL AGENTS
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E 20.038

=TT IO

. e Ackririciration

A. Progresson Eligibility: Employees in postions alocated to classfications assgned to pay ranges 07-30
and 07-31 ae digible for semi-automatic progresson adjustments except for employees who have received an
unsatisfactory performance evaduation prior to the employee ataining the next progresson level and who have not
received written notification that the unsatisfactory performance has been corrected.

1 Employees must be notified of unsatisfactory performance in writing.  The written notification
must indlude:
a Details of each occurrence of unsatisfactory performance.
b. Identification of goas and expectations stated in terms that are measurable and which
specify how expectations are to be accomplished.

2. Employees who have received an unsatisfactory performance evauation will receive a new
performance evauation within six (6) months, or prior to the next scheduled progression adjustment, whichever is

sooner.
3. Upon satisfactory completion of the goa's and expectations, the supervisor will, prior to the next

scheduled progression adjustment, provide the employee with written notice of satisfactory performance. The employee
will receive the next scheduled adjustment in accordance with 3./c., below.
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4, The denid of a semi-automatic progresson adjustment based upon unsatisfactory performance
isnot grievable under Article IV of this Agreement.
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B. Effective Date.

1. Semi- automatic progression adjustments for igible employees will be awvarded a one (1) year
intervals based on the anniversary date of the dtart date in class series. Thetime in class series anniversary date will be
adjusted for absence from employment of more than one hundred and seventy four (174) work hoursin asix (6) month
period, approved leaves of absence, layoff, and resignation. Adjustment of the anniversary date for the aforementioned
reasons may be waived at the sole discretion of the gppointing authority.

2. Semi- automatic progresson adjustments will be effective on the first day of the pay period
following the employee ataining the next progresson interva. If the employee atains the next progression interva on
the first day of apay period, the semi-automatic progression adjustment will be effective on that dete.

C. Amount.

1. Denid of a semi- automatic progression adjustment will not be arbitrary and capricious and will
be supported by documentation as specified in B./1., above.

2. Except as provided in c. below, on the effective date of the semi-automatic progression
adjustment, an employee's base pay rate will be increased to the pay rate which is closest to but greater than the
employee's current base pay rate, in accordance with the applicable progresson schedule provided 1

abeveAppendix B.
3. If eligible, an employee whose semi-autométic progresson adjustment was previoudy denied

due to circumstances described in A. above, will receive an increase to the pay rate which the employee would have

attained if the employee would have had satisfactory performance.
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ACCOUNTANT o777 Nochange 07-04
ACCOUNTANT (UTE SYSTEMS) 07-79 No-change 07-02
ACCOUNTANT-ADV 07-79 No-change 07-02
ACCOUNTANT-JOUR 0778 No-change 07-03
ACCOUNTANT-SR 0778 No-change 07-03
ADMIN-TELECOMMUNICATIONS SPEC 0712 No-change 07-04
ADMINISTRATIVE PROGRAM COORD 0713 No-change 07-04
ADMINISTRATIVE RULESCOORD 1 07-12 Abolish

ADMINISTRATIVE RULESCOORD 2 0713 Abolish

ADMINISTRATIVE RULESCOORD 3 07-15 [ADMINISTRATIVE RULESCOORD 07-03
ADMINISTRATIVE SUPPORT ASST 1 07-12 [ADMINISTRATIVE SUPPORT ASST 07-04
ADMINISTRATIVE SUPPORT ASST 2 07-13 [ADMINISTRATIVE SUPPORT ASST 07-04
AGRICULTURE AUDITOR o7 No-change 07-04
AGRICULTURE AUDITOR 3 0778 No-change 07-03
AGRICULTURE AUDITOR4 0778 No-change 07-03
AGRICULTURE AUDITOR5 07-79 Nochange 07-02
AGRICULTURE PROGRAM SPEC-OBJ 0713 Nochange 07-04
AGRICULTURE PROGRAM SPEC-SR 0715 No-change 07-03
ASSISTANT AREA ADMINISTRATOR 0715 No-change 07-03
AUDITOR o7 No-change 07-04
AUDITOR(SCHOOL FINANCE) 07-79 No-change 07-02
AUDITOR(TRANSPR PLAN & REVIEW) 0779 No-change 07-02
AUDITOR-ADV 07-79 No-change 07-02
AUDITOR-JOURNEY 0778 Nochange 07-03
AUDITOR-SENIOR 0778 Nochange 07-03
AUDITOR-SENIOR(DHES) 07-79 No-change 07-02
BOARD STEWARD 1 07-13 |[BOARD STEWARD 07-04
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EMERGENCY-GOVI-SPECIALISTL EMERGENCY GOVT SPEC
EMERGENCY GOVT SPECIALIST 2 EMERGENCY GOVT SPEC
EMERGENCY GOVT SPECIALIST3 EMERGENCY-GOVT-SPEC-SR
EMERGENCY GOVT SPECIALIST4 EMERGENCY GOVT SPEC-ADV

ENVIRONMENTAL-COORD ENVAIRONMENTAL-COORD
ENVAIRONMENTAL-COORD-OBJ ENVIRONMENTAL-COORD
EQUAL OPPORTUNITY SPEC 1

EQUAL OPPORTUNITY SPEC2

EQUAL-OPPORTUNITY SPEC3 EQUAL-OPPORTUNITY-SPEC
EQUAL OPPORTUNITY SPEC 4 EQUAL OPPORTUNITY SPEC
EQUAL OPPORTUNITY SPEC S EQUAL OPPORTUNITY SPEC
EQUAL OPPORTUNITY SPEC 6 EQUAL OPPORTUNITY SPEC-SR
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INDUSTRIES PROGRAM-SPEC
INSURANCE EXAMINER-ADV
INSIRANCE EXAMINER-DEV INSURANCEEXCAMINER
INSURANCE EXAMINER-ENTRY INSURANCE EXAMINER
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MULT-MEDIA-FACS COORD-OBJ MULT-MEDIA-FACSCOORD
MULT-MEDIA-FACS COORD-SR MULT-MEDIA-FACSCOORD
NATRESBURDATA-COORD-ENTRY NATRESBURDATA-COORD
NATRESBURDATA COORD-OBJ NATRESBURDATA COORD

PECEA-PROGRAM-SPEC-ENTRY PECEA-PROGRAM-SPEC
PECEA-PROGRAM-SPEC-OBJ PECEA-PROGRAM-SPEC
PECEA PROGRAM SPEC-SR PECEA PROGRAM SPEC-SR
PRINTING TECHNICIAN1 PRINTING TECHNICIAN
PRINTING TECHNICIAN 2 PRINTING TECHNICLAN
PRINTING TECHNICIAN-3 PRINTING TECHNICIAN
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REVENUETAX SPECIALIST3
REVENUETAX-SPECIALIST4
REVENUETAX-SPECIALIST S
RISK-MANAGEMENT-SPEC1 RISKKMANAGEMENT-SPEC
RISK-MANAGEMENT-SPEC2 RISK-MANAGEMENT-SPEC
RISK-MANAGEMENT-SPEC3 RISK-MANAGEMENT-SPEC
RISK-MANAGEMENT SPECA RISK-MANAGEMENT SPEC-SR

TFOURISM-COORDINATOR FOURISM-COORDINATOR-SR
TFOURISM-COORDINATOR-ENTRY FOURISM-COORDINATOR
FOURISM SPECIAL ASSISTANT FOURISM SPECIAL ASSISTANT
FOURISM-SPECIAL-ASSISTANT-ENTRY FOURISM-SPECIAL-ASSISTANT
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FRUSTFEUNDS SPEC1 0412 [TRUSTEUNDSSPEC
FRUSTFEUNDS SPEC 2 0713 | TRUSTEUNDSSPEC
FRUSTFEUNDSSPEC3 9714 No-change
UNR/GRANTS & CONTRACTSSPEC-DEY. | 07413 |UNN/GRANTS& CONTRACTSSPEC
UNN GRANTS & CONTRACTSSPEC-ENTRY | 07212 |UNNGRANTSE& CONTRACTSSPEC

UNIVERSITY BENEFIT SPEC 1 0713 |UNIVERSITY BENEFIT SPEC
UNIVERSITY BENEFIT SPEC 2 0714 |UNIVERSITY BENEFIT SPEC
UNIVERSITY BUSINESSSPEC 1 0712 |UNIVERSITY BUSINESSSPEC
UNINVERSITY BUSINESSSPEC 2 0713 |UNINVERSITY BUSINESSSPEC
UNIVERSITY CONFERENCE COORD 0712 No-change
UW ATHLETICS PROGRAM SPEC 0713 No-change
UW PROGRAM SPEC 1 0712 |UW PROGRAM SPEC

UW PROGRAM SPEC 2 0713 |UW PROGRAM SPEC

UW PROGRAM SPECT 3 0714 |UW PROGRAM SPEC

UW SYSTEM-GRANTS & CONTRACTS COORD 0716 Nochange
UWM RECRUITMENT COORD 0714 Nochange
VETERANS PROGRAM-SPEC 0714 No-change
VETERANS PROGRAM SPEC-SR 0715 No-change
MVATAL RECORDS PROGRAM-SPEC 0715 No-change

WORKERSCOMPRISK-ANALYST-ENTRY | 0413 |WORKERSCOMPRISK-ANALYST

0715 [WORKERSCOMPRISK-ANALYST-SR

Appendix |
2003-2005 Agreement

Classifications and Pay Range Assignments
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CLASSIFICATION

ACCOUNTANT

ACCOUNTANT (UTE SYSTEMS)
ACCOUNTANT-ADV
ACCOUNTANT-JOURNEY
ACCOUNTANT-SENIOR

ADMINISTRATIVE PROGRAM COORDINATOR

ADMINISTRATIVE RULES COORD
ADMINISTRATIVE SUPPORT ASST
ADMINISTRATIVE TELECOM SPEC
AGRICULTURE AUDITOR

AGRICULTURE AUDITOR 3
AGRICULTURE AUDITOR 4
AGRICULTURE AUDITOR 5

AGRICUL TURE PROGRAM SPEC-OBJ
AGRICULTURE PROGRAM SPEC-SENIOR
ASSISTANT AREA ADMINISTRATOR
AUDITOR

AUDITOR (SCHOOL FINANCE)

AUDITOR (TRANSPR PLAN & REVIEW)
AUDITOR-ADV

AUDITOR-JOURNEY

AUDITOR-SENIOR

AUDITOR-SENIOR (DHES)

BOARD STEWARD

BUSINESS ENTERPRISE SPECIALIST
CHILD SUPPORT PROGRAM SPECIALIST 1
CHILD SUPPORT PROGRAM SPECIALIST 2
COLLECTIONS SPECIALIST
COLLECTIONS SPECIALIST-SENIOR
COMMUNICATIONS SPECIALIST
COMMUNICATIONS SPECIALIST-ADV
COMMUNICATIONS SPECIALIST-SENIOR
COMMUNITY SERVICESADVOCATE
COMMUNITY SERVICES SPECIALIST
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CLASSIFICATION

MILITARY FUNERAL HONORS PROG COORD

MILITARY FUNERAL HONORS PROG SPEC

MORTGAGE BANKING EXAMINER

MORTGAGE BANKING SPECIALIST

MOTOR VEHICLE PROGRAM SPEC

MOTOR VEHICL E PROGRAM SPEC-ADV

MOTOR VEHICLE PROGRAM SPEC-SEN

MULTI MEDIA FACILITIES COORDINATOR

NAT RESBUREAU DATA COORDINATOR

NAT RES FINANCIAL ASSTNC SPEC

NAT RESFINANCIAL ASSTNC SPEC-SEN

NAT RESLIAISON SPECIALIST

NAT RES PROGRAM SPECIALIST 1

NAT RES PROGRAM SPECIALIST 2

PARALEGAL-ADV

PARALEGAL-OBJ

PAYROLL & BENEFIT SYSTMS COORD

PAYROLL & BENEFT SYSTMS COORD-SEN

PECFA PROGRAM SPECIALIST

PECFA PROGRAM SPECIALIST-SENIOR

PRINTING TECHNICIAN

PROCUREMENT SPECIALIST

PROCUREMENT SPECIALIST-OBJ

PROCUREMENT SPECIALIST-SENIOR

PROGRAM AND PLANNING ANALYST

PROGRAM AND PLANNING ANALYST-ADV

PROGRAM AND PLANNING ANALYST-SEN

PROGRAM SCHEDULE COORDINATOR

PROPERTY ASSESSMENT CHIEF TRNG OFR
PROPERTY ASSESSMENT PRAC SPEC
PROPERTY ASSESSMENT PRAC SPEC-JRNY
PROPERTY ASSESSMENT PRAC SPEC-SEN
PROPERTY ASSESSMENT SPEC

PROPERTY ASSESSMENT SPEC-ADV
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CLASSIFICATION

COMMUNITY SERVICES SPECIALIST-SEN
COMMUNITY SVCSTECHNICIAN
COMMUNITY SVCSTECHNICIAN-SENIOR
CONSUMER CREDIT EXAMINER
CONSUMER CREDIT EXAMINER-ADV
CONSUMER CREDIT EXAMINER-JOURNEY
CONSUMER CREDIT EXAMINER-SENIOR
CONTRACTS SPECIALIST

CONTRACTS SPECIALIST-ADV
CONTRACTS SPECIALIST-SENIOR
CORRECTIONS ADMIN SPECIALIST
CRIME VICTIM CLAIMS SPECIALIST
DHFES TELECOMMUNICATIONS COORD
DOA ADMINISTRATIVE COORDINATOR
DOA PROGRAM SPECIALIST

ELECTIONS SPECIALIST

EMERGENCY GOVERNMENT SPECIALST
EMERGENCY GOVERNMENT SPECIALST-ADV
EMERGENCY GOVERNMENT SPECIALST-SEN
EMPLOYMENT PROGRAMS COORDINATOR
ENVIR ASSISTANCE COORD

ENVIR COORDINATOR

EQUAL OPPORTUNITY SPECIALIST
EQUAL OPPORTUNITY SPECIALIST-SEN
EXCISE TAX AGENT

EXCISE TAX AGENT-SENIOR
FACILITIESMANAGEMENT SPECIALIST 1
FACILITIESMANAGEMENT SPECIALIST 2
FINANCIAL EXAMINER

FINANCIAL EXAMINER-ADV

FINANCIAL EXAMINER-JOURNEY
FINANCIAL EXAMINER-SENIOR

FLEET OPERATIONS SPECIALIST

FUEL TAX & REGISTRATION AUDITOR
GAMING PROGRAM SPECIALIST-ENTRY
GAMING PROGRAM SPECIALIST-SENIOR
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CLASSIFICATION

PROPERTY ASSESSMENT SPEC-JOURNEY

PUBLIC DEFENDER INVESTIGATOR

PUBLIC DEFENDER INVESTIGATOR-SEN

PUBLIC UTIL AUDITOR

PUBLIC UTIL AUDITOR 3

PUBLIC UTIL AUDITOR 4

PUBLIC UTIL AUDITOR 5

PUBLIC UTIL AUDITOR 6

PUBLIC UTIL AUDITOR 7

PUBLIC UTIL FINCL ANALYST

PUBLIC UTIL FINCL ANALYST-ADV

PUBLIC UTIL FINCL ANALY ST-JOURNEY

PUBLIC UTIL FINCL ANALY ST-PRINCPL

PUBLIC UTIL FINCL ANALYST-SENIOR

PUBLICATIONSEDITOR

PUBLICATIONSEDITOR 3

PUBLICATIONSEDITOR 4

PURCHASING AGENT

PURCHASING AGENT-OBJ

PURCHASING AGENT-SENIOR

QUALITY ASSURANCE PROG SPEC

QUALITY ASSURANCE PROG SPEC-SENIOR

REAL ESTATE SPECIALIST

REAL ESTATE SPECIALIST-ADV

REAL ESTATE SPECIALIST-SENIOR

RECORDSFORMS MANAGEMENT SPEC

RECORDSIFORMS MANAGEMENT SPEC-SEN

0
<

REGULATORY SPECIALIST

REGULATORY SPECIALIST-SENIOR

REVENUE AGENT

REVENUE AGENT 3

REVENUE AGENT 4

REVENUE AUDITOR

REVENUE AUDITOR 3

REVENUE AUDITOR 4

REVENUE AUDITOR 5

216

A

2
Z
@]
m

8

R

8

R

8

8

~
N

~
N

~
N

R

~
N

8

~
N

8

&

R

8

R

R

8

R

8

R

8

8

R

8

R

8

R

8

8

R

8

8

~
N



CLASSIFICATION

GRANTS SPECIALIST

GRANTS SPECIALIST-ADV

HEALTH CARE RATE ANALYST

HEALTH CARE RATE ANALYST-ADV
HEALTH CARE RATE ANALYST-SENIOR
HUMAN SERVICES AREA COORDINATOR
HUMAN SERVICES LICENSING SPEC
HUMAN SERVICES PROGRAM COORD
HUMAN SERVICES PROGRAM COORD-SEN
INDUSTRIES PROGRAM SPECIALIST
INSURANCE EXAMINER

INSURANCE EXAMINER-ADV
INSURANCE EXAMINER-JOURNEY
INSURANCE EXAMINER-SENIOR
INSURANCE FINANCIAL EXAMINER
INSURANCE FINANCIAL EXAMINER-ADV
INSURANCE FINANCIAL EXAMINER-JRNY
INSURANCE FINANCIAL EXAMINER-SEN
INSURANCE PROGRAM SPEC

INSURANCE PROGRAM SPEC-OBJ
INSURANCE PROGRAM SPEC-SENIOR
ISBUSINESSAUTOMATION ANALYST
ISBUSINESSAUTOMATION CONSLT/ADM
ISBUSINESSAUTOMATION SENIOR
ISBUSINESSAUTOMATION SPECIALIST
IS COMPREHENSIVE CONSLT/ADMR

IS COMPREHENSIVE SERVICES PROF

IS COMPREHENSIVE SERVICES SENIOR

IS COMPREHENSIVE SERVICES SPEC
ISDATA SERVICES CONSLT/ADMR
ISDATA SERVICES PROFESSIONAL
ISDATA SERVICES SENIOR

ISDATA SERVICES SPECIALIST
ISENTRPRS CONSUL TANT-CONFIDENTIAL
ISENTRPRS DATA SERVICES SPEC
ISENTRPRSDATA SVCS CONSLT/ADMR

CLASSIFICATION

REVENUE AUDITOR 6

REVENUE HELD AGENT

REVENUE FIELD AGENT 3

REVENUE FIELD AGENT 4

REVENUE FIELD AGENT 5

REVENUE FIELD AUDITOR

REVENUE FIELD AUDITOR 4

REVENUE FIELD AUDITOR 5

REVENUE FIELD AUDITOR 6

REVENUE FIELD AUDITOR 7

REVENUE FIELD AUDITOR 8

REVENUE SERVICES CONSULTANT

REVENUE SERVICES CONSUL TANT-SEN

REVENUE TAX SPECIALIST 1

REVENUE TAX SPECIALIST 2

REVENUE TAX SPECIALIST 3

REVENUE TAX SPECIALIST 4

REVENUE TAX SPECIALIST 5

REVENUE TAX SPECIALIST-ENTRY

RISK MANAGEMENT SPECIALIST

RISK MANAGEMENT SPECIALIST-SEN
SAFETY RESPNSBLTY HEARING EXAMINER
SALESAND MARKETING SPECIALIST
SECURITIES EXAMINER

SECURITIES EXAMINER-JOURNEY
SECURITIES EXAMINER-SENIOR

SIGN LANGUAGE INTERPRETER
SPECIAL AGENT

SPECIAL AGENT-SENIOR

STAFF SUPPORT SPECIALIST

TAX RESOLUTION OFFR-CORP OFF AUDIT
TAX RESOLUTION OFFR-FIELD AUDIT
TAX RESOLUTION OFFR-LARGE CASE
TAX RESOLUTION OFFR-OFF AUDIT OBJ
TAX RESOLUTION OFFR-OFF AUDIT SEN
TECHNICAL WRITER

217

0
<

A

2
Z
@]
m

~
N

R

8

8

8

R

8

8

~
N

~
N

~
N

R

8

8

8

~
N

~
N

~
N

R

R

8

R

R

R

8

8

8

8

1
W
[y

R

~
N

~
N

~
N

BB




CLASSIFICATION

ISENTRPRS NETWORK SERVICES SPEC
ISENTRPRSNETWORK SVCS CONSLT/ADM

ISENTRPRS STRTGC PLAN SVCS CNSAD
ISENTRPRS STRTGC PLAN SVCS SPEC
ISENTRPRS SYSMSDEVMNT SVCS CN/AD
ISENTRPRS SYSMS DEVMNT SVCS SPEC
ISENTRPRS TECHNICAL SYCSCNSADMR
ISENTRPRSTECHNICAL SVCS SPEC
ISNETWORK SERVICES CONSLT/ADMR
ISNETWORK SERVICES PROFESSIONAL
ISNETWORK SERVICES SENIOR
ISNETWORK SERVICES SPECIALIST

IS PROFESSIONL IN-TRAINING (A)

IS PROFESSIONL IN-TRAINING (B)
ISSYSTMS DEVMNT SERVICES CNSADMR
ISSYSTMS DEVMNT SERVICES PROF
ISSYSTMS DEVMNT SERVICES SENIOR
ISSYSTMS DEVMNT SERVICES SPEC
ISTECHNICAL SERVICES CONSLT/ADMR
ISTECHNICAL SERVICES PROF
ISTECHNICAL SERVICES SENIOR
ISTECHNICAL SERVICES SPECIALIST
JUSTICE DATA NETWORK SPECIALIST
LICENSING EXAMINATION SPEC
LICENSING EXAMINATION SPEC-SEN
LOTTERY CUSTOMER SERVICE SPEC
LOTTERY CUSTOMER SERVICE SPEC-SEN
LOTTERY GAME & DRAWINGS SPECIALIST
MARKETING SPECIALIST

MARKETING SPECIALIST-SENIOR
MEDICAID PUBLICATIONS COORDINATOR
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CLASSIFICATION

TECHNICAL WRITER-SENIOR

TOURISM COORDINATOR

TOURISM COORDINATOR-SENIOR
TOURISM SPECIAL ASSISTANT

TOURIST PROMOTION REPRESENTATIVE
TRADE PRACTICESANALYST

TRADE PRACTICESANALYST-SENIOR
TRAINING OFFICER

TRAINING OFFICER-SENIOR

TRANSPR FISCAL ANALYST 1

TRANSPR FISCAL ANALYST 2

TRUST FUNDS SPECIALIST

TRUST FUNDS SPECIALIST 3

UNIV BENEFIT SPECIALIST

UNIV BUSINESS SPEC

UNIV CONFERENCE COORD

UNIV GRANTS AND CONTRACTS SPEC
UNIV GRANTSAND CONTRACTS SPEC-SEN

UW ATHLETICS PROGRAM SPEC

UW PROGRAM SPECIALIST

UWM RECRUITMENT COORDINATOR
VETERANS PROGRAM SPEC

VETERANS PROGRAM SPEC-SENIOR
VITAL RECORDS PROGRAM SPECIALIST
WORKERS COMP EXAMINER

WORKERS COMP EXAMINER-SENIOR
WORKERS COMP RESOLUTN OFFICER
WORKERS COMP RESOLUTN OFFICER-SEN
WORKERS COMP RISK ANALY ST
WORKERS COMP RISK ANAL YST-SENIOR
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tfoctive the cffective date of !
Eiscal
Range 07-40
Rate
A{minimum) 15.447
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MANAGEMENT BARGAINING TEAM

Julie Babler
Department of Corrections

Jm Billings
Department of Hedth and Family Services

Bob Boetzer
Department of Public Indruction

Rhonda Dunn

Employee Trust Funds

Tammy Haack
Office of State Employment Relations
Bureau of Agency Services (Staffing)

Paul Hankes
Public Service Commisson

Joy Hargons
Department of Workforce Development

Lee |saacson

Department of Financid Indtitutions

Kathy Kopp
Office of State Employment Relations
Bureau of Labor Relations
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Jessica LaRocque
Department of Transportation

Ty Letto
Department of Administration

Wil Mickelson
Office of State Employment Relations
Bureau of Agency Services (Occupationa Andyss)

Ginny Richert
UW System Adminigtration

Alison Scherer
Department of Agriculture, Trade and Consumer Protection

Mike Soehner, Chief Spokesperson
Office of State Employment Relations
Bureau of Labor Relaions

Scott Thompson
Department of Revenue

Paul Vornholt
Department of Justice

John Vincent

Office of State Employment Relations
Bureau of Compensation
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Mark Walters
UW —Madison
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Lynn Wieser
Office of State Employment Relations
Bureau of Labor Relaions

John Wiesman
Office of State Employment Relations
Bureau of Compensation
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UNION BARGAINING TEAM

Edward Berry
Department of Health and Family Services

Nancy Bryan
Department of Workforce Development

Ronald Danowski, Chairperson
Department of Workforce Development

Arthur Foeste
Department of Revenue

Gregory Georg
Department of Revenue

Margaret Hutnik
Department of Transportation

Kathleen Jordan (alternate)
UW System

Fred Mccabe I
Department of Workforce Development

Gay Mertig
Department of Workforce Development

Allan Nettleton
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Department of Health and Family Services

Konrad Plachetta

Department of Natural Resources
Jane Steffes

Department of Revenue

Nancy Stroud, aternate
Department of Transportation

John Verberkmoes Jr.
Department of Workforce Development

Lawrence Winkler

UW System

Douglas Swanson, Chief Spokesperson

Wisconsn Federation of Teachers
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Bargaining Support Committee

Nelson Eisnan

Department of Electronic Government

Joan Felton
Department of Justice

William Franks, Jr., Chairperson
Department of Workforce Development

John Fries
Department of Administration

Lawrence Kieck

Department of Transportation

LisaLee

Department of Financid Inditutions

Gal May
Public Service Commission

Britton Mckenzie
Department of Commerce

Ronald Peterson
Department of Electronic Government

Michedl Sadlier
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Department of Health and Family Services

Lee Schiesser

Department of Corrections
Kevin Steffens
Department of Revenue

Curtis Stepanek
Department of Revenue

Edward Wall Jr.
Department of Justice

Lorraine Winchel
Department of Transportation
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WPEC Officars

Ronad Danowski, Presdent

Department of Workforce Devel opment

Britton Mckenzie, Vice Presdent
Department of Commerce

Gary Tveten, Membership Secretary
Department of Revenue

Alan Rabin, Recording Secretary
Department of Commerce

Edward Berry, Treasurer
Department of Hedlth & Family Services

Sandra Suchla, Didtrict 1 Representative
UW System

Gary Mertig, Digtrict 2 Representative
Department of Workforce Development

Janes Steffes, Didtrict 3 Representative
Department of Revenue

Gregory Georg, Didricts 4 & 5 Representative
Department of Revenue
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John Verberkmoes, Jr., Digtrict 6 Representative
Department of Workforce Development
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William Franks, J., At-Large Member
Department of Workforce Development

Nelson Eisman, At-Large Member
Department of Electronic Government

Gretchen Davies, At-Large Member
Department of Revenue

Edward Wall, J., At-Large Member
Department of Justice

Lawrence Kieck, At-Large Member

Department of Transportation

Francine Horton, At-Large Member
Department of Workforce Devel opment
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