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BEFORE THE ARBM’RA’lOR 
t 

In the Matter of Final and Binding Final O&r Arbitration Between 
1 Jll24m 

c ------,., 
WISCONSIN ~~~~~~~~ 

MONROE COUNTY COURTHOUSE EMPLOYEES LOCAL UNTON, LS~~MM,~~, 

AFSCME, AFL-CIO 

and 

COUNTY OF MONROE, WISCONSIN 

WERC Case 152 No. 6033 1 INT/ARB-9382 
Dec. No. 30292-A 

I. NATURE OF PROCEEDING. This is proceeding in final and biding final offer 
arbitration between the Monroe County Court House Employees, a Local Union ofthc American 
Federation of State, County, and Municipal Employees, AFL-CIO and the County ofMonroe, 
W~sconsln. The Union, having petitioned the Wisconsin Employment Relations Commission on 
September 4,ZOOl alleging that an impasse existed between it and Monroe County in reaching a 
collective bargaining agreement, The Commission investigated and found that such an impasse 
did exist The Commission also having found that the parties had substarrtially complied with the 
procedures of Section 111.70 (4) cm ofthe Municipal Employment Relations Act prior to 
arbiiation, certzed that the statutory conditions required prior to initiation of arbitration had 
been met and ordered arbitration on March 12,2002. The parties then selected the undersigned, 
Frank P. &idler, Milwaukee Wisconsin as arbitrator and he was so designated by the Commission 
on April 11,2002. A hearing was held on May 30,2002 at the Monroe County Courthouse, 
Sparta, Wisconsin Parties were given full opportunity to give testimony, present evidence and 
make argument. Briefs subsequently were liled the last brief being received on July 5,2002. 

This is the fust contract between the parties. 

II. APPEARANCES. 

AFLXIO, 
DAN PFEIFER, StafFRepresentative, Wisconsin Council 40, AFSCME, 

appeared for the Union. 

KEN KITTELSON, Personnel Director, Monroe County, appeared for the 
county. 



III. The final complete Bi-lateral Agreement offers are listed hereafter as Union offer, 
Appendii A, and County offer, Appendix B. The Union identifies the following provisions as 
being at issue. 

1. Article 8, Section 1 - Hours of Work . 
2. Article 8, Section 2 ,- Compewatory time. 
3. Article 9, Section 1 I Holidays. 
4. Article 9, Section 2 - Compensatory time language. 
5. Article 16, Union S,eotion 5 - Layoff notice. 
6. Article 17, Section 1 - Posting for probationary employees. 
7. Article 19, Section 2 - Benefits while on Worker’s Compensation. 
8. Article 21, Union Section 6 -, Continuing education payments. 
9. Article 2l,,Uriion Section 7 and County Section 6 - Working in a higher rate job. 
10. Article 21, Union Section g -Temporary employment. 
1 I. Article 21, Union Section 9 and County Section 7 - Call-m premium. 
12. Article 21, Union Section 10 _ On call compensation. 
13. Salary Administration, Union 2 - Red circled employees. 
14. Salary Administratioq Union 3 -Promotional language. 
15. Salary Administration, Union 4 - Victim/Witness Coordinator. 
16. Salary Administration Union 5 - Adjustments in pay grade. 

The County in a letter to the investigator of the Commission on date ofNovember 14, 
2001 listed the following articless at issue: 

1. Article 3, Section 2. ‘8. Article 16, Section 2. 
2. Article 8. 9. Article 17, Section 1. 
3. Article 9. 10. Article 18. 
4. Article 10, Section 3. 11. Article 19. 
5. Article I. 1. Section 6. 12. Article 20. 
6. Article 12, Section 4. 13. Arhle 21, Section 4. 
7. Article 13. 14. Wage schedule. 

IV. STIPULATIONS. The parties have stipulated to all other matters between them 
through tentative agreement. 

V. FACTORS CONSIDERED. Section 1 Z .70 (4) (cm) 7. 
7. ‘Factor given greatest weight,’ In n&&g any decision under the arbitration 

Procedures authorized by this paragraph, the arbitrator or aMration panel shall consider and shall 
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give the greatest weight to any state law or directive lawfully issued by a state,legislature’or 
administrative officer, body or agency which places limitations on expenditures that may be made 
or revenues that may be collected by a municipal employer. The arbitrator or arbitration panel 
shall give an accounting ofthe consideration of this factor in the arbitrator’s or panel’s decision. 

7g. ‘Factor given greater weight.’ In making any decision under the arbitration 
procedures authorized by this paragraph, the arbitrator or arbitration panel shall consider and shall 
give greater weight to economic conditions in the jurisdiction of the municipal employer than to 
any ofthe factors specified to in subd. 7r 

7r. ‘Other factors considered.’ In making any decision under the arbitration procedures 
authorized by this paragraph, the arbitrator or arbitration panel shah also give weight to the 
following factors: 

a. The 1awM authority of the municipal employer. 
b. Stipulation of the parties. 
c. The interests and welfare of the public and the Snancial abiity ofthe unit of 

government to meat the costs of a proposed settlement. 
d. Comparison of wages, hoursand conditions of employment ofthe municipal 

employees involved in the arbiation proceedings with the wages, hours and conditions of 
employment of other employees generally in public employment in the same community and in 
comparable communities. 

f Comparison ofthe wages, hours and conditions of the municipal employees involved in 
the arbitration proceedings with the wages, hours and conditions of employment of other 
employees in private employment in the same community and ia comparable cokmnities. 

g. The average consumer prices for goods and services, commingle known as the cost of 
living. 

h. The overah comptisation presently rcccivcd by the municipal employezs, including 
direct wage compensation, vacation, holidays and excused time, insurance and pensions, medical 
and hospitalization benefits, the continuity and stability of employment, and all other bane&s 
received. 

i. Changes in any of the foregoing circumstances during the pcndency ofthe arbitration 
proceedings. 

j. Such other factors, not confined to the foregoing, which are’normally or traditionally 
taken into consideration in the determination of wages, hours and conditions of employment 
through voluntary collective bargaining, mediation, fact tiding, arbitration or otherwise between 
the parties? in the public Service or in private employment. 

VI. LAWFUL AUTHORITY OF THE EMPLOYJZR. From the evidence supplied there 
is nc issue ofthe lawful authority ofthe Employer to meet either offer, 

VII. COSTS OF OFFER. The County supplied the following table on the cost of offers: 
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Table I. WAGE AND WAGE RELATED COSTS INCLUDING RETJREM&?NT 
AND FICA ONLY 

County- We Increases. $236,711.78 
union 

Wage increases $250.711.65 
Rcolassifcations 108,844.71 

Total 359.556.36 

Cost ofUnion 0Ber above County Offer 122,844,48 

(County kx. 8) 
VIE COMPARABLE coUNTlEs. 

The parties list the same counties as external comparable. They ars the counties cf 
&&lo, Crawford, Jackson, Juneau, La Crosse, Pepin, Richland, Sauk, Trempealeau, Vernon, 
and Wood. The Union refers for internal comparable to the Monroe County Highway Employes 
Local Union No. 2470, the Monroe County Human Services Employees Clerical and 
Pam-Professional EmpIoyees, Local Union 2470-q Rolling Hills Rehabilitation Center and 
Special Care Home Lad Union 1947, and Monroe County Human Services Department 
Professional Employees Local 2470-A. All Unions are AFSCME &hates and all bi-lateral 
agreements are for 2001-2002. 

Ix. FACTOR OF GREATEST WEIGHT. No directive of any state agency or officer 
has been submitted which would limit the acceptability of the Union or County o&s. 

X. BASE WAGES. Both offers here include the same wage schedule of 8 grades with 
increases on January 1,2001, September 1,2001, J,anuary 1,2002 and September 1,2002. 
Differences between the parties are in the placement of employees in the grades of the salary 
SCkdUle. 

I XI. ARTICLE 8, SECTION 1 - HOURS OF WORK Two provisions of Article 8 - 
/ Hours of Work of the proposed bi-lateral agreement are in dispute. Both shall be treated here as 

! 
a unit in considering their internal and external comparability. 

, Union O&r. Section 1. The standard work day shall consist of eight (8) hours; X:00 
am. to 430 pm except for a one h&(1/2) hour unpaid lunch period. As circumstances may 



m. ARTICLE 8. SECTION 2 - COMPENSATORY TIME. 

Union O&r. Section Z. AU hours worked outside the standard work week shall be paid 
at one and one-half(l I/Z) times the employee’s regular rate of pay as its equivalent in time off, 
up to 40-5 hours which represents 27 hours actively worked, at the discretion of the supervisor. 
Overtime shall be measured in quarter (l/4) hours increments. No overtime is authorized unless 
requested by the supervisor. Overtime performed without approval shah not be subject to the 
pay or lime-off provisions of this section. For purposes of this article, paid time off should be 
considered as time work.ed All overtime as compensatory time must be administered within the 
guidelines ofthe Fair Labor Standards Act. 

Countv 0% Sectim’Z. Ihrs eligible for overtime compensation are any hours 
worked over forty in a seven day work week. These hours must be compensated at time and one 
half of the regular rate of pay. Employees may be assigned work in excess of eight hours per day 
without being compensated at time and one half, if correspondimg adjustments are made in the 
work week schedule, providing that the total hours work do not exceed forty in one week 
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warrant the County may implement needed modihcations of this schedule. The standard work 
week shall consist offive (5) work days, Monday throughFriday inclusive. An employee may 
request a modi&ation to the standard work day and/or work week. Said request should be 
subject to supervision approval. There shall not be split shifts. 

Cauntv Off&. Section 1. The regular work week for all employees shall be five eight 
hour days. This shall not be construed as a guaranteed work day or work week. 

Principal Positions oFParties. The Union holds that it is unreasonable for the County 
not to have a standard work day or work week. The County could allow Saturday or Sunday as 
regular work days. The County states that its offer has language which provides structure and 
flexibility as compared to the Union lgquage which is rigid. There is a national trend toward 
more flexible work hours. 

Discussion. In the matter of Article 8, Section I, there are several diierences in the 
language about work day and work week. The County offer contains much more flexibility for 
the County to schedule workday length and days ofwork. A principal diierence with the Union 
offer is the detition of a standard work week as advanced ,by the Union, which presumably 
would kmit the great flexibility of the County in working hour scheduling. The Union offer 
names a standard work week of Monday through Friday. In internal comparison this type of 
language ofMonday through Friday as the standard work week is found in three Monroe county 
agreements, and in the case of the Rolling Hills contract, standard work week language is also 
found, but in this case ti-om Sunday through Saturday. The conclusion is that internal comparable 
support the Union offer for Article 8, Section 1. 



6 

Princiual Positions ofParties. The Union states that some offices in Monroe C&my 
Courthouse now use compensatory time. Under the Union offer the use lies with the County. 
Two other County units have compensatory time. The Union is also rejecting the County’s use of 
“status quo” on this and all issues, saying that the concept of “status quo” is held by srbitral 
opinion not to have any validity in a first contraot 

The County says it is proposing the status quo on the use of compensatory time. The 
none use of compensatory time is the policy stated in the Personnel Policy Manual. 

Discussion In Article 8, Section 2 a principal ciitkence is over optional use of 
compensatory time as payment for over time. The County offer does not provide such a feature 
whereas the Union offer does. Internally in Monroe County, two other agreemems, that of the 
Professional employees and that of the Clerical employees have provisions for compensatory time. 
Among the external wmparabies, ah but Vernon County have provisions for obtaining 
compensatory time. The conclusion here is that based on external cornparables, the Union offer 
is most comparable for adoption of Article 8, Section 2. 

The matter ofthe validity of the application by the County to the term “status quo” to 
mean the conditions prevailing under the Personnel Policy Manual is here considered to mean 
those conditions which prevailed in the past under the Personnel Policy Manual and therefore 
under County determination only. The term thus used by the County does not mean to the 
arbitrator ,a previous state of agreed on relationships between parties in contract and therefore 
does not require a “quid pro quo” fiorn the party desiring to change past conditions 

.XKI, ARTICLE 9 - HOLIDAYS 

Union Offer. Section 1. The holidays will be: New Year’s Day, Friday before Easter. 
Memorial Day, Independence Day, Labor Day, Thanksgiving Day, Day after Thanksgitin& 
Christmas Eve and Christmas Day. There shall be in addition to the nine (9) above, one and one 
haIf floating holidays to be taken at the employee’s discretion with prior supervisory approval. 

Countv Offer. Section 1. The holidays will be: New,Yeat”s Day, Friday before Easter, 
Memorial Day, Independence Day, Labor Day, Thanksgiving Day, Day after Thanks&ing, 
one-half (l/2) day Christmas Eve (only when Ci1ri5tma5 falls Tuesday through Friday) and 
Christmas Day. There shall be, in addition to the eight and one-half(l/Z) above, one and 
on4ralf( 1 1/Z) floating holidays to be taken at the employee’s discretion @th prior supervisory 
approval. 
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Principal Positions of Parties. The Union states that external comparable show that ten of 
eleven cornparables have a 111 day holiday before Christmas. 

The County says that the Union offer constitutes a blatant change in practice in that no 
County contract offers a fill day holiday before Christmas. The County has a system of ’ 5 
floating holidays. The half day holiday under this feature has been used on the day before 
Christmas, Further the added cost to the County would be $4,680. 

Discussion. On the offers for Article 9, Section 1, internally among the four bi-lateral 
agreements in Monroe County, two ‘agreements provide for S and l/2 holidays and two provide 
for 8 holidays. Externally, only Crawford has a provision for eight and one half days ofholiday 
time. All the other external compsrables list more, with six counties having nine days, two 
having ten days, one eleven days and one eleven and one ,half days.. In the present contract under 
scrutiny, the accepted terms provided one and one-half floating days. Several extettral 
cornparables pmvide only one day and some none. This feature has to be taken into consideration 
for total holiday time. Here the weightiest element is that of internal ~mparisons which supports 
the County offer on Article 9, Section 1. 

XW. ARTICLE 9, SECTION 2 - COMPENSATORY TIME APPLIED TO 

1 HOLIDAYS.’ 

Union O&r. Section 2. To be eligible for holiday pay, the employee must work the day 
before and the day after the holiday, unless regularly scheduled off on either day. For purposes of 
this section, time off for sick leave, vacation or emergency leave shall be considered as time 
worked. Holidays frdling during the employee’s vacation shall be taken as an extra day of 
vacation at the start or end of said vacation at the discretion of the Supervisor. For purposes of 
this Sectior~ a combination of time worked and compensatory time equaling eight (8) hours shall 
be counted as a day worked.. 

Countv Offer. Section 2. To be eligible for holiday pay, the employee must work the 
day before and the day after the holiday, unless regularly scheduled off on either day For 
purposes of this section, time off for sick leave, vacation, or emergency leave shall be considered 
as time worked Holidays failing during the employee’s vacation shall be taken as an extra day of 
vacation at the start or end of said vacation at the discretion ofthe supervisor. 

Discussion. ..On the offers for Article 9, Section 2, the principle difference between the 
parties’ offers is the last sentence of the Union offer in Section 2. This sentence if adopted would 
allow an employee to be eligible for holiday pay if the employee before or after the holiday could 
submit a day as worked whlch~consisted of part actual hours of work and psrt compensatory time. 
Internally, the Clerical union and the Professional union agreements contain this provision. 
Externally, the contracts in none ofthe comparable counties carry such a provision. It is noted 
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here again that the County objects the provision to have compensatory time. The validity ofthis 
Union’s provision is dependent on which offer here is accepted. The arbitrator has earlier 
concluded that the principle of compensatory tie is suitable for inclusion in an agreement 
betww.,the par& for reasons of external comparisons, and thereftire supports ,the Union offer 
here. 

XV ARTICLE 16 _ UNION SECTION 5.-LAYOFF NOTICE AND BUMPING 
NOTICE. 

w Employees must be given a three (3) week notice of any type of Section 5. 
layoff ss stated in Section 2. The employee must notify the employer in writing within two (2) 
weeks of the date of the employer’ not%cation to the employee of the layoff of his/her intention to 
bump. 

Countv o&r. No proposed contract language. 

Princiad Positions 4fPartieq. The Union holds that since employees have to give notice 
of termination and intent to bump. iI is only reasonable to request the County to given a three 
weeks notice of layoff Further there should be a knit on the time an employee has a right to 
bump another employee. The County argues the status quo by which it means the County has the 
option to give lay-ofFnotice under its own decision. 

Discussion.. Article 16 in the proposed agreement concerns “Senicri~” and in Section 2 
permits bumping. The Union offer thus deals with advance notice required ofthc Employer aad 
advanced notice to bump required Tom an employee. In internal comparison, it is noted that the 
Clerical and Professional agreements h&e the provision which,thc Union is offering. The Rolling 
Ws agreement requires the County to give advance notice oflayofi offour days. In external 
contracts, the counties of Buffalo, Juneau, La Crosse, K&and, Trempealeau, Vernon and Wood 
r&ire advance notice for lay off, though in varying degrees. There is thws a su&ient degree of 
internal and external comparability on the subject of advance notice to support the Union offer, 
though the Union requirements of number of days of advance notice and of notice to bump are 
not so prevalent. The union o&r is the more comparable one. 

XVI. ARTICLE 17, SECTION I- POSTING FOR PROBATIONARY EMPLOYEES 

Ution O&r. Section 1, All position open&s shall be posted at the union bulletin board 
for five (5) working days on a sheet of paper stating the job title; the job qualiications, job duties 
(consistent with actual duties performed), rate of pay, and the date the job is to be f&d. 
Interested employees sbalkign their name to this notice. Seniority and qualifications shall be 
considered in the selection ofthe applicant for the position opening; however, if the qualifications 
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are substantially equal, ,seniority shall prevail, The filling of vacancies shall be based on the 
following sequence; 

1. Employees within the department. 
2. Employees within the bargaining unit. 
3 Persons outside ofthe bargaining unit. 

County Qffw. Section 1. All position openings shall be posted at the union bulletin board 
for’ five (5) working days on a sheet of paper stating the job title, the job qualifications, job duties, 
(consistent with actualduties performed), rate of pay, and the date the job is to be Med. 
Interestad employees shall sign their. name to this notice. Seniority and qualiications shall be 
considered in the selection of the applicant for the position opening; however, ifthe quali6cations 
are substantially equal, seniority shall prevail. Probationary employees may post for position 
vacancies following six (6) months of employment, The stling .of vacancies shall be based on the 
following sequence: 

1, Employees within the department. 
2. Employees within the barg&ing unit. 
3 Persons outside of the bargaining unit. 

Princinal Positions ofPart&. The Union holds that the County position is not suppofied 
by internal comparables, and that the County proposal works to the disadvantage of bargaining 
unit members, which the Union by implication considers probationary employees to be. The 
Union holds that the County provision is inherently turfsir to probationary employe& The 
County holds that probationary employees are not Union employees and reserves the right to 
restrict posting costs for new hires because oftmining costs and concerns 

Discussion. The County proposed provisions to limit probationary employee5 to posting 
for another position only after six months of probation is a condition not found in other internal 
County contracts nor in external contracts.. Bowever the issue is r&cl as to whether a 
probationary employee is a bargaining unit member. From the terms of the contract a 
probationary employee does not have bargaining unit full rights until after one yea, so the el%t 
here is to permit a non-bargaining unit employee bid in for a higher position, when tha County 
could make a rule denying probationers posting for a higher position at any time. Because of the 
possible issues which may rise over the adoption of this provision as to the rights of probationers, 
and in lieu of the fact that this provision is not in any internal other contract, the arbitrator is of 
the opinion that the Union position on lack of comparability prevails, although this apparently 
gives the County unilateral authority as to how to treat postings from probationers. 

XVII. ARTICLE 19 - WORKBk’S CCMPENSATION 



Union Offer. Section 2. ,Fringe bti&ts will continue only for the fust fourteen (I 4) days 
of the period in which a worker may be receiving worker’s compensation benefits. Beyond the 
initial fourteen (14) days, 6-inge benefits, except vacation do not continue to accrue. Examples 
of these benefits include accumulation of sick leave, holiday and retirement ben&ts. The 
County’s portion of health insurance premiums shall be continued for a maximum of one (1) year 
for employees eligible for Worker’s Compensation due to work-related injury or illness. Ifan 
employee is receiving Worker’s Compens&ion be&t for more than one (I) year, he/she shall 
continue to acctue seniority and the employee shall be able to participate in the bargaining unit’s 
group health insurance plan providiig that the employee pays the County’s share ofthe premium, ” 
as well as the employee’s share. 

countv oger Section 2. Fringe benefits will continue only for the fist fourteen (14) 
days ofthe period in which a worker may be receiving Worker’s Compensation benefits. Beyond 
the initial fourteen (14) days, tige ben&s, do not continue to accrue. Examples ofthese 
bentits include accumulation of sick leave, vacation, holiday and retirement benefits. The 
County’s portion of health insurance premiums shall be continued for a maximm’ofone (1) year 
for employees eligiile for Worke+s Compensation due to work-related injury or illness. 

Principal Positions of Parties. The Union says its o&r simply aUows an employee on 
Worker’s Compensation to continue to have insurance coverage beyond one year at the 
employee’s expense and to accrue seniority. This does not accrue vacation time as the County’s 
Rolling Hills agreement does. The County states its proposed offer is the status quo language 
from the Personnel Policy Manual. The County states that the Union offers excepts vacations on 
the limitations on accrual, a limitation found in other County agreements. The County states that 
the Union proposal is uncapped and limitless. 

J%cussion. Two Monroe County unions have a provision on extendiig health. care 
benefits for persons under Work&s Compensation so as to permit continuing health insurance 
provided employee makes tW payment ofthe total premium. These unions are the Clerical union 
and the Professional union. However no comparable county has any provision like that proposed 
‘by the Union. While the two Monroe County unions have similarities with the Courthouse union 
in clerical and professional duties, yet the conclusion here is that the benefit proposed by the 
Union does not meet the teSt of greater comparability. The language of the Union of&t appears 
To the Arbitrator to allow vacation benefits to accrue. It is also to be noted that the argument of 
the County that its offer should be accepted as “status quo,” is not a basis here for acceptance of 
its offer, but rather the lack of comparability &the Union offer to internal and external 
COrnparableS. 

XVIII. ARTICLE 21- GENERAL PROVISIONS + CONTINUING EDUCATION. 
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Union Offer. Section 6. The County shah pay all reasonable costs associated with 
required continuing education for the employee’s current position. Employees shah receive their 
regular rate of pay for participating in required contitming education. 

Countv Offer, No language. 

Princiual Positions oFParties. The Union asks that ifthe County requires continuing 
education, it should pay for it. Under the union o&r the County only has to pay reasonable costs 

for education it requires for the employee’s current position. The County says that there is no 
comparable provision in any internal County contract. It says there is a status quo in that the 

County Board committees approve or disapprove of training expenditures depending on the 
departxaent head’s recommendation and on budget availability. Also the County does not have a 
tuition reimbursement program a&the Union offer domes dangerously close to it. Internal 
comparisons and the status quo support the County position. 

Discussion. There is no provision similar to the Union offer to be found in any of the 
four internal to Monroe County union agreements. Provisions for paying for additional eduation 
are found in contracts in Crawford, Jackson, Juneau, Pepin and Richland counties. No 
explanation was presented in the hearing as to the origin ofthis request by the Union to include 
this provision However in spite of the absence of explanation the justice of a request that 

where additional education is required by the employer, the employer in fairness should be asked 
to meet the costs, is apparent. This is a case where a practice solely controlled by the Employer 
is to be found in a contracf where employee interests can be defended by their Union. On this 

account, the Union o&r for this type of compensation is supported here. 

XIX. ARTICLE 21 - GENERAL PROVISIONS - WORKING AT HIGHER RATED 
POSITION. 

Union OBer. Section 7. If an employee works on a higher rated job in excess of thirty 
(30) calendar days, the employee shall receive the rate of pay of the higher rated job during the 
period of time so assigned to the higher rated job, retroactive to the 6rst day of assignment. 

Ifan employee works on a higher rated job in excess of sixty Countv Of&. Section 6. 
(60) calendar days, the employee shah receive the rate af pay ofthe higher rated job during the 
period of the time so assigned to the high er rated job, retroactive to the &st day of the 
assignment.. 

Principal Positions of Parties. The Union holds that for the employee to work 60 days 
before qualifying for the higher pay rate is too long. Under the union offer the County can meet 



the coverage of most type of temporary vacancies. The Rolling Hills contract and Highway 
agreement both gave provisions for payment for higher classitieation work than in the County 
offer. 

The County states that its offer is found in the current policies in the Personnel Policy 
Manual This is the status quo. The Union offer is not internslly comparable with any ofthe 
County contracts. 

Discussion Section 4.27 ofthe Monroe County Personnel Policy Manual calls for 
payment at the rate of a higher classification only after 60 days of work by a person assigned 
upward to it. The Monroe County Rolling Hills agreement indicates pay at the higher rate any 
time a person works in a higher classifications.. The Highway agrezrnent calls for payment a&r 
four hours of work at the higher classtic,ation. A search within the agreements of the group of 
comparable counties reveals that three counties have provisions for paying for out of classification 
assignment. Richland and Vernon Counties pay the higher rate after 2 hours of assignment, and 
Sauk county pays the higher rate after 7 3/4 hours. The conclusion here is that the proposal of ’ 
the Union for payment for work in a higher classification after 30 days does not meet the test of 
exact comparability in Monroe county but meets it sticiently td justify a shortening of the 
period afler which the higher payment will be made. External comparably do not show a 
majority of comparable counties as speaking to the practice, but where they do, they show a much 
shorter length of time to qualify for pay at a higher classi6cation. These facts weigh in favor of 
the Union offer. 

Xx. ARTICLE 21 I GENERAL PROVISIONS - UNION SECTION S r 
TEMPORARY EMPLOYJvlENT 

Union Offer. Section 8. The employment of temporary employees shall be limited to 
three (3) calendar months. An extension of three (3) calendar months, creating a total of not 

/ more than six (6) calendar months, may be approved by the personnel and bargaining committee, 

i Countv offer No language. 

1 
Princinal Positions ofParties The Union offer consists of language now in the Personnel 

Policy @null. The Union holds that this language should be in the agreement so that the Union 
can see that its terms are enforced. Otherwise the County can unilaterally change the terms.- The 
County states that the inclusion of this provision prevents the use of project positions which may 
remain in effect for up to one year. This provision is in no uther County agreement. The Union 
should not attempt to change the status quo which also governs non-union employees. 

Discussion, Monroe County Personnel Policy Manual at 4:27 (1) (d) states in pertinent 
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part, “No temporary assignment shall exceed six months ‘I. There is a difference possible in the 
interpretation of “temporary employee” and “temporaty assignment.” A temporary assignment 
could be interpreted to mean as temporary assignment out of classiftoation and the ‘temporary 
assignment of ari employee not in the bargaining unit. 

Ifthe temporary assignment of an employee not in the bargaining unit is considered, which 
is the normaI interpretation of the Union offer, a study shows that within Monroe County none of 
the four bi-lateral agreements addresses this situation. Externally among the eleven comparable 
counties, five show references to the hiring of temporary employees and limits upon the Employer 
as to the length such temporluy employees can work. Jackson County has a six month limit; 
Juneau County has a 600 hours limit; La Crosse, 6 months limit, Pepin, 90 days, and Vernon 3 
months. Five counties do not address the matter. Based then on internal and external 
comparisons, the Union offer does not meet the test of comparability. 

JXI. ARTICLE 21- GENERAL PROVISIONS - UNION SECTION 9, COUNTY 
SECTION 7 - CALL-IN PREMIUM, 

Union Oh Sectiorr9. Employees called in to work outside of normal working hours 
shall be guaranteed two (2) hours pay. 

Countv O&. Section 7. Maintenance and Information Systems employees reporting to 
work outside of normal working hours shall be guaranteed two (2) hours pay. 

Princiual Positions of Parties The Union holds that the County offer is not justified in 

offering only Maintenance and Information Systems employee call-in pay. Internal comparisons 
support the Union position in that two ofthe other internal agreements two hour on-call minimum 
for all employees and one has it for all on-call employees. The County holds that internsl 
comparable are mixed. While two agreements have a two hour minimum for all employees 
called in, one agreement provides only for social workers who are on call and one agreement has 
notreference ofthis type at all. The Personnel Policy Manual does not have a reference to a 
call-in minitnmn. The mixed terms of other Agreements and the status quo support the County’s 
position. 

Discussion. Two present bi-lateral agreements in Monroe County have a provision 

guaranteeing two hours of pay for called-in employees. One has a limited provision. The 
diirence between the Union offer and the County offer is that the Union proposes such 
compensation for any employee called in and the County proposes it for Maintenance and 
Information Systems employees. 



A survey of the eleven comparable counties shows that Crawford gumtees a two hour 
base pay for social workers called in under certain circumstances. Juneau County for 
Telecomtuunicatious and Jail Workers a two hour minimum. In Pepin employees called in work 
at their regular rate of pay. In La Crosse all called employees receive at least a two hour pay. 
The same holds for Sauk. In Trempealeau Legal Secretaries receive double time when they are 
c&d in The conclusion here is that the limited County o&r in offering only two classes, of 
employees a guaranteed pay for call-in is closer to the general pattern where no guarantee for 
call-in is present. 

XWI. ARTICLE 21 -UNION SECTION 10 - ON-CALL COMPENSATION. 

-O&r. Section 10. Employees who src required to be on-call shall be compensated 
at the following rates: 

Week-days - % 1.25 per hour 
Week-ends - $1.40 per hour., 
Holidays - $1.50 per hour. 
For purposes ofthis section weekends shah commence at 4:30 p.m. on Friday and end at 8 

a.m. on Monday. 

Countv Offer. No language. 

P’ ci al The Union notes that the County does not require Highway rm P Positions ofPart& 
employees, Human Sewices Clerical employees, or paraprofessional employees to be on-call 
.Some Professional Services employees are required to be on-call The Union here is seeking the 
same rate. The County offer amounts to wanting something for nothing. The County offer says 
its offer amounts to status quo and is supported by internal comparisons. 

Discussion. The Monroe County Personnel Police Manual covering non-bargaining unit 
employees has rtn on-call provision. Some on-call workers are “casual”. Among on-call 
employees are Public Health Staff Nurses whose pay rate is set by the Personnel Department. 
On-call law enforcement personnel are paid 1 l/2 hours the regular rate for hours worked on a 
holiday. For persons who are en-call casual workers, there are no benefits except for holiday pay 
for law enforcement personnel. The Union provision for on-call is similar to that found in the 
&lateral agreement between Monroe County and its Professional Employees, both as to rate and 
periods worked. 

As for comparable counties, the Buffalo County Human Services agreement provides a 95 
cents per hour rate for on-call employees. Crawford County provides a $1.25 Per hour for on-call 
assignment. In Jackson County on-call personnel who are casual are noted but they receive no 
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benefits. In Crawford County there is an agreement paying an-call empIoyees $1.25 per hour In 
Jackson County the agreement for courthouse employees notes only casual workers as on-call 
workers and they receive no bentits. In Jackson County howtier Human Services employees 
receive $1.30 per hour for an on-call assignment. In Wood County an on-call employee in 
Bmergency Government gets $9 for on-call duty on weekdays and $14.00 on Saturdays, Sundays, 
and holidays. CotTections officerson-call are guaranteed 3 hours of over time if called in. 

From the foregoing it appears that both internal and external comparisons the Union show 
on-call provisions in agreements generally do not exist. It is not clear as to Whether this is 
because there is no practice of placing employees on call. Howevw the evidence is that where 
the practice exists, some payment occurs. Since in Monroe Coue the Professional employees 
have a provision in their bi-lateral agreement for on-call pay for regular employees, this gives 
justification to the Union offer in the instant proposed agreement ifthere is a practice of placing 
wtain quaNed employees on-call. 

Xxm. - SALARY ADTvflNISmTION - REII CIRCLED EMPLOYEES. 

Union Offer S&ARY ADMEWIRATION.. 2. Employees who are currently paid 
shove step F shall receive the following wage increases: 

l/l/O1 - 2% 
9/l/01 -2% 
l/1/02 - 2% 
9/l/02 - 2% 

Countv Offer Wage schedules include two percent increases on January 1 and 
September 1, Employees progress to the next step following 280 hours of work and a satisfactory 
performance evaluation. Employees may be hired up to Step C with approval ofthe P&sonnel 
and Bargain& Cohttee if qualifications and experience warrant a higher rate. Employees 
who are currently paid above step F shall receive onehlf of the general increase until their pay 
rate is at step F of the wage scale. 

Princioal Positions ofparties The Union holds that red-circled employees, those who are 
currently paid above the cl&cation set in the Bjorklund study, should continue to have the time 
percentage increases as other employees. These employees were hired at a certain rate of pay 
with the expectation that they would get the same step increases and percentages increases as 
others. It is unfair to cut their wages in a form of reduced wage increase. The County appears to 
be bent on continuing this practice until the, red-circled employee is within a classification of 
others. 

The County states that under its proposal the red-circled employees are getting a “soft 
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landing” by getting some increase but coming closer to the scale of the grade in which their 
position is &stied. The Union is proposing that the red-circled employee be paid above grade 
for all the tire.. This overpayment may cause equal pay concerns for other employees 
performing the same work. 

Discussion. Employees in the present proposed bi-lateral agreement are in a grid of six 
steps, at F, with grades 1 to 8. The County in March, 2000 received a “Job Evaluation and 
Compensation Study Report” done by Bjorklund Compensation Consulting in which 20 grades of 
employees were reduced to 18 and employees ofien placed in new grades. Some employees were 
being paid higher than step F in their new grade. The record supplied in the hearing does not 
show who these employees are. . They are descriied as “red-ctrcled” employees. The Union is 
proposing they receive the 2% increase, and the County proposes to increase their pay by 1% and 
this process to continue presumably until their pay frdls within the grade range. For further light 
on the issue here, the consultant gave point ratings for the d&rent positions, also compared the 
Monroe County benchmark positions The cor~suitant made comparisons with market rates.. It 
found Monroe county below the minimum and maximum in the ranges and below the average in 
the ranges. There was a 22% difFeren& between the minimum and msximum in a range. 

In its Personnel Policy Manual, Classification Plan, the County noted that many of the 
positions in the County are similar to one another. They are positions which require similar duties 
similar responsibilities and similar qualiications and were therefore placed in the same grades, 
using weighed factors. the compensation plan was based on equal pay for equal work. Grade 
classifications were then changed and put into effect.’ In this proceeding of arbitration the results 
are being challenged in their interpretation for red-circled employees and for certain positions 
which will be considered later. 

Conceming the pay rate of red-circled employees, a review of external comparable 
counties’ contracts show only Crawford county directly addressed this issue and it retains the 
red-circled pay rate. A provision in a La Crosse contract indicates that if an employee’s rate 
classification is downgraded, the employee will not lose pay. The opinion here is that the County 
offer is a reasonable method of ultimately resolving over a period tie what amounts to two 
different wage rates for the same positions doing the same work. This would be in the interest 
of the public.. 

XXIV. SALARY ADMINISTRATKON - PROMOTION TO HlGJ3ER PAY GRADE. 

Union Offer. The salary of an employee promoted to a higher pay grade shall be adjusted 
to that step in the higher salary grade, that grants to the employee an increase in pay. 

Countv Offa. No language. 
Ptinciml Positions of Pm. The Union says that although this provision is the present 
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policy of the County, it wants this proposal in the agreement to insure its enforcement. The 
County says that for 25 years this has bm the status quo in the County and the provision is not L 
any other County and union agreement The County notes that this proposal is drawn from a 
provision in the Persotmel Policy Manual which also speaks to transfer, demotion and 
classification. If this provision of the Union is adopted, yet the policy on transfer, demotion, and 
clas~cati~n will still be the policy of the County. The County therefore is proposing the status 
quo. 

Discussion. Present County policy on changes in classification due to promotion is as 
follows in the County Personnel Policy Man& 

“4.23. Changes in Classification. 1. PROMOTION. Promotion in the movement of an 
employee from one position to another having a higher salary grade in the Same department. 
When an employee is promoted to a position in the higher salary grade, the employee shall serve a 
three months trial, or a longer period with concurrence,of the department head and Personnel 
Director. Sahuy shall be adjusted r%orn the tirst date of promotion to that step iu the higher salary 
grade that grants the employee and increase in total salary for the year Tom the date of promotion 
to that step in the higher salary grade that grants the employee an increase in total annual salary 
for the same period had the employee not received the promotion. 

“Due to varying circumstances iovolved with promotions the department head shall meet 
with the Personnel Director prior to the initiation ofany personuel action involving a promotion.. 
This effort should help avoid any misunderstanding which may occur when promotions are under 
consideration. AU promotions shah be approved by the appropriate County Board Committee 
and the Personnel and Bargaining Committee.” The Perennial Policy Manual also provides for 
policies for transfer, demotion and recIassi%ation into a higher saiaty grade, with provisions for 
placement in a higher grade similar to those found for Promotion. The question then is whether 
there is a substantial reason to have the offer of the Union included in an agreement, 

A provision similar to the Union O&r in this matter is not found in other agreements in 
Monroe County. In reviewing agreements in the comparable counties, the term “promotion” 
does not frequently appear, and the term “cIass&ation” more frequently appears when an 
employee is moved upward in compensation. In Crawford County one employee is red-circled at 
a higher rate. In Jackson County in the Human Services agreement reclassi&ation upward results 
in a step h the pay range jut above the employee’s past range. In the Juneau County agreement 
of 2003 for Courthouse employees promotion resultsin a next step in a higher pay range. In the 
Pepin Human ‘Service agreement for 2001, claasil?catlon upward results in the lowest step in the 
next pay range above what employee was getting for compensation. Similsr provisions are found 
in a Richland County agreement, and in a Sauk County agreement for courthouse employees. 
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Using the test of external comparability, where the subject is addressed, the Union offer 
here does meet the test of external co,mparisons. The proposal ofthe Union is logical as an 
expression of the value of promotion. 

Xxv - SALARY AIMFNISTRATlON - PAY GRADE OF DISTRICT ATTORNEY 
VICTIM/WITNESS COORDINATOR. 

Union Offer. The position ofDistrict Attorney VictimWitness Coordinator shall be 
placed in Grade 8. 

County Offer. COURTHOUSE UNION POSITIONS/GRADES 
7 District Attorney Victim/Witness Coordinator 

Princinal Positions of Parties. Concerning the position of Viaim/witness Coordinator, the 
Union said this position was recently placed in the Union by the WERC and thereafter the County 
unilaterally reduced the pay rate from Grade 8 to Grade 7. The Union takes issue with this 
unilateral reduction ofpay grade. This action is a violation of the status quo doctrine that when 
there is bargaining all conditions of employment remain the same. The Union strenuo~~~Iy 
disagrees that it has the burden of proof to say why the V&&Witness Coordinator should be 
reduced. The duties of the job have not been substantially changed and the County has offered no 
proof. Further it was not appropriate to reduce the wages ofthis position simply because ofthe 
WERC ruling. 

The County states that the duties of the umtness Coordinator have changed. The 
position was an independent department, ti-om 1991-2001 and the Coordinator supervised one 
empldyee. Now tie position is under the District Attorney. The position is no longer that of a 
manager and supervisor and now reports to the District Attoroey. The new position status was 
reviewed by the Public Safety and Personnel Committee and on January I,2002 the position went 
from Grade 8 to Grade 7 

Discussion. -As noted eariier a Job Evaluation and Compensation Study Final Report 
was issued in March, 2000.. This study recommended grade allocations for positions witbin 
Monroe County The evaluations were basecl on a point sy$tetn. Positions given points from 
from 545 to 530 Were placed in Grade 8. They include the positions of Coordinator-Emerge 
Management, Administration Servioes Coordinator and &nmunications Technician. The points 
system for Grade 7 ranged kom 5 !O to 490 points. Positions in this range included Food Service 
Supervisor, Administrative Assistant/Office Manager, Office Manager/Bookkeeper, and 
Sanitation and Zoning OEicer.. The position ofVictimlWitness Coordinator was not listed in this 
study, possibly because at the time it was a management position. 

In this study the consultants gave a pay range for Grade 8 from $13.14 per hour at the 
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lowest step to $16.03 at the highest step. Grade 7 went from $13.36 to $15.08, 
No job description ofthe VictimWimess Coordinator was supplied in the, exhibits at the 

hearing, This position does not appear to have a counterpart in any other bi-lateral agreement in 
Monroe County. 

As to the mattw of the County reducing the grade of the position while the bargaining was 
in process, this is a matter which can be addressed through a grievance. As to the future pay 
grade under this initial agreement, this is a matter to be considered. In this case, the comparison 
of top hourly rate of this position in Monroe County with the top dolIar rate in comparable 
counties is indicated. 

The following table is derived from a scrutiny of contracts in comparable counties: 

TABLE 1. WAGE COMPARISONS FOR VICTIMWITNESS COORDJNATOR 

B J&&g&&l 

1. Buffalo Law Enforcement Admin. Asst. 2001 
2 Crawford kkthr&%ess Coordinator 2001 

Red Circled Contract Grade 
3. Juneau WitnessNick Coordiiator 2001 
4. Sauk &tidWitness Specialist 2001 
5. Trempealeau Legal Secy.Nictim-Witness Coord. 2001 
6. Vernon Victim/Witness Coordinator 2001 
I. Wood Victim/witness Secretary 2001 
8 Monroe 

union 
victim/Witness Coordiitor 2001 

N 
2001 

* 12smpsin1oycers 
** Calculated from monthly rate totaled for year and divided by 2000. 

Maximum 

13.77 
12.60 
13.21 
15x* 
12.39 
14.00** 
13.96 
12.49 

16.68 

15.69 

From the foregoing table it appears that the Monroe Coimty offer being near highest both 
for what is known of the year 2001 top wages and for 2002, the County therefore need not offer 
more than Grade 7 to be comparable. 

XXVI. ADJUSTMENTS IN GRADES OF SELECTED CLASSFICATIONS 
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The Union O&r contains a proposal for the raise in pay grade of thirteen different 
classifications of employees. It is noted again that the County Offer contains no changes for these 
classifications which have been assigned pay grades under the Bjorklund claasifsxtion study. 
This study was reported as the “Job Evaluations and Compensation Study Final Report” made on 
March 16,ZOOO and the essence of which has been described in Section Xxv foregoing. 

Also as noted the report was based on the application of a matrix system which examined 
six factors of each position, namely Knowledge and Discretion, Supervision, Customer/Client 
Service Orientation, Experience, Worlong Conditions and Physical Effort. Employees completed 
a questionnaire which Supervisors reviewed. The consultant assessed the duties and 
responsibilhies for points of the rating system, and grouped poSitions of similar point values and 
relative similar responsibly for similar pay treatment. Subsequently the consultant conducted a 
market study of 32 adherent benchmark positions to capture as many positions as possible. Eight 
of the counties used as cornparables in the instant arbitration sent in replies and so did two school 
districts and one private employer. 

Given this study with ifs methodology, the que&ion is whether further investigation into 
the grades of certain classifications should be or need be pursued. Since the Union 0%~ does 
contain the proposal to raise grades, it is necessary then to investigate the grades of the 
classl&ations as requested in either offer for both internal and external comparability.. The 
assumption here is that even the most thorough of studies may result in some inequities in grade 
levels within a classification and in compensation considerably diverse &om those of comparable 
positions in comparable counties. 

The Union states that in its requests for upgrades it initially was seeking upgrades for only, 
one person per job title except in one instance where two positions were involved. It says that at 
the County’s request, the requests based on names were changed to requests based on job titles. 

The County submitted a chart which showed that under the change in the grade 
classifications, that in six clsssifications even though in some cases the grade is lower, the position 
now receives a bigher pay. In six classifications the position receives a lower pay by grade, but 
then under the provision of the County offer, the employees however did not have their pay 
reduced, but under the County offer they are to receive less of an increase until they are in their 
proper pay grade. The County says its proposal is preferable because it is based on an objective 
competent professional study, while the Union’s requests comes horn employees who have 
nocompensation baokground and who rue casting about for higher compensation. 

A. m The Union and the incumbent in this position are 
requesting a change horn pay grade 4 to pay grade 5. They assert that their work is essentially 



equal to the work of a District Attorney Legal Secretary and a Corporation Counsel Seeretq, 
both positions which are at Grade 5. Union Exhibit 7 compares the wage grades oftbe position 
ofDis&ict Attorney (DA) Secretary with that of a Judicial Assistant in six comparable counties 
where the position titles can be identi6ed. In two cwntiess the Judicial Assistant is in a higher 
grade than the DA Secretary, in three counties both &a&cations are in the same grade and in 
one county the Judicial Assistant in a lower grade than the DA Secretary. 

Union Exhibits list the duties of Judicial Assistance of Branch I and ofBranch II. lg 
dierent functions, mostly of a legal nature are listed for the position in Branch I, 17 di&rent 
functions are listed form Branch II, and I2 difFerem itmotions list for the DA Secretary 
However the Corporation Counsel Secretary lists 22 differem functions. 

In a letter of 7/14/00 to the Perso~el and Sargaitnng Committee of Monroe County, 
Circuit Judges Abbot and McAIpine reported on the duties ofJudicial Assistance who are not 
clerks but legal secretaries with additional duties, doing work similar to that ofthe legal 
secretaries in the offices of the Corporation Counsel and District Attorney’s office. 

For external cornparables’ top compensation,, the following table is constructed. 

TABLE II. JUDKXAL ASSISTANTS AND POSITIONS SIMILAR 

QggJ 
Crawford 
JElCkSOll 

Juneau 
La Crosse 
Sauk 
Trempealeau 
Vernon 
Wood 
Average 

Position Year End 
Legal Secretary 2001 
Legal Secretary 2001 
Judicial Assistant 2001 
Judicial Assistant 2001 
Judicial Assistant 2001 
Judicial Assistant 2001 
Judicial Assistant 2001 
Administrative Assistant 2001 

Judicial Assistant, Grade 4 2001 13.11 
DA Secretary, Grade 5 2001 13.89 

Maximum 
12.27 
14.18 
12.79 
12.83 
12.39 
15.05 
10.68 
13.51 
12.94 

From the foregoing table it is apparent that the compensation in Monroe County for 
Judicial Assistant when comparing the maximnm 2001 rates ranks third highest, and this is 
externally comparable. This type of comparison must be weighed against the internal 
comparisons between Judicial Assistantnt and DA Secretary and Cooperation Counsel Secretary. 
From the job descriptions alone, the arbitrator cannot determine whether the volume and 
complexity of the work of the different positions compared justify that the Judicial Assistant 



Branch I should be advanced, to Grade 6.which would put the position in pay total considerably 
above the position in comparable counties. The conclusion then is that the County offer is the 
most comparable in terms of top pay. 

B. Branch, 1 Judicial Assistant. The Union proposes that this position be advanced from 
Grade 4 to Grade 6. Though Branch II Judicial Assistant i$ requesting to be advanced to Grade 
5, this position is being advanced to Grade 6 under the Union d&r before it has more duties and 
responsibilities. Monroe County Judges have supported an advance in grade for the Judicial 
Assistants. 

The County states that Branch II Judicial Assistant and Branch I Judicial Assistant are 
nearly identical in job description and work, and Branch I Judicial Assistant should not be 
advanced above the Branch Ix Judicial Assistant. 

The followiug chart shows the top rate proposed in the offers:: 

Top Wage Bates Proposed by Union and County OfFers Chart 1. 

* Grade 6 2001 $14.74 
Q&g&!. Grade4 2001 13.11 

Discussion. From Table II foregoing, it is seen that there are no two types of Judicial 
Assistants, for make a comparison for differential between the two positions as proposed in the 
Union offer, and the job description and testimony are not deemed sufficient to determine that the 
functional differences between the two positions in Monroe Count are su%ient to call for a 
higher Grade for Branch I Judicial Assistant than Branch II Judicial Assistant. As noted above 
the County offer for Judicial &.sistant top pay is within the range ofthat found in cornparables. 

C. Office Clerk.. The Union is asking for a change in Grade Tom Grade 1 to Grade 2. 
The Union says that the average wage found in four counties that ltave this position is $11.13, 
Monroe pays this position $10.67. The Union request would result in Il.27 per hour.. 

Discussion. The arbitrator could not verify the data found in Union 13 in which top pay 
for O%ce Clerk was found in four counties. The title “Office Clerk” is not found. However it is 
clear from the Bjorlclund study that this position is considered a basic clerical position. The 
records of comparables counties for top’ compensation for a basic cltical position yields this 
Table. 

TABLE EI. BASIC CLERICAL TOP COMPENSATION MCING COMPAPABLES. 
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1 Crawford 
Jackson 
Juneau 
La Crasse 
Pepin 
Richlaud 
Sauk 
Trempealeau 
Vernon 
Wood 
Average 

Clerk 2 2001 
Account Clerk I 2001 
Clerk Typist 2 2001 
Clerk, Entry 2001 
Typist. 1 2001 
Clerical Assistant I 2001 
Administrative Assistant II 200,l 
Clerk 2001 
Office Assistant 2001 
Clerk I 2001 

11.08 
12.71 
10.77 
10.97 
9.77 

11.11 
10.87 
11.91 
9.25 
11.71 
11.11 

Monroe 
union 
County 

Office Clerk 2001 Il.,73 
Office Clerk 2001 11.10 

From the foregoing table it can be seen that the Monroe Couuty offer foi Office Clsrk 
more nearly meets the basic rates for clerical positions of this type. 

D. Pavroll Clerk Bookkeeper The Union offer proposes to raise this position fiorn. 
Grade 4 to Grade 5. Payroll Clerk Bookkeeper position here is in highway department of the 
County. The position prepares the payroll records, equipment costs, prepares billings and 
maintains personnel records and this under supervision oftbe Highway Commissioner and Office 
Manager/Bookkeeper. The position requires two years technical training beyond high school 
The Union is asserting the position is comparable to the Rolling Hills Payroll/Accounts Payable 
Bookkeeper.. The Union supplied job descriptions of positions it asserts are similar from 
Crawford, La Crosse, Richland, Sauk and Vernon County. The Union presented a table of the 
maximum rate for Payroll Clerk/Bookkeeper for ten comparable counties which produced an 
average of rate of $14.02 per hour as compared to the maximum 2001 rate of Grade 4 in Monroe 
is $13.10 andtherequesedrateis $13.88 However in two counties there was a rate cited 
which was an average of two rates for positions in those counties. In tn&ug this exhibit the 
Union also used some year 2000 figures and added 4%. The arbitrator in scanning the contracts 
of comparable counties could not verify the figures stated in this Union Exhibit 14, although it 
appears it could have been assembled by the incumbent from inquiries. However there is a 
mixture of year 2001 and other year amounts. 

The County contends the table of the Union is questionable because ofthe blending and 
because the job deseriptiona used by the Union are diverse. The position ofthe Payroll 
ClerwBookkeeper was indeed placed in a lower numberad pay grade, but the position 
newtheless received a pay increase as of January I, 2002. 
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The following table was derived from contracts submitted on comparable counties where a 
position similar to the Monroe County Payroll Clerk/Bookkeeper could be identitied 

IV. PAYROLL BOCKKEEPER COMPARISONS FOR 2001 

BUfEiO 

Crawford 
Juneau 
La Crosse 
RiChhId 

Trempealeau 
Wood 
Average 

Highway Office Assistant 2001 
Assistant Highway Clerk 2001 
Bookkeeper 2001 
Payroll Clerk 2001 
Account Clerk 2001 
Payroll Clerk/ Asst. Off. Mgr.. 2001 
-Administrative Assistant 2001 

12.79 
11.08 
14.58 
13.91 
12.34 
15.56 
14.52 
13*54 

Monroe 
WIiOll 2001 13.89 
county 2001 13.11 

From the foregoing table, the arbitrator is ofthe opinion that the Union offer on the 
position of Payroll Clerk/Bookkeeper is supported. 

E. Assistant Fhnnane officer.. The Union asserts that there is little difference between 
the work ofthe Assistant Ehmrsne Office and the &mane OiTtcer, the former being a part time 
position. The incumbent is qua&d by having a Bachelor’s Degree and a cer&ation in animal 
care. The incumbent has been working as the Humane Officer since the regular officer 
transferred. The Hnmme Officer is in grade 6 and the incumbent in grade 3. This is too great 
adiience and incumbent asks to go to grade 4. 

The County states that the incumbent went up two grades from the old grade plan and 
received a substantial increase. The Humane Officer was originally listed as a Grade 5 position 
but the County states this was a typographical error and the position was changed to Grade 6. 

A review of the Grade 4 positions listed in the Bjorklwnd report indicates that Judicial 
Assistant, Child Support Clerk, Civil Clerk, Family Clerk and other Clerks are grouped in this 
grade. Only two empioyes are in Grade 3, the Assistant Humane Officer and Home Health Aide. 
The qualifications of Assistant Humane Officer call for high school education and hands on 
experience with animals. When one compares these quaiifmations with the technical and detailed 
requirements of a Judicial Assistant, also in grade 4 , the latter position seems to be ofhigher 
complexity. Further there is a considerable di8erence between the job responsibilities of the 
Humane Officer and Assistant Humane Officer in that principal investigative and record keeping 
responst%iity he with the former. Ifincumbent is doing the Humane O&w’s work, this is a 
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questibn to be addressed in another forum. Based then on the job descriptions, the request for a 
higher grade is not supported. 

F. Jurv ClerkTrafBc Assistant. The Union would advance this position from Grade 2 to’ 
Grade 3. Union exhibit 26 shows that incumbent is working 49 cents per hour below an average 
of cornparables of 11.76 Under the union offer the incumbent would be 15 cents above the 
average. 

The County says that the Union exhibit showing rate comparisons does not indicate 
comparability with the Monroe county position and should carry little weight. This classification 
had been upgraded from a 1 to a 2. 

~onceming Union Exhibit 26 which shows a comparison ofthe Jury Clerk/Tra& 
Assiiant in Monroe County with position5 of like type in Buffalo, Jackson, La Crosse, 
Trempealeau and Wood, a search of the comparable contracts including those of the foregoing 
revealed only one job title close to that ofthe Monroe job title. This was in Wood County where 
the position of Clerk ILTm5c in 2001 had a top rate ofN2.19. Union Exhiiit 26 did not 
identify job titles thought to be comparable nor was a job description of the position of Jury 
ClerkITra& Assistant given. 

Since the County placed the position in Grade 2, this places it with Office Assistant, 
Drivers and some Custodians. At Grade 1 it was with Office Clerks and Receptionists. The 
paucity of formation about what the job description is prevents a decision favoring any change 
upward in grade. 

G. Clerk of Court 05ce Assistant.. The Union says this position is $1.18 behind 
comparable. (Union Ex. 27) The employee who holds this position is deputimd and has now 
additional duties. The Office Assistant desires to go from Grade 2 to Grade 3. Howwer the 
contention is that this position is also equivalent to the position of District Attorney Clerical 
Assistant and Clerk of Court Family Clerk in Monroe Count, both ofwhich are at Grade 4. 

The County states that the incumbent has had no compensation experience nor has she 
worked in any positions considwed comparable. The County rejects job descriptions offered by 
the Union except for the Wood County Clerk Typist. - Office Assistant. This position is an entry 
level position and was originally classified as Grade 1 under the Bjorkh.md study but a 
typographical error set it in Grade 2 and the County offer now will keep it in that Grade.. This 
position was reviewed by the County on September 28,200O and was kept unchanged. The 
Bjorklund Report shows this position originally set at Grade 2. 

Discussion. A review of the job description of the position of Clerk of Court Office 
Assistant Grade 2, with the positions of District Attorney Clerical Assistant and Clerk of Family 
Court, Grade 4, persuades the arbiior that the Clerk of Court O&e Assistant does not subject 
the iirst position to the degree of social complexity and procedural knowledge required by the 
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latter two positions. However the quetion remains as to whether the Office Assistant position is 
paid at a competitive rate compared to external cornparables. 

From the testimony ofthe hearing, the incumbent states she is deputized. Jfthis is the 
case, the position is more than that of a receptionist position as described in the County’s job 
.description. The Union supplied a tabulation of positions in comparable counties which positions 
theUnion iconsidered comparable for the year 2200 contracts. 

The following table is a list of positions which might be comparable in that they have some 
relation to deputy functions in the office of Clerk of Courts, and the data is for contracts with the 
maximum pay in 2001, 

TABLE V. TOP PAY FOR OFHCE ASSISTANT, DEPUTIZED, COMPARED WITH 
DEPUTY CLERK OF COURTS IN COMPARAJXE COUNTIES 

BUfEilO Clerk of court, Deputy I 
Crawford ChiefDeputy, Clerk ofCourts 
Jackson Deputy Cletk of Courts 
Juneau Court Receptionist/Clerk of Court 
La Crosse Deputy Clerk of Courts 
Richland Deputy Clerk of Courts 
Sauk Deputy Clerk of Courts 
Trempealeau Deputy Clerk of Court 
Wood Deputy 1 
Average 

2001 
2001 
2001 
2001 
2001 
2001 
2001 
2001 
2001 

$11.77 
13.21 
13.22 
11.22 
14.80 
12.95 
12.39 
13.29 
13.51 
12.93 

Monroe 
Union 
county 

2001 12.39 
2001 11.73 

From the foregoing it appears that there is justification for the Union request to upgrade the 
position of Office Assistant to Grads 3 as a recognition of deputizing, though the work may not 
require the same responsibilities as the position of Deputy Clerk requires in other jurisdictions 
the Union request for upgmding this position is supported. 

H. Resident Services Coordiiata The Uuion is requesting this position be upgraded 
from Grade 4 to Grade 5. The incumbent states that in the Bjorkhmd study Medicare work was 
deleted from her job description but she still does work which has previously been done by a 
Registered Nurse at $19 per hour Incumbent states that this position received grade reduction 
for the reason that Medicare work was taken Tom her but she still does it in the absence of the 
person who now does the work and who haa been off work for various reasons. Union states 
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that the Grade reduction was Room Grade 7 to Grade 4. The Unions states that this pa&on is 

equal in responsibility and duties to that ofHealth Department Health Check:~Tecimician and 
Senior Services Transportation Coordinator both of which are at Grade 5. The Union states that 

the current rate for Grade 4 for this position is 512.60 and the Grade 5 position pays 513.25 
Union Exhibit 40 is a copy of a letter fioom the Rolling Hills Administrator asking for a review of 
the position of the Grade of the Resident Services Coordinator because the position handles 
Medicare when the Medicare RN Coordinator is absent. 

The County states that the Union statement of pay is incorrect and that the requested pay 

, would be 3fl2.87 par hour. The County also notes that the incumbent has no background in 
compensation and did not work &I any of the positions to which she is comparing herself Her 
position was reviewed in 2000 and found to be correctly classtied. 

Discussion. Under the proposed wage schedule acpepted by both parties, the incumbent 
would receive $13 X9 per hour under the Union offer and $13.11 in 2001 under the County offer 
A review of the job descriptions of Resident Services Coordinator as compared with the Health 
Check Technician and Senior Services Nutrition Coordinator indicates to the arbitrator that the 
position of Resident Services Coordinator is as complex in variety of services assigned as that of 
the latter two positions and especially iflolowledge ofMedicare coordination is required as a 
back-up It is held here that this request for au upgrade is supported by the evidence of assigned 
responsibilities. 

I. Administrative Assistant The Union states that the incumbent in this position 
performs many ofthe same duties as the Child Support Specialists who are in Grade 6. The 
request of the Union is that this position be placed in Grade 5. The incumbent testified that she is 
the resource person when her supervisor is gone and then gives guidance to Child Support 
Specialists. Along with the supervisor, the incumb&n has access ta matters that Child Support 
Specialists do not have. The position deals with the same clients as the Child Support Specialists ’ 
but does not have a case load, though at times the position deals with particular eases The 
position is 66% funded %om non-Coumy source. The Union supplied a copy of a communication 
from the Child Support Coordinator asking for a rev&v of classification because the position is 
not that of an ordinary Admiuistrative Assistant but has specialization of duties. Union also notes 
that in its dealings with the County it specifically named the incumbent as the only Administrative 
Assistant seeking upgrade. 

The County notes that in its final offer the Union has asked for an upgrade of 
“Administrative Assistant” which does not spell out a spectic Administrative Assistant. There 
are two other types of Administrative Assistant and therefore the County has calculated the cost 
of upgrading three AdmbWrative Assistants under the Union offer. Fur&r the incumbent bad 
not worked in any other positions to which the incumbent compared positions, and has no 
companion experience. This position was reviewed and found to be appropriately classified. 
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Discussion The essence ofthis request for upgrade is that incumbent feels too great a 
disparity between incumbent’s position and that of Child Support Specialist A principal function 
of the work ofthe Child Support Administrative Assistant is that of handling ties a&stored 
information. A principal function of the work of Child Support Administrative Assistant is that 
of handling files and prowling resources for information. A principal function of Child Support 
Specialist is that of actual field work with cases. The difference in these functions just&s the 
disparity on grade level existing. Also since the Union offer used only the term “Administrative 
Assistant” without speci&ation, this opens the matter to claims by other incumbents in positions 
with the term Administrative Assistant to the same upgrade, and here there is not enough 
information given for the arbitrator to make a judgment. For these reasons the County offer is 
the more reasonable one. 

5. Preventive Maintenance Technicisu. The Union offer here is to advance this position 
thorn Grade 3 to Grade 5. Incumbent works under a supervisor and maintains all building other 
than Rolling Ws. Incumbent is certitied in several maintenance areas. Incumbent does all of the 
maintenance duties. A comparisons table offered by the Union shows that among comparable 
positions in other counties Incumbent is paid $11.91 at Grade 3, whereas the average of 10 
counties is $13.36. In this table four counties with two positions have had the average ofthe two 
positions used in the calculation. Though the County is now offering a Grade 4 status, a Grade 5 
status asked by the Union is more appropriate 

This request was not addressed by the County in its brief The County contract offer 
provides for setting this position at Grade 4. 

Discussion. The following table is derived from the contracts found in comparable 
counties with the year 2001 maximum salaries for maintenance type position: 

TABLE VI. COMPARISON OF MAXIMUM SALARY, 2001 FOR MAINTENANCE 
TYPE POSITIONS 

BUffglO Technician 2001 $12.79 
Crawford hfaitltellful~ 2001 13.15 
Jackson Maintenance Leadworker 2001 12.71 
Juneau Custodian III 2001 13.96 
La Cmsse Building Maintenance Worker 200 1 13.62 
Richland custodian 2001 11.94 
Sauk Building Mtce. Technician 2001 II.97 
Trempealeau custodian 2001 12.58 
Vernon Maintenance 2001 10.64 
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Average 12.60 

Monroe 
Union 13.89 
county 13.11 

Although the foregoing table may have the drawback of comparing positions that arc not 
fully described as to comparable duties, and although the work of the Monroe incumbent in this 
case may be of a higher quality than that required by the above job titles, yet it appears to the 
arbitrator that the offer ofthe County is within the range of employees engaged in maintenance. 

K Progrsm ClericalKomuuter Assistant and P -j&g&, TheUnion 
considers these two positions as doing essentislly the same kind ofwork. The Union is offering 
to change these from Grade 1 to Grade 2, Unicin Exhibit 5 1 was a tabulation of five counties 
with positions considered comparable %orn which an average of%1 1.3 1 an hour for the year 2000 
was found as compared to the County pay of % 10.67 and the Union request of $11.27, 

The County states that these two positions were evaluated and found appropriately 
classified. AlSo the Union is in violation of its own contract offer by seeking to place the 
upgraded employees at the top step of the new grade. 

Discussioq. Union Exhibit 51 listed maximum rates for Program/clerical Assistant for five 
counties for the year 2000. The aversge rate obtained was $11.3 1. The Monroe rate was 
% 10.67. Grade 3 would have produced 11.27. The listing however did not state what job titles in 
the counties used for comparison were. The following is a table developed for the year 200 1 with 
titles of positions given in various coumies which appear to be related to 
ProgranKiericalKomputer Assistant in Monroe county though all are not related to University 
Extension work as is the case in Monroe. 

TABLE VII. MAXIMUM, RATES FOR PROGWCLERJCAL/COMPUTER 
ASSISTANT TYPE POSITIONS 

BUffdO 

Juneau 
Pepin 

Richland 
SElUk 
T~empedeau 
Vernon 
Wood 

l?xtension P/T Secy. 2001 $11.54, 
Program Asst./Emer. Govt. 2001 10.78 
Program worker 2001. 9.85 
Clerical Asst. I 2001 11.11 
Progmnl Asst. UWEX. 2001 11.97 
Secretary 2 UWEX 2001 12.59 
secretaiy~ookkeeper UWEX 2001 10.77 
Clerk Steno II UWEX2001 12.49 
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Average 11.32 

Monroe 
union 11.73 
Couniy 11.10 

From the foregoing table it appears that th&re the County offer is close to the verage of 
what &type of positions ispaid in otherjurisidicitons. 

L. Medical Transcriutionist. The Union offers seeks an upgrade for Medical 
Transcriptionist form Grade 2 to Grade 3. Union Exhibit 58 showed a list of the rates paid in 
comparable counties in the year 2000 for this type of position. Five counties were listed and in 
two ofthem there was a combined, average rate given. The final average rate in this tabulation 
was $11.80 per hour. Grade 2 in 2000 in Monroe paid a rate of $11.27. The Union is asking for 
a rate of $11.91 in Grade 3. The Union also cites two Werent private rates in medical care 
providers. One is amaximum rate ofs12.41 per hour and another is $15.15 per hour. 

The County rejects the use of blended rates in the Union’s Exhibit 59. It objects to the 
citing of a rate for Medical Transcriptionist from the Mayo Clinic in Minnesota. It states that the 
position of Medical Transcriptionist. This positions is similar to Administrative Assistant. The 
positions were reviewed and were found appropriately classified. 

Discussion. Monroe County has a position He&h Department Medical Transcriptionist 
It also has a position Rolling Ells TranscriptionisKlcrk. A job description of the former position 
shows various clerical duties including transcriptidn are required., The position is not solely one 
of Medical Transcription.~. The Union compares this with the work oftbe Clerk of Circuit Court 
which is at Grade 4. A search of camparable county contracts reveals no position Medical 
Transcriptionist and the Union exhibit reports pay rates related to positions without the title of 
transcriptionist. Thus without more detailed information about what positions do medical 
transcription it is not possible fbr the arbitrator to make comparisons among external comparable 
counties. Internally to Monroe the Medical TranscriptionistKlerk is listed with Office Assistant 
and Purchasing License Clerk in Grade 2. Twelve other positions with the word “Clerk or 
Clerical” the title are listed in ,Grade 4. The opinion is expressed here,$hat in light ofthe single 
external rate quoted by the Union brief of the Gundersen Clinic of $15.35 per hour, the Union 
request for a Grade 3 fir the position is supported. 

XXVII. SUMMARY CONSlDEIL4TION OF CHANGESADIUSTMEIWS IN 
CLASSIFICATIONS. 
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The County notes that the cost of its offer will be $236,711.88 and the cost of the Union 
offer $359,566.36, or an excess of %122,844.48 for a two year period. The cost of, 
reclass&ations alone will be $108,844.71 for this period. It cost the County $45,000 for the 
otiginal classification study and %141,419.20 for the &t year implementation, For this 
improvement the Union has offered ,no quid pro quo. Tbe Union is arguing that in an initial 
contract arbitrators have held that there is no status quo and therefore no quid pro quo required. 
Th.is is the position of this arbitrator on this point.. 

The arbitrator here looks at the summation of individual fmdii on &ims for 
adjustmentss inlasstication upward. to reach B conclusion on total adjustments.. The County 
offer has been found the more comparable or reasonable in the reclassification’s of Judicial 
Assistant Branch I, Judicial Assistant Branch II, Office Clerk, Assistant Humane Officer, Jury 
Clerk/ Trtic Assistant, Administrative Assistant, Preventive Maintenance Technician. The 
Union offer has been found the more comparable in. the positions of Payroll ClerwBookkeeper, 
Clerk of Court Oflice Assistant, Resident Services Coordinator, Program/Clerical/Computer 
Astistant, Program Clerical Assistant, and Medical TranscriptionsLYClerk. The conclusion here 
is tit the preponderant evidence favors the County offer on adjustments in reclassifications, 
though narrowly. 

XXVIXI. GENBRALSUMMAR Y OF OVERALL CONCLUSIONS 

A review ofthe conclusions of the arbitrator with respect to the individual issues herein 
shows that the Union offer was considerec more comparable or reasonable in the matter of Hours 
of Work, Compensatory Time, Compensatory Time Language, Layoff Notice, Posting for 
Probationary Employees, Contintig Education, Worl&g in a Higher Posifion, On-Call 
Compensation, Promotional Language - nine issues. 

The County offer was found more comparable or reasonable in Holidays, Benefits While 
on Workers Compensation, Temporary Employment, Call- In Provision, Red-Circled Employees, 
Vmtir&Gtness Coordinator and Adjustments in Reclassifcation - seven issues. 

In giving weight then to the various issues 3s requited by the statute, though there are no 
factora placing limitation on expenditures by the Employer, yet there is need to give greater 
weight to the economic conditions resulting under either offer. Neither party ofFered any exhibits 

1 directly related to the ability of the County to pay, and the County its&supplied no information 
,on the percentage changes in its total County budget if either offer was accepted. However the 
County holds that it should not have to meet the higher costs of the Union offer when the new 
costs under its own offer are substantial. 

J.n looking at the above limlings on issues, one. fmds that the County’s offer on issues 
having a major fmanciai impact are supported. The issues are Adjustments in Reclassifcation,, 
Red-Circled Employees and Vctim/Witnes Coordinator. Applying the Actor of greater weight 
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as found in the statutory burden laid on the arbitrator, the conclusion here is that the County 
offer is to be selected in the interests and welfare ofthe public. 

XXIX. AWARD 

The o&r of the County of Monroe, Wisconsin for the Bi-lateral Agreement between it 
and the Monroe County Courthouse Employees, AFSCME, AFL+CIO is selected. 

Date liLL&, a, z&o?. 

Milwaukee, Wiswnsin 
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AGREEMENT 

This Agreement, made and entered into by and between the County of Monroe, 
as a municipal employer, hereinafter Called the county, and Monroe County 

,Courthouse Employees, Local AFSCME, AFL-CIO hereinafter called the 
Union, is set forth as follows: (TA14/12/oI) 

PREAMBLE 

Both parties to this Agreement are desirous of reaching an amicable 
understanding with respect to the employee-employer relationship that is to 
exist, between them, and enter into an Agreement covering rates of pay, hours 
of work, and condo tions of employment, 
potential conflict. (TA-4/12/01) 

as well as procedures for reducing 

prevent negotiations and grievance processing from 
regular hours without loss of pay to employees when 

ARTKLE 1 - RECOGNITION 

Section 1.” The Count 
bargaining agent for 

hereby reco nizes the Union ds the exclusive 
a 1 regular ful -time 7 9 and regular part-time Monroe 

County employees who are not included in another Monroe Conudnty bargal n!n 
unit, excluding professional, 
employees for the purpose of 

supervisory, manageri al confl dent1 a 7 
all matters 

pertaining to wages, hours I and 
bar aining collectively on 
wor lng conditions of employment. &* (WERC 

Case 146, No, 59206, ME-3789) (TA-4/12/01) 

section 2. The Union agrees that neither it, nor any of its members will 
engage in any Union activity on the employer’s time except as agreed in 
other. parts of this Agreement. The union, its officers or members,. shall 
not lntlmldate or coerce employees into joining the Union. Similarly, 
management will not engage ln any coercion or intimidation of employees 
either to encourage or discourage union membership. (TA-4/12/01) 

ARTICLE 2 - REPRESENTATION 

Section 1. The Union shall be represented in all bargaining and 
negotiations with the County by such persons or committee as said union’may 
deem desirable. (TA-4/12/01) 

Section 2. The County shall be represented in such bargaining 
negotiations by such representation as the county shall designate. 
4/12/01) 

ARTICLE 3 - DUES AGREEMENT 

and 
(TA- 

Section 1. 
0 rgani zati on i s 

Membership Not Required: 
not 

mai ntai n I 
compul so ry . 

membership in any employee 

loin, 
Employees have the right to join, not 

they see fit. 
or drop their membership in an employee -organization as 
No employee will be denied membership because of age, 

race, sex, 
marital 

creed, ahCeStry, disability, arrest and conviction records, 
status, sexual 

affiliation. 
preference, national 

This Article is subject to 
origin or pol i ti cal 

Employment Relatians Commission 
the duty of the Wisconsin 

to suspend the application, of this 



nrticl e wherever the commission ,finds that the Union has denied an 
e!ployee membership because of age, race, sex, creed, ancestry 
dTsabllity, arrest and conviction re,cords marital status, sexua -i 
preference, national origin, or politl’cal affiliation, (TA-l/11/02] 

Section 2. Effective Date and Employees Covered: Effective upon enactment 
f this AgreemetlK and unless otherwtse terminated as hereinafter provided 

yhe employer shall deduct from the monthly earnings of all regular full-timi 
and regul-ar part-time employees s ecified herein an amount equal to such 
employee’s proportionate share o P the cost of’ the collective bargaining 
process and contract administration as measured by the amount of local dues 
uniformly required of all members, which is established by the Union and 
shall pa 

7 
such amount to the treasurer of the bar aining representative of 

such emp oyee on or before the end of the month fol owing the month in which 7 
such deduction was made. (TA-I/11/02) 

A. New em loyees : 
R 

such deductions shall be made and forwarded to the 
treasurer of t a bargaining representative from the earnings of the new 
employees in the first pay period folloting the completion of each 
employee’s probationary perlad. (TA-l/11/02> 

other employees: Emplo ees other than regular full-time or regular 
part-%me empldyees are exclude cr from the Fair share Dues Agreement and no 
dues shall be collected from them. Employees in any status in which they 
receive no pay are excluded. (TA-l/11/02) 

Section 3. Forfeiture: The union agrees to abide by the provisions 
relaTive to forfeiture as provided for in Wisconsin Statutes 111.70. The 
union agrees to inform the county of any change in the amount of such Fair 
Share costs thirty (301 days before the effective date of the change. 
l/11/02) 

(TA- 

Section 4. Hold Harmless clause: It is expressly understood and a reed 
that the Union will refund to the County or to the employee involve f 
dues erroneously collected by the County and paid to the union. 

any 
The union 

agrees to save and hold the county harmless from any claims or demands 
arising out of the County’s compliance with the provisions of this Article. 

CTA-l/11/02) 

ARTICLE 4 - MANAGEMENT RIOTS 

Section 1. The County possesses the sole r;ght to o erate county government 
and all management rights re ose in it, 

T 
subject on y to the provisions of P 

this A reement and applicab e law. 
B 

These rights incl ude, but are not 
limite to the following: (TA-d/12/01) 

A. To direct all operations of the County: 
B. To establish reasonable work ,rules and schedules of work; 
C. To hire, train, promote, transfer, schedule and assign employeei to 

positions within the county; 
D. To suspend, discharge and take other disciplinary action against 

employees for just cause; 
E. To relieve employees from their duties because of lack of work or 

any other legitimate reason; 
F. To maintain efficiency of county government operations:. 
G. To take whatever action is necessary to comply with state or 



federal 1 aw; 

Y: 
TO introduce new or im 
To change existing met ods 1 

roved methods or ‘facilities: 
or facilities; 

TO determine the kind and Amount of service to be performed as 
perta:&. to county government operations ; and the number and kinds of 
classifications to perform such services. In case of the creation of a new 
position or classification, 
position or classification, 

or a change in the content of an existing 

position or classification; 
the parties shall negotiate wages for the 

To contract out for goods and services provided that such 
cont&ing out ,for goods and services shall not ‘result in layoffs of 
present employees. 

To determine the methods means and personnel 
operakions are to be conducted. (A-L’- TA-4/22/gl> 

by which county 

The County’s exercise, of. the foregoing functions, shall be limited only by 
the express 
limitation, 

Eroy slons of this Agreement. rf the CounKy exceeds this 

(TA-4/12/01) 
t e matter shall be processed under the grievance procedure. 

ARTICLE 5 - UNION ACTIVITY 

Section 1. Union officials: The Union agrees to provide written 
notification to the County within seven (71 work days following election or 
selection of Union representatives, stewards or other Union off”tcials. (TA- 
4/12/01) 

ARTICLE 6 - NO STRIKE AGREEMENT 

Section 1. Strike prohibited: 
this Agreement, 

The Union agrees that during the term of 
it will not engage in,. encourage, sanction, support, or 

sug est any strike, slowdown, 
wou d 7 involve suspension or 

mass resignati,on or mass absenteeism which 
interference with the normal work of the 

department or other county department. (TA-4/12/01) 

ARTICLE 7 - GRIEVANCE AND ARBITRATION PROCEDURE 

section 1. Definition of a Grievance: 
concerning the interpretation or 

A grievance shall mean a dispute 

4/12/01) 
application of this Agreement. (TA- 

Section 2. subject Matter: Only one sub’ect matter shall be covered in any 
one grievance. 1 
the grievant, 

A written grievance shal contain the name and position of 
a clear and concise statement of the grievance, the issue 

involved, the relief sought, the date the incident or violation took place, 
the speclfi c Section of the Agreement alleged to have been viol ated and the 
signature of the grievant and the date. (TA-4/12/61> 

Section 3. Time Limitations: If it is impossible to 
limits specified in the procedure because of work 

cam ly with the time 
SC edules, I! 

vacations , etc. , 
illness, 

CTA-a/12/01) 
these limits may be extended by mutual consent in writing, 

Section 4. settlement of Grievances : rievance shall be considered 
settled at the corn letion 

Any 

concerned are mutua ly satisfied. ! 
of any step in E t e procedure, if all parries 

oissatisfaction is implied in recourse 

3 



from one step to the 

section 5. Steps in 

. Step 1: All . 

next. (TA-4/12/01> 

the Procedure: 

employee 
SI 

rievances must be filed by the aggrieved 
employee or tne president of t e Union, in writing, to the Union Grievance 
committee , and a copy must further be filed with the Su ervisor 
employee or union representative no later than thirty (30 7 

by ,the 
calendar days 

after the employee knew or should have known of the cause of such grievance. 
(TA-4/12/01) 

The Union Grievance cammittee shall try to settle the grievance with the 
Supervisor _ The Supervisor shall have ten (10) ralehdar days to meet with 
the Union Grievance Committee. Following this meeting, the Supervisor shall 
,have ten (10) calendar days to respond to the If unsuccessful, 
it shall be submitted to the committee of juris lctlon who will consider the crevance~ 
grievance at its, next re ular 
committee of j uri sdictian 

meeting. hollowing this meeting, the 

the grievance. 
s al 1 have ten (10) calendar days to respond to R 

If unsuccessful, it shall be submitted to the Personnel and 
Bargaining Committee who will consider the grievance at it.5 .next regular 
meet1 ng . Following this meeting, the Personnel and BarOalmng Cotnmi ttee 
shall have ten (101 calendar days to respond to the 

7 
r7 evance . If the 

grievance is not settled at this step, the union shal have thirty (30) 
calendar days from the receipt of the Personnel and Bargaining Committee’s 
decision to present the grievance for arbitration. (TA as amended-4/12/01) 

Step 2: The Union Oistrict Representative and the County Personnel 

Commission staff ar!&trator 
Director shall attem t to mutually a ree 

!I 
on a Wisconsin Employment Relatiohs 

In t e 
cannot be selected, 

event that an agreeable arbitrator 
the Wi’sconsin Employment Relations Commission shall 

appoint a staff arbitrator to preside at the hearing. (TA-4/12/01) 

The Union shall provide a five (5) working day notice for witnesses for 
Union Officers needed for arbitration hearings directly to the supervisor, 
provided sufficient time is allowed by the Arbitrator. (TA-4/12/01) 

The party filing the grievance with the Wisconsin Emplo ment Relations 
Commission shall be responsible for initial 
losing party shall assume the cost of the 

pa 
P 

ent of the’ lling fee. + The 

filing party if appropriate, 
lling fee and reimburse the 

arbitrator’s decision. 
within thirty (30) days of receipt of the 

(m-4/12/01) 

Step 3: The union steward or his/her alternate steward shall be 
allowed to visit any employee or department at any reasonable time for the 

4 



purpose of inspecting working conditions’ and settling grievances and shall 
not lose pay in conducting such visits. Representatives must have received 
a written grievance ahd must tiotify the supervisor of the leaving of work. 
(TA-4/12/01) 

ARTICLE 8 - HOURS OF WORK 

Section 1. The standard workday shall, consist .of eight (8) hours,, 8:OO A.M. 
to 4~30 P.M., 
circumstances 

except for a one-half (l/2) hour unpaid lunch period. As 

thi s schedule . 
may warrant, ,the County ma 

z 
implement needed modifications of 

The standard workweek s all 
Monday through Friday, 

consist of five (S) workdays, 
inclusive. An employee may request a modification to 

the standard workday and/or workweek. Said 
supervisory approval. 

re uest shall be subject to 
There Shall be no split shI -9: ts. 

Section 2. ~11 hours worked outside the standard workweek shall be paid at 
one and one-half (1 l/2) times the employee’s regular rate of pay or its 
equivalent in time off,. up to 40.5 hours., which represents 27 hours actually 

.worked, at ,th,e discretion of the Supervisor. overtime shall be measured in 
quarter (l/4) hour increments. 

$ by the supervisor. 
No overtime is authorized unless requested 

overtime performed tithout approval shall not be subject 
to the pay or time-off provisions of this SectIon. For pur ases 
Article, paid time off shall be considered as time worked. A 1 overtime at- P 

of this 

compensatory time must be administered within the guidelines of the Fair 
Labor Standards Act. 

Section 3 _ All employees shall receive one and one-half (1 l/2) times their 
regular hourly rate of pay, or its equivalent in time off, for, all work 
performed on a holiday in addition to their regular holiday pay. 
4/12/01) 

(TA- 

Section 4. All overtime shall be distributed 
possible among all qualified employees. 

b department, as evenly as 
cT*-4;12Jin) 

section 5. T,ime spent traveling to or from required out of county meetings 
or .other business shall be considered as time worked. (TA-4/12/01) 

Section 6. Rest 
in the morning 

eriods of fifteen (15) minutes duration shall be granted 
an 8 afternoon Said rest periods shall be arranged in order 

to provide adequate coverage >n the office during break time. (TA-4/12/01) 

ARTICLE 9 - HOLIDAYS 

Section 2. To be eli ible 
7 

for holiday pay, the employee must work the day 
before and the day a ter the holiday, unIess scheduled off on 
either day. 

regular1 
jY 

vacation, 
For purposes of this secti,on, time o f for sick leave, 

or emergency leave shall be considered as time worked. 
falling durin 

HOI idays 

vacation at t e R 
an employee’s vacation shall be taken as an extra day of 

start or end of said vacation at the discretion of the 
Supervisor. For purposes of this section, a combination of time worked and 
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compensatory time equaling eight (6) hours shall be counted as’ a day worked. 

ARTICLE 10 - SICK LEAVE 

Section 1. ~11 full-time employees are entitled to one (1) day sick leave 
per month, accumulative to one-hundred and thirty (130) days. Em loyees 
shall be paid while on such sick leave at the regular rate of pay P or the 
same number of hours he/she would normally have worked. To qualify for such 
sick leave, an em loyee must report that he/she is sick at least one (1) 
hour prior to his her scheduled starting time whenever ‘possible. Each sick 
employee shall be 

P, 
subject to checking by a County representative to verify 

the al leged sickness. A physician’s certificate may be required after the 
second consecutive day of sick leave. 
heari ng , 

Any employee who, after proper 
is found to have violated any sick leave regulation, shall be 

subject to discipline or discharge. (TA as amended 4/25/01) 

Employees shall have the option of taking 50 percent payout of up to the 
first 40 hours of sick leave accumulation annually. Therefore, an employee 
who uses no s-i ck 1 eave in a calendar year is eligible for a payout of 20 
hours at the employee’s current rate of pay in the ensuing year, an employee 

.who uses 20 hours of sick leave is eligible for a 10 hour payout, etc. 
as amended-4/12/01) 

(TA 

‘secti on 2, Upon retirement (for this section, eligibilit to draw a monthly 
annuity from the Wisconsin Retirement Fund)+, total disabl .Y- 
employee , 

T’cy or death of an 
the employee or his/her benefice ary (in case of death) shall be 

paid twenty-five percent (25% of his/her accumulated sick 1 eave credits as 
severance pay. (TA as amended) 

section 3. 
medical I 

Employees shall be allowed to use sick leave credits for 
optical and denta”l appointments, provided that the emp.loyee follows 

it; ~~~~~“p~~~e~r~~~~~i~~~e~,“‘,“; n+~ sl ck 1 eave. 

as amended-11/8/01) 

such sick leave (;IJ~ 
ess than one-half (l/2) hour. 

Sectzion 4. sick leave will be ranted when an employee chooses to give care 
and attendance to a spouse,, chl -7 d, parent or other member of the employe;;; 
immediate household up to a maximum of twenty-four (24) hours per year. 
hours, if needed, shall be taken from the annual accrual of sick le,ave of 
the employee . (TA as amended-6-28-01) 

Section 5. It is the stated rule of Monroe county that no sick “leave may 
be taken during any period of vacation unless such sickness is verified 
by a ,physician’s certification. (TA-4/12/01) 

Section 6. Employees shall be eligible to use sick leave ta donate blood to 
a charitable organization [e.g., Red cross) up to a maximum of one hour per 
month with the supervisor’s prior authorization. This does not include 
giving blood for payment or storage. (TA as amended-4/12/01) 

Section 7. Employees who use no sick leave for an entire calendar year and 
also comply vvlth other county approved time off policies shall have one 
additional floatin 
year. (TA as amen c? 

holiday provided 
ed-4/12/01) 

for use in the succeeding calendar 

6 



ARTICLE 11 - LEAVE OF ABSENCE 

Section 1. Application for leave of absence for personal reasons shall be 
Tn writing, and shall be presented to the supervisor by the employee; the 
granting of such leaves and the length of time for such leave shall be 
contingent upon the reasons for the requests. 
leaves of absence of fourteen (14) calendar days 

The supenrisor may grant 
or less without further 

authorization, of the Personnel and Bargaining Committee. Leaves of absence 
for more’ than fourteen (14) calendar days shall be discussed with the 
supervisor b 
the Personne 7 

the employee. The supervisor shall present such request to 
and Bargaining Committee with a recommendation. All leaves of 

absence under this Agreement shall be without pay. 
not be granted for the takin of other employment. 

A leave of absence may 

employment” shall not inc ude 4 
However, the term, “other 

municipal.offices or union duties. 
se1 ection to federal, 

(TA-4/2 5/01) 
state, county or 

Section 2. A period of not more than one (1) year shall be granted as leave 
of absence due to personal -illness, 
provided a ph sician’s 

or for disability due to accident, 

l 
certificate is furnished from time to time to 

substantiate t e need for continuing the leave. Additional time may be 
extended in such cases by mutual consent of the union and the Personnel and 
Bargaining Comini ttee . (TA-4/12/01) 

Section 3 seniority shall continue to accrue during leaves of absence fur 
personal illness and/or disability .due to 
enumerated in section 2 m (TA-d/12/01) 

accident per time periods as 

Section 4. Any employee elected to public office of union office shall be 
;;r;~:~l a leave, of absence as necessary to fulfill the duties of such 

The period of time for such leave shall be subject to negotiations 
between the union and the supervisor and the Personnel and 
Committee _ 

Bar ainin 
seniority shall not accrue but neither, shall there be a 705s o? 

any established seniority. (TA-4/X2/01) 

Section 5 _ Seniority shall not accrue during leaves of absence for personal 
reasons ; except that seniority shall accrue for leaves of absence of 
fourteen (14) calendar days or Tess. (TA-4/12/01) 

Section 6. 
set forth in 

Personal leaves of absence for pregnancy may be applied for as 
Section 2 above. Whenever an employee becomes pregnant, she 

shall furnish the Employer with a certificate from her physician, stating 
the approximate date of delivery, the nature of work she may do, and the 
length of time she may continue to work during such pregnancy. Thereafter 
upon request of the Employer, she shall furnish an additional certificati’ 
containing 1 ike information 
The period of maternity 

thirty (303 days to forty-five (45) days. 

extending beyond fourteen (14) ,weeks WI 
to fourteen (14) weeks The period 

1 be resolved on an indjvidual basis 
and accompanied by appropriate medical certification and submitted to the 
Personnel and Rargai m ng Committee. The employee may return to work sooner. 
Should the employee ,desire to return to work sooner than six (6) weeks 
following delivery, 
(TA-1/U/02) 

the employee must have permission of her physician. 

Section 7. Disability due to pregnancy or childbirth shall be paid under 
the sick leave policy the same as any other temporary disability, consistent 
with Federal and State statutes. (TA-d/12/01) 
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ARTICLE 12 - VACATIONS 

section 1. Each full -time emplo ee having a continuous service record of 
one. (1) year or more is entlt ed to the following vacation with pay, 4 
avallable as accrued after the successful completion of the probationary 
period and in a minimum of one-half (l/Z) hour increments. 

A. After one (I) ear, but less than six (6) years of employment: 
Two (2) weeks ten (10) workda s). Y 

6. AfKer six (6) years, but 7 es.5 than fourteen (14) years of 
employment: Three (3) weeks (fifteen (1.5) workdays). 

1 c. After fourteen (14) years, but less than twenty-two (22) years of 
employment: Four (4) weeks (twent (20) workdays). 

0. More than twenty-two (22) years o employment: Y 
workdays. 

twenty-three (23) 

(TA - County to clarify in side letter) 

Although vacation accrual begins following the date of hire, probationary 
employees are not eligible to use vacation until they have completed six 
months of the 12 month probationary period. If the employee. does not 
complete the probationary period, 
time, 

or terminates for any reason during that 
any vacation paid out will be deducted from the final paycheck. No 

prorated credit is due any employee who leaves County employment with less 
than one full year of county service. (TA-S/25,/01) 

Section 2. An employee as defined in this Article, who has used accumulated 
sick leave, but who may be entitled to vacation leave as herein provided, 
may upon request and with the approval of the supervisor, use his/her 
vacation leave for sick leave. Vacation leave is governed by the date of 
employment . Vacation is not accumulative from one vacation period to the 
nex-c, except as provided in Section 1. (TA-4!12/01) 

Section 3. It is further provided that sick leave cannot be claimed for an 
illness that occurs during the employee’s vacation time, unl es5 x 
sickness is verified by a ph sician’s 

sue 

7 
certification Holidays falling 

during the vacation time sha 1 not be charged against the employee’s 
vacation credits. The employee may use said holiday as an added day of 
vacation. (TA-4/12/01) 

Section 4. ~11 employees shall give a two (2) week notice, except that 
empl qyees in ay grade 4 or above shall give three (3) weeks notice, in 

~p’%n?~ilure ‘to do so any accumulation o? pay shall be forfeited. 
of t el r intention to sever their em loyment with the county and 

Similarly, the County siall give the employee two (2) weeks written notice 
of 5 termination other than for disci linary reasons. 

e. 
Upon proper written 

notice, all accrued vacation may be c aimed for any employment period after 
the successful completion of the probationary period. (TA-5-25-01) 

Section 5. Seniorit shall 
Y B 

revail in granting vacations when more than the 
usual number of emp oyees esire their vacations at the same time. 
4/12/01) 

(TA- 



- ARTICLE 13 

family member may be taken from an accumulated sick leave bal ante. These 
days shall be taken immediately preceding or following use of funeral leave. 

(TA-l/11/02) 

Section 2. Employees shall receive one (1) day funeral leave with full pay 
for the death of grand arent-in-law, 
first degree, if actual 7 

aunt, uncle, niece or ‘nephew of the 

holiday. (TA-I/11/02) 
y attending the funeral on a scheduled work day or 

section 3. Definitions fQr this section shall be as follows: nephew -son 
of employee’s brother or sister or brother-in-law or sister-in-law; niece - 
daughter of .employee’s brother or sister or brother-in-law or sister-in-law; 
aunt - sister or brother’s- wife of employee’s mother or father; uncle - 
brother Qr sister’s husband of employee’s mother or father. Divorce severs 

/ 
in-law relationship. CT~-4/12/01) 

Section 4. Employees shall receive a one-half Cl/Z) day funeral leave with 
full pay when attending a funeral as a pallbearer, and also shall receive a 
one-half (l/Z) day funeral leave with full 
funeral a5 a participant. such attendance s a 1 r3 

when attending a mil itar 
be limited to 

times per calendar year. (TA-4/12/01) 
three (3 Y 

1 
ARTICLE Z4 - RETIREMENT 

Section 1. The County shall pay the full amount of the employer’s 
contri butlon to the Wisconsin Retirement System, and shall pay the full 
amount of the employee’s contribution to the Wisconsin Retirement System but 
not to exceed six and two-tenths percent (6.2%) of the total earnings of 
each parti cl pati ng employee d (TA-6-28-01) 

ARTICLE 15 - PROBATION 

section 1. Whenever additional employees are required in the department who 
do not possess rights of employment as provided for in Article 16 - 

J (Seniority) of this Agreembnt, 
probatjon period of one (1) 

they shall work in such position subject to a 
calendar year, during which period the 

supervisor may terminate such employment without any right of appeal in any 
manner on the part of such employment. (TA-5-25-01) 

section 2. Employees who have completed the one (1) calendar year 
probationary period satisfactoril 

, -Y 
and are continued thereafter shall have a 

regular status and shall be entft ed to all rights, protection, and benefits 

3 



granted by this Agreement retroactive to original date of employment. (TA- 
S/25/01) 

ARTICLE 16 - SENIORITY 

Section 1. Seniority shall begin at the time of regular employment in the 
bargaining unit and shall not be diminished by temporary layoffs due to lack 
of work or ,funds. Seniority shall be on a prorated basis for part-time 
employees. (TA-6/28/01) 

Se&on 2. when the employer reduces the number of em loyees in a 
classification because of a shortage of work, a lack,, 9 P funds, the 
discontinuance of a position, or the downgrading of a 
senior employee,in that de artment and classification WI 1 be laid off. 

CF 

+osltlon,, the lea2 

employee lard off may lsplace the least senior employee in another 
department or classification who works the same number of hours, provided 
he/she is qualified to perform the duties and further provided that the 
displacing employee has more seniority than the emplo ee who is to be 
displaced. IK shall be the employee’s option to choose I 4 he/she desires to 
displace the least senior employee in ,another department or classification 
if the displacing would result in a reduction of hours. Displacin is 
limited to positions in either a lower or the same pay grade. An emp oyee P 
who gets displaced can then exercise his/her seniority in a similar manner. 
The employer retains the right to assign job duties among the remaining 
employees i n each cl assi fi cati on. CTA-as amended-U/g/01) 

Section 3. whenever it becomes necessary to employ. additional workers, 
either ln vacancies or new positions therein, former qualified employees who 
have been laid off for lack of work, a lack of funds,. the discontinuance of 
a position, or the downgrading of a position, within one (1) year prior 
thereto shall be entitled to be reemployed in such vacancy or new position 
for which he/she may qua1 ify, in preference to all other persons. 
4/12/01) 

CT&- 

Section 4. NO new employee shall be hired while there are seniority 
employees who are qualified for the position on the layoff list. 
4/12/M) 

(TA- 

Section 5. Employees must be given a three (3) week no?ice of any type of 
layoff as stated in section 2. The employee must notify the +employer In 
writing within two (2) weeks of the dare of the employer 5 notification to 
the employee of the layoff as to his/her intention to bump. 

Section 6. yhcn an employee en;ters a bargaining, unit position from d 
;zi;~ ement positIon, that- employee s senlor.lty, for job posting and ',;&i, 

4 include any bargaining unit senlonty that was 
7 J 

revi ousl 
provided that there is not a break in service. This sha 1 inclu e time ih 
positions eligible for bargaining unit coverage prior to the initjal 
contract. (TA-as amended-11/8/01) 

Section 7. In determining the amount of sick leave, vacation credits , 
ho1 i days, reti rement and insurance coverage and such other benefits 
predicated on length of service, 
from the first day of regular employment with the county regardless of 

said length of service shall be computed 

department, except that of holdin elective office, provided that there are 
no breaks in service. Cm-6-2s-DI~ 
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Section 8. Persons recalled to se,rvice according to seniorit shall receive 
a mailed registered letter and must answer within five (5) ca endar days and Y 
shall be available for work within seven calendar (7) days. 
S-28-01) 

(TA-as amended 

ARTICLE 17 - JOB POSTING 

section 1. ~11 position openings shall be posted at the Union bulletin 
board for five (5) working days on a sheet of paper stating the job title, 
the job qualifications, 
performed), 

‘ob duties (cpnsi?tent with actual duties 
an d’ Interested 

empl oyeos 
rate of pay, 

shall si n 
% 

the date the yhbsTs to -be filled. 
their name to notf ce . Seniorit and 

qualifications shall e considered in the selection of the applicant or the iJ 
position opening; however, 
seniority shall prevail. 

if the qualifications are substantially equal, 

following sequence: 
The filling of vacancies shall be based oh the 

Employees within the department ~ 
Employees within the bargaining unit. 
Persons outside of the bargaining unit. 

,Within five (5) working days after the 
will inform those who posted that one o P 

asting is taken down, the Count 
them is awarded the job or,wll “Y 

inform. them of what process is being followed to make a selection. The 
supervisor and the Union representative shall 
the nominee for the position. 

attem t to mutually agree on 

job posting and advertising. 
The County reserves t e R 

(TA as amended-d/12/01) 
right to simultaneous 

Section 2. Management shall not deny a bargaining unit applicant The right 
to sign the job posting. (TA as amended-6/28/01] 

Section 3. An 
opening throug ii 

employee failtng for any reason to qualiFy for any position 

(TA-4/12/01) 
the Job Posting procedure may return to his/her former job. 

secti*n 4. The successful 
qualify far the position. 

a plicant shall be allowed sixty (60) days to 
T e sixty (60) day probationary period may be R . 

shortened or extended, based upon the needs for orientation and training. 
There must be mutual written agreement of the applicant and supervisor, and 
it must be signed by the supervisor and the Union President. Interim 
appointments may be made by the supervisor until such time as a regular 
appointment is made. The successful applicant, if moving into a higher or 
lower pay. rate, shall be paid the higher or lower rate on his/her first day 
in said, position. (TA amended-5/28/01) 

ARTICLE 18 - INSURANCE 

Section 1. 
4. Health Insurance 

The County shall during calendar 
Y 

ears 2001 and 2002 contribute 
such amount toward the family and single p an premiums of a dual-choice 
Health Maintenance Organization (HMO) offering each covered employee the 
choice between the 
single and family ental insurance to all employees who work at least 20 Ip 

lans on an annual basis. The County shall also offer 

hours per week. ‘The employer and employee shall contribute toward such 

11 



I 

1 

premiums based on 
(87%) of the ‘; 

ercentages, with the employer paying eighty-seven percent 

of the month1 
mohth y premium and the employee paying thirteen percent (13%) 

commence a se >: 
premium. 

f-funded 
The County,may, during the term of this agreement, 

insurance 
jprovided that 

program or seek bids for different carriers 
an 

4 
insurance program shall provide benefits, 

1 including deduct1 le amounts and choice of ph sicians, 
specifical, 

to those benefits provided in the insurance -Y 
substaht~ally qua Y 

p arts during the 2001 calendar 
year. (TA) 

Section 2. 
by this A reement with a $10,000 term life 1 nsuranca policy mth Accidental 
Death an t? 

The ~ounty,shall provide each regular full-time employee covered 

Dismemberment effective at the same time the health insurance 
becomes, effective for new employees. This covera e 
regular part-time employees who 

will be provided to 
may 

established by the insurance carrier. 
qualify % un er 

(TA-4/12/01) 
the guidelines as 

ARTICLE 19 ,- WORKER’S COMPENSATION 

Section 1. worker’s Compensation Insurance shall continue to be provided b 
Monroe County. Employees shall report all injuries within twenty-four 
hours after occurrence, 

(24 Y 
or knowledge of, possible compensable illness or 

injury, to the employee’s immediate supervisor. (TA-4/12/01) 

Section 2. Fringe benefits will 
days ofl%e period in’ which a 
benefits . Beyond the initial 
vacation, do not corltinue to accrue. 
accumulation of sick leave, holiday and 
portion of health insurance premiums shall be Fonti’nued fo[ a maximum of one 
Q~at~dar *for employeie;lne,~sgible for Worker s 

If an employee is 
Compensatf~~U%e$ts for more than one (1) year 

Compensation. due to work- 
receiving worker’s 

accrue .seniority and the employee shall be 
he/she shall continue to 

bargaimng unit s 
abie to participate in the 

pays the county’s 7l 
roup health insurance plan providing that the employee 

s are of the premium, as well as the employee’s share. 

ARTICLE 20 - TRAVEL EXPENSES 

:$n bkiness shall 
Any em lo ee 

i 
required to use his/her ersonal 

e reimbursed at a rate of t arty cents (5.30) per 1. 
automobi,l e on 

mile or the rate received by the Monroe 
whichever is greater. (TA-as amended-11/l/01) 

County Board of Supervisors, 

Section 2. to be out of the County overnight on 
ing expenses reimbursed by the county at the 

(TA-as amended-11/l/01) 

Section 3. Any employee re 
3 

uired 
shall have meals reimburse 

to be out of the County on County business 

County Board of supervisors. 
according to the rate received by the Monroe 
(TA-4/12/01) 

ARTICLE 21 - GENERAL PROVISIONS 

Section 1. An employee called upon to serve jury duty, or as a witness shall 
be paid the difference between jury duty pay or witness fee, less mileage, 
for time spent on jury duty or as a witness, with pay to be based upon the 

12 
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: 

i 

: I 

I 

I 

/ 

I 

, 

employee’s regular work day of ei 
surrender the jur duty pa check, 
order to receive ull pay rom the 

y f’ 

Section 2. All working, time lost due to injuries incurred on the job shall 
be considered time worked for the day such i,njury occurred. (TA-4/U/01) 

section 3. The county employees shall be paid every other Thursday after a 
holdback not exceeding two (2) weeks. (TA-4/12/01) 

,Section 4, The count shall furnish a bulletin board of reasonable size and 
the @ion shall be a lowed to usa such bulletin ,board for t,he purposes of Y 
post-i ng notices and mater-i al s that shall. not be 
inflammatory. 

denunciatory or 
(Side letter on e-mail notification of employees of 

vacancies) (TA-4/U/01) 

IW&on 5. Regular part-time employees shall receive benefits on a pro-rata 
. (-m-4/12/01> 

Section 6. 
required ?he . co”n;Jucari on shall pay al 1 reasonable costs associated with 

continuing for the employee’s current position. 
L,’ Employees shall receive their regular rate of pay for participating in 

requl red conti Wing education. 

Section 7. If an employee works on a higher rated job in excess of thirty 
(30) calendar days, the employee shall receive the rate of pay of the higher 
rated job during the period of time so assigned to the higher rated job, 
retroactive to the first day of the assignment. 

Section 8. 
(3) 

The employment of temporary emplo ees shall be limited to three 
calendar months. An extension of three (%), calendar months creating a 

total of not more than six (6) calendar months, may be apprbved by the 
Personnel and Bargaining Committee . 

Section 9. Employees called in to work outside of normal working hours 
shall be gu,aranteed two (2) hours pay. 

Section 10. Employees who are required to be on-call shall be compensated 
at the following rates: 

Weekdays - $1.25 per hour 
Weekends - $1.40 per hour 
Holidays - $1.50 per hour 

For purposes of this Section, weekends shall commence at 4:30 p.m. on Friday 
and end at 8:OO a.m. on Monday. 

ARTICLE 22 - CCWPENSAKCON 

Wage rates for the em loyees 
Schedules A-D. (-m-11/1 011 P 

in the bargaining unit are attached as 

- ARTICLE 23 

Section 1. Monroe County and Local union are committed to the 
principles of equal employment opportunities and practices for all persons 

13 



regardless of a e, 
conviction f 

race, sex, creed, ancestry, disability, arrest and 
recor s marital status sexual 

political affilia&on except iher; these 9 
reference, national origin, or 

occupatjonal qualificatipn. 
actors constitute a bona fide 

Monroe County and said Union will act *in a non- 
t;;$;;lnator)! manner. !n all matters regardIn . personnel, which shall 

but 1s not llmlted to the following: 
dismissil, disciplining, 

hlnng, promotion, demotion, 

conditions , and al 1 
wage and fringe benefit policies, training, working 

other benefits of employment. (T&4/12/01) 

ARTICLE 24 - WAIVER OF BARGAINING AND VALIDIXY 

Section 1. This Agreement concludes al 1 County bargaining during the term 
Of this Agreement except for negotiating the terms and cant$tions of the 
creation of entirely new positions which may occur during the term of this 
Agreement. The Union specifically waives the right to bargain with respect 
to any sub’ect or material referred to or covered in this Agreement for the 
duration o ? this Agreement. (TA-4/12/01) 

Section 2. should any provision of this Agreement be subsequent1 
by the proper legislative or 

declared 
‘udicial 

unenforceable, said provision shal 3 
authority to be un awful Y or 

be immediately renegotiated; all other 
provisions of this Agreement shall remain in full force and effect for the 
duration of this Agreement. (TA-4/12/01) 

ARTICLE 25 - DURATION 

Section 1. This Agreement shall be binding and in full force and effect 
from January I, 2001, through Decembe,’ 31, 2002. (TA-11/I/01) 

I Section 2. Either ‘party may open negotiations for a successor labor 
agreement beyond the 2002 calendar year by notifying the other party in 
writing on or before Au 
such notice an initia 4 

ust 1,” 2002. within two (2) weeks of the receipt of 
meeting shall be mutually agreed upon at which 

proposals shall be presented. This Section shall not preclude either party 
from submitting written proposals to the other party before the first 
meeting. (TA-11/l/01) 

Section 3. If neither party open negotiations for’ a successor agreement as 
speci fled above, this Agreement shall automatically be renewed for the 
succeeding calendar year. (TA-4/12/01) 

14 



W$lIs OUR HAND; AND SEALS this If 
d 

DAY OF 
, in the City of Sparta, County of Monroe, X&e Of Wtisconsin. ’ 

MONROE COUNTY PERSQNNEL MONROE COUNTY COURTHOUSE 
AND BARGAINING COMMIlTEE; EMPLOYEES, LOCAL 

sandfl Pierce, President 

Representative 

Ken Ki ttl eson 
Personnel Director 
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SCHEDULE “A” 

Courthouse Union 
Effective January 1, 2001 

Grade A 

1 8.93 

2 3.42 

3 9. 96 

4 10.54 

5 11.16 

6 11.84 

7 12.61 

E 13.40 

Grade 
, 

1 

2 

3 

4 

5 

6 

/ 7 

, 8 

A B c W 

9*11 9.50 9+90 10.39 

9.61 10.03 10.46 10.88 

10.16 10.60 :11.05 11.50 

10.75 11.22 11.69 12.16 

11.38 11.88 12.33 12.89 

X2.08 12.62 13.15 13.68 

12.86 13.42 13.99 14.56 

13.67 14.27 14.88 15.47 

B c 0 E 

9.31 9.71 10.10 10.50 

9.83 1’3.25 10.61 11.08 

10.39 . 10.83 11.27 11.71 

11.00 11.46 L1;.92 12.38 

11.65 '12.15 12.64 13.13 

' 12.37 12.89 13.41 13.93 

13.16 13.72 14.27 14.02 

13.99 14.59 15.17 15.76 

Courthouse Union 
Effective September 1, ZOO,1 

E F 

10.71 11.10 

11.30 11*73 

11.94 12.39 

12.63 13.11 

13.39 13.89 

14.21 14 .-I4 

15.12 15.69 

16.08 16.68 

F 

10.88 

11.50 

12.15 

12.85' 

13.62 

14.45 

15.38 

16.35 



SCHEDULE ‘C“ 

Courthouse Union 
Effective January 1, 2002 

Grade R 

1 3.29 

2 9.80 

3 10.36 

4 10.97 

5 11.61 

6 12.32 

7 13.12 

.a 13.94 

B C D E F 

9.69 1o.io 10.51 10.92 11.32 

10.23 lo+67 11.10 11.53 11.96 

10.01 11.27 11.73 12.18 12.64 

11.44 11.92 12;40 12.88 13.37 

12.12 12.64 13.15 13.66 14,17 

12.87 13.41 13.95 14.49 15.03 

13.69 14.27 14.85 15.42 16.00 

14.56 15.18 15.78 16.40 17.01 

SCHEDULE "D" 

Courthouse union 
Effective September 1, 2002 

Grade A B c D 

1 3.48 9.88, 10.30 1a.72 

2 10.00 10.43 10.88 11.32 

3 10.57 21.03 11.50 11.96 

4 11.19 11.67 12.16 12+65 

5 11.84 12.36 12.89 13.41 

6 12.57 13.13 13.68 14.23 

7 13.38 13.96 14.56 15.15 

8 14.22 14.85 15.48 16.10 

E F 

11.14 11.55 

11.76 12.20 

12.42 12.89 

13.14 13.64 

L3.33 14.45 

14.78 15.33 

15.73 16.32 

16.73 17.35 



COURTIIOUSF. UNION l-OS1'1‘IONS/GRADCS 

County Clerk Payroll b Accounts Coordinator 
loformation Systems Specialist 

, 
3 

Child Support SpeciaList 
Circui.E Court Register in Probate/Probate Registrar 
Clerk of Court Deputy/Rookkeepcr 
Land Jnformation Property Lister 
Rolling Ilil.ls Rwkkeeger/Accorlnts Receivable 
Sanitation, Zoning & Forestry Numane OfT'icer 
Senior Services Renefit Specialist 

Corporation Covrrsel Secretary 
Deputy County Clerk/Bookkeeper 
Deputy Reqisller uf Deeds 
Deputy county. Treasurer 
Deputy Veterans Service O.EEiccr 
District Attorney Legal Secretary 
Distficl. Attsrney Victim/Witness Specialist 
ilealth llepartment Bookkee@s 
"ealth Department Health Chec,k Technician 
Rolling Hills Payroll/Accounts Payable Bookkeeper 
Snnitati.on, Zoning L Forestry Administrative Assistant 
Senior Scrviccs BookKeeper 
Senior Services Nutrition Program Coordinator 
Senior Services Transportation Coordinator 

Child' Support Administrative Assistant 
Child Support Clerk 
Ctrault Caurt Bsnnch f JudLCl81 AoaLstant 
Circuit Court Branch II Judicial. Assistant 
Circuit Court Juvenile Court Clerk 
Clerk of Court Civil clerk 
Clerk of Court Family Clerk 
Clerk of Court Small Claims Clerk 
Clerk of Court Traffic Clerk 
District Attorney Clerical Assistant 
District Attorney Worthless Cheek Clerk/Clerk Typist 
Emergency Managam@nt Administrative Assistant 
Gxtension Administrative Assistant 
Health Department; Billing Clexk 
tlighway Accounts Clerk 
Highway Payroll Clerk/Bookkeeper 
Maintenance Preventive,Maintena~ce Technician 
Medical Examiner Clerical Assistant 
Police Administrative Secretary 
Rolling Hills Resident Services Coordinator 
Sanitation, Zoning & Forestry Park Ranger 
Solid Waste Clerical,Assistant 
Treasurer Clerk 

Health Department Home Health Aide 
Justice System Community Service Work Crew Supervisor 
Sanitation, Zoning 6 Forestry Asst. Humane Officer 



! ! 1 

Health Department Medical Transcriptionist/Clerk 
Clerk of Court Jury Clerk/Traffic Assi,stant 
Clerk of Court Office Assistant 
Ccun:y Clark Purchasing/License Clerk 
Maintenance Custodian 
Register of Deeds Recording Clerk 
Rolling Hills Medical Tsanseriptionist/Clerk 
Senior Services Mini-Bus Driver 

clerk of Court Receptionist/Office Assistant 
District Attorney Receptionist/Clerk Typist 
Extension Program/Clerical/Computer Assistant 
Extension Program/CleriCal ASsiStant 
Health Department WlC Clerical Assistant 
History Artifact/Exhibit/Research Assistant 
Land Conservation Clerk 
Police Receptionist 
Rolling Hills Receptionist/Clerk 
Satiitation, Zoning & Forestry Receptionist/Clerk Typist 
Senior Services Driver 
Senior Services Office Clerk 
Senior Services Site Mmager 

I 
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WARY ADMINISTRATION 

1. Wage schedules include two percent increases on January I and September I. Employees 
progress to the next step following 2080 hours of work. Employees may be hired up to Step C 
with approval ofthe Personnel and Bargaining Committee if the qualifications and experience 
warrant a higher rate. 

2. Employees who are currently paid above step F shall receive the following wage increases: 

l/1/01 - 2% 
9/l/01 - 2% 
l/1/02 - 2% 
911102 - 2% 

3, The salary of an employee promoted to a higher pay grade shall be adjusted to that step, in the 
higher salary prade, that grants the employee an increase in pay. 

4. The position ofDistrict Attorney Victim/Witness Coordinator shall be placed in Grade 8. 

5. Adjustments in Pay Grades: 

m 

Branch II Judicial Assistant 

Branch I Judicial Assistant 

OfTice Clerk 

Payroll Clerk/Bookkeeper 

Assistant Humane Officer 

Jury ClerkYTrafl’ic Assistant 

O&e Assistant 

Resident Services Coordinator 

Administrative Assistant 

Preventative Maintenance Technician 

Program/Clerical/Computer Assistant 

Program Clerical Assistant 

Medical Transcriptionist/Clerk (2) 

6. Provisions ,retroaotive to l/1/01, 

Grade 

4 to 5 

4 to 6 

1 to 2 

4to 5 

3 to 4 

2 to 3 

2to3 

4 to 5 

4 to 5 

3 to 5 

1 to 2 

1 to2 

2 to 3 
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AGREEMENT 

This Agreement, made and entered into by and between the County of Mo,nroe, 
as a municipal employer, hereinafter called the County, and Monroe County 
Courthouse Employees, Local AFSCME, AFL-CIO hereinafter called the 
Union, is set forth as follows: (T~L4/12/01) 

PREAMBLE 

Both parties to this Agreement are desirous 
understanding with respect to the employee-employer relations 1 p that Ts to 

of reachi’na. an amicable 

,z;;rbtween them, and enter Tnto an Agreement covering rates of pay, hours 
and condTtT.ons of employment, 

potenti h conflict. (TA-4/12/01) 
as well as procedures for reducing 

Nothing herein shall prevent negotiations and grievance processing from 
being conducted during regular hours without loss of pay to employees when 
possible. (TA-4/12/01) 

ARTICLE 1 - RECOGNITION 

section. 1. The count 
bargainTrig agent for a 1 regular ful 7 

hereby recoqnizes the union as the exclusive 
ytlme and regular part-time Monroe 

CoL+y employees who are not included -in another Monroe county 
umt, excluding professional, managerial 

bargainin 

employees for the purpose 
and confidentia ‘I 

of 
supervisory, 

pertaining to wages,’ hours, 
bar aimng collectively on all matters 

and war lng conditions of employment. 2” 
Case 146, NO. 59206, ME-3789) (TA-4/12/01) 

(WERC 

Section 2. The Union agrees that neither it, nor any of its members will 
en age 

2 ot er 
in any Union activity on the employer’s time except as agreed in 

parts of this Agreement. The Union, its officers or members,. shall 
not intimidate or coerce employees into joining the union. 
management will not en age 

SimTlarly, 
in any coercion or intimidation of employees 

either to encourage or Tscourage Union membership. 3 (TA-4/12/01) 

ARTICLE 2 - REPRESENTATION 

Section I. The Union shall be represented in all bargaining and 
negotiations with the county by such persons or committee as ,saTd union may 
deem desi rable, (TA-4/12i/O1) 

Section 2. 
negotiations by such representation as the County shall designate. 
d/12/01) 

The. County shall be represented in such bargaining (;t~d 

ARTICLE 3 - DUES AGREEMENT 

Section 1. Membership Not Required: Membership in any employee 
Employees have the right to join, not 

in an employee organization a5 
mb~~dee~?$ membership because of age, race, 

arrest and conviction records, marital 

Article is subject to 
national ori in or political affiliation. 

?l 
This 

the 
Commission 

duty of t e 
to suspend the application 

Wisconsin Employment Relations 
of this Article wherever the 



Commission finds that the Union has denied an employee membership because 
of age, race, sex, 
records I 

creed, ancestr 
marital status, sexual Yn 

disability, arrest and conviction 

affiliation. 
pre erence, national origin, or political 

Section 2. Effective Date and Employees Covered: Effective upon enactment 
of this Agreement and unless otherwTse terminated as hereinafter provided 
the emplo er shall deduct from the monthly earnings of all regular full-tim;! 
and .regu ar part-rime employees specified herein an amount equal to such Y 
employee’s proportionate share of the cost of the collective bargaining 
process and contract administration as measured by the amount of local dues 
uniformly requi red of al 1 members, 
shall pa 

which is established by the union and 

7 
such amount to the treasurer of the 

such emp oyee on or before the end of the month 
bar aining representative ‘of 
fol ! . 

such deduction was made. 
owing the month in which 

A. New emplo ees: 
i: 

such deductions shall be made and forwarded to the 
treasurer of the 
employees 

argaining representative from the earnings of the new 
in the first pay period -following 

employee's probationary period. 
the completion of each 

other employees: Emplo @es 
part-tyke employees are exclude cr 

other than regular full-time or regular 
from the Fair Share Dues Agreement and no 

dues shall be collected from them. 
receive no pay are excluded. 

Employees in any status in which they 

Section 3. Forfeiture: The union agrees to abide by the provisions 
relative to forfeiture as provided for i,n Wisconsin statutes 111.70. The 
Union agrees to inform the County of any change in the amount of such Fai r 

1 Share costs Thirty (30) days before the effective date of the change. 

Section 4. Hold Harm1 ess Clause: It is expressly understood and .a reed 
that the Union will refund to the County or to the employee involve B 
dues erroneously collected by the county and paid to the union. The WI% 
agrees to save and hold the County harmless from any claims or demands 
arising our of the County’s compliance with the provisions of this Article. 

/ 
ARTICLE 4 - MANAGEMENT RIGHTS 

1 section 1. The county possesses the sole right to o erate county government 
and al 1 management rights re ose 
this A reement 

a 
and applicab e 7 

in it , on y to the provisions of P 
l,aw. 

subject 
These 

limit@ to the following: (TA-4/12/01) 
rights include, but are not 

A. To di rect all operations of the County; 
B. TO establish reasonable work rules and schedules of work; 

posit?& within'the co&y* 
To hire train promote, transfer, schedule and assign employees to 

D. ho suspend. dischiroe and take other discinlinarv action aaainst 
employees for just cause; - 

E. To relieve employees from thei r duties because of lack of 
any other legitimate reason; 

z* 
To maintain efficiency of county government operations; 

to take whatever action is necessary to comply with 5 
federal law- 

H. To”inrroduce new or improved methods or facilities; 

work or 

tate or 

2 



I 

I. To change existing methods or facilities; 
J To determine the kind and amount of service to be performed as 

pertajns to county government operations; and the number and kinds of 
classifications to perform such services. rn case of the creation of a new 
position or classification, ,or a change in the content of an existing 
position or classification, 
position or classification; 

the parties shall negotiate wages for the 

K. To contract out for goods and servi,ces, 
contracting out for goods and' services 

provided that such 

present employees. 
shall not result in layoffs of 

To determine the methods 
operakjons are to be conducted. (A-L’- TA-4/12/01) 

means and personnel by which county 

The county's exercise of the foregoing functions shall be limited only by 
the express 
limitation, r: 

rovisions of this Agreement. of the County exceeds this 

(TA-4/12/01) 
t e matter shall be processed under, the grievance procedure. 

ARTICLE 5 - UNION ACTIVITY 

Section 1. Union officials: The union agrees to provide ,written 
notification ta the county within seven C7) work days following election or 
selection of Union representatives, stewards or other union officials. 
4/12/01) 

(TA- 

ARTICLE 6 - NO STRIKE AGREEMENT 

Section 1. strike prohibited: 
this Agreement, . 

The Union agrees that during the term of 
sugqest. any stri;z, w;:;~G;, engage 2n encourage sanction support or 

wou d Tnvolve suspension or 
mass r&gnation or' mass abs&teeism dhich 

interference with the normal work of the 
department or other county department. (TA-4/12/01) 

ARTICLE 7 - GRIEVANCE AND ARBITRATION PROCEDURE 

Secrion 1. Definition of a Grievance: A grievance shall mean a dispute 
concerning the interpretation or application of this Agreement. CTA- 
4/12/W 

Section 2. subject Matter: 
one grievance. 

only one sub+ect matter shall be covered in any 
;I 

the 
A written grievance shal contain the name and position of 

invo ved, the relief sought, P 
ri evant , a clear and concise statement of the grievance, the issue 

the date the incident or violation took place, 
the specific section of the Agreement alleged to have been violated and the 
signature of the gr-ievant and the date. (TA-4/12/01) 

section 3. Time Limitations: If it is impossible to comply with the time 
‘limits specified in the procedure because of work schedules,, illness, 
vacations, etc., these limits may be extended by mutual consent Jn writing. 
(TA-4/12/01) 

Section 4. Settlement of Grievances: 
settled at the corn letion 

Any rievance shall be considered 

concerned are 7 
of any step in R t e 

mutua ly satisfied. 
procedure, if all parties 

oissatisfaction is implied in recourse 
from one step to the next. (T&4/12/01) 

3 



section 5. Steps in the Procedure: 

step Ii: Al 1 employee 
emp'loyee or the president of t e f 

rievances must be filed by the aggrieved 

Committee, 
Union, in writing, to'the Union Grtevance 

and a copy must further be filed with the su ervisor 
employee or Union 'representative no later than thirty (30 '; 

by the 
calendar days 

after the employee knew or should have known of the cause of such grievance. 
(TA-4/12/01) 

The Union Grievance Committee shall' try to settle the grievance with the 
Supervisor. The supervisor shall have ten (10) calendar days to meet with 
the Union Grievance Committee. Following this meeting, the Supervisor shall 
have ten (10) calendar days to respond to the 
it shall be submitted to the committee of juris 

If unsuccessful, 

meeting. $~~~~~ethis meeting 
Iction who will consider the 

grievance at its next re ular 
committee of jurisdiction s all i! 

the 

the grievance. 
have ten (10) calendar days to respdnd to 

If unsuccessful, it shall be submitted to the personnel and. 
Bargaining Committee who will consider the ,grievance at its-next regular 
meetin . Followin 
shall 

this meeting 
%ave ten (103 calendar day& to respond to the 

the personnel and sargaimng CommTrtee 
rievance. If the 

grievance is not settled at this step, the Union shal 7 
calendar days from the receipt of the Personnel and 

have thirty (30) 

decision to present the grievance for arbitration. 
Bargainin Committee's 

(TA as amen ed-4/12/01) l 

SteD 2: 
Director shall 

The Union District Repr@SentatiVe and the County personnel 
attem t to mutually a 

Comm-is.sion staff E* 3, 
ree on a Wisconsin ,Emplayment Relations 

ar itrator. In t e event that an agreeable arbitrator 
cannot be selected, the Wisconsin Employment Relations Commiss4on shall 
appoint a staff arbitrator to preside at the.hearing. (TA-J/12/01) 

The union shall provide a five (5) working day notice for witnes,ses for 
union officers needed for arbitration hearings directly to the supervisor, 
provided sufficient time is allowed by the Arbitrator. (TA-d/12/01) 

The 'party 'filing the grievance with the Wisconsin Emplo ment Relati;;; 
Commission shall be responsible for initial pa ment of the 
losing party, shall assume the cost of the i- 

Jiling fee. 

filing party if appropriate, 
lling fee and reimburse the 

arbStrator's decision. 
within thirty (30) days of receipt of the 

(T~-4/12/Ol> 

The arbi.trator shall make his/her findings known, in writing, simultaneously 
to the County Personnel Director and the union after his/her final decision 
and this decision shall be final and binding on both parties. 
differences regarding bargainable issues are 

Disputes or 

arbitration of any kind, 
expressly not, subject to 

contained. 
not withstanding any other provisions herein 

The arbitrator shall have no right to amend, nullify,. modif 
ignore, or add to the provisions of the Agreement. His/her authority sha I v 
be limited to the extent that he/she should only consider and decide the 
particular ISSUE or issues presented to him/her tn writing by the employer 
or the Union, and his/her inter retation of the meaning or application of 
the language of the Agreement. P TA-4/12/01) 

/ 3: Step The union steward or his/her alternate steward shall be 
allowed to visit any employee or department at any reasonable time for the 
purpose of inspecting working condittons and settling grievances and shall 

4 



I, 

I 

not 70% ,pay. in conducting such visits, Representatives must have received 
a wntren Qrl.evance and must notify the supervisor of the leaving of work. 
(TA-4/lZ/Ol> 

ARTICLE 8 - HOURS OF WORK 

section 1: 
days. 

The regular work week for alI employees shall be five eight hour 
This shall not be construed as a guaranteed work day or work week., 

Section 2. Hours eligible for overtime compensation are any hours worked 
over forty in a seven day work week. These hours must be compensated at 
time and one-h,aIf the regular rate of pay. EmpIoyees may be assigned work 
in excess of eight hours per day without being compensated at time and one- 
half, if corres onding 
providing that t R 

adjustments are made ‘in the weekly work schedule, 
e total hours worked do not exceed forty in one week. 

Section 3. All employees shall receive one and one-half (1 1/2) times their 
regular hour1 
to their 7 

rate of pay, for all work 
regu ar holiday pay. cT*-4/12/01? 

erformed on a holiday in addition 

Section 4. AII overtime shall be disrributed. b department; as evenly as 
possible among all qualified employees. CTA-4/12yo1) 

Section 5. Time spent traveling to or from required out of county meetings 
or other business shall be considered as time worked. (TA-4/12/01) 

Section 6, Rest 
in the morning an f 

eriods of fifteen (1s) minutes duration shall be granted 
afternoon . Said rest periods shall be .arranged in order’ 

to provide adequate coverage in the office during break time. (TA-4/12/01) 

ART’ICLE 9 - HOLIDAYS 

Secrion 1. The holidays will be: 
MemoriaI Day, Independence Day, Labor 
Thanksgiving, 

New Year’s Dag, Friday befo’D”,pa;;;F’ 
Day, Than sgivTng Day, 

one-half (I/2) day christmas Eve (only when Christmas falls on 
Tuesday throu h frida > and Christmas Day. 
the eight an2 one-harf ‘(8 l/Z) above 

There shall be, in addition to 
one and one-half (1 1/Z) floating 

holidays to be taken at the employeeIs discretion with prior supervisory 
approval. 

Section 2. To be eli 
? 

ible for holiday pay, the employee must work the day 
before the day a ter the holiday, unless regular1 scheduled off on 
either day. of this Section,, time 
vacation, 

For purposes 
or emergency leave shall be 

o f for sick leave, fy 
considered as time worked. 

falling 
Ho1 i days 

durin an employee’s vacation shall be taken’ as an extra day of 
vacation at t e 4, start or end of said vacation at the discretion of the 
supervisor. 

4RTICLE 10 - SICK LEAVE 

section 1. ~11 full-time employees are entitled to one (1) day sick leave 
h accumulative to one-hundred and thirty (130) days Em loyees 

%llmobat baid while on such sick leave at the regular rate of’ pay f or the 
same number of hours he/she would normally have worked. To qualify for such 
sick leave, an em loyee must report that he/she is sick at least one (1) 
nour prior to his her scheduled starting time whenever possible. P Each sick 

5 



employee shall be subject to checking by a County representative to verify 
the alleged sickness. A physician’s certificate may be required after the 
second consecutive day of sick leave. 
hearing, 

Any employee who, after proper 
is found to have violated any sick leave regulation, 

subject to discipline or discharge. (TA as amended 4/25/01) 
shall be 

Employees shall have the option of. taking SO percent payout of up to the 
first 40 hours of sick leave accumulation annually. Therefore, an employee 
who uses no sick l,eave in a calendar year is eligible for a payout of 20 
hours at the employee’s current rate of pa in the ensuing.year, an employee 
who’ uses 20 hours of sick leave is eliglb e for a 10 hour payout, etc. ? 
as amended-4/12/01) 

CTA 

Section 2. upon retirement (for this section, eligibilit to draw a monthly 
annutty from the Wisconsin Retirement Fund)., total 
employee , 

disabl + Tty or death of an 
the employee or his/her beneficiary (in case of death) shall be 

paid twenty-five percent (25%) of his/her accumulated sick leave credits as 
severance pay. (TA as amended) 

Section 3. Employees shall be allowed to use sick leave credits for 
medical optical and dental appointments, provided that the employee follows 
the depirtmantal procedure for reportin 
may not be granted in any increment of 7 

sick leave., Such sick leave use 

4/12/01) 
es,s than one-half (l/2) hour. (TA- 

Section 4. sick leave will be 
and attendance to a spouse, chl 3 

ranted when an employee chooses to give care 
d, parent or other member of the employee’s 

hours, if needed, shall be taken from the annual accrual of sick leaveT!? 
immediate household up to a maximum of twenty-four (24) hours per year. 

the employee. (TA as amended-6-28-01) 

Section 5. It is the stated rule of Monroe County that no sick leave ma be 
taken during any period of vacation unless such sickness is verified 
physician’s certification. 

iT 
(TA-4/12/01) 

y a 

Section 6. Employees shall be eligible to use sick leave KO donate blood 
to a charitable organization (e.g., Red Cross) up to a, maximum of one hour 
per month with the supervisor’s prior authorization. This does not include 
giving blood for payment or storage. (TA as amended-4/12/01) 

Section 7. Employees who use no sick leave for an entire calendar year and 
also comply with other county approved time off policies shall have one 
additional ‘floating holiday provided for use in the succeeding calendar 
year. (TA as amended-4/12/01) 

ARTICLE 11 - LEAVE OF ABSENCE 

Section 1. 
In wrjting, 

Application for leave of, absence for personal reasons shall be 
and shall be presented to the supervisor by the employee: the 

granting of such leaves and the length of time for such leave shall be 
contingent upon the reasons ‘for the requests. 
leaves of absence of fourteen (14) calendar days 

The supervisor may grant 
or less without further 

authorization of the Personnel and Bargaining committee. Leaves of absence 
for more than fourteen (14) calendar days shall be discussed with the 
Supervisor b 
the Personne Y 

the employee. The supervisor shall present such request to 
and Bargaining committee with a recommendation. Al”l leaves of 

6 



absence under this Agreement shall, be without pay. 
not be granted.for the takin 
employment" shall not inc ude 4 

of other employment. 
A leave of absence may 

However, the term "other 

municipal offices or union duties. 
selection to, federal, 

(TA-4/25/01) 
state, county or 

section 2. A period of not more than one (I) year shall be granted as leave 
of absence due to personal illness, 
provided a ph sician's 

or for disability due to accident 

I? 
certificate is furnished from time to time to 

substantiate t e need for continuing the leave. Additional time may be 
extended In such cases by mutual consent of the union and the Rersonntil and 
Bargaining Committee., (TA-4/U/05) 

Section 3.. seniority shall continue to accrue during 
personal Illness and/or disability due to accident 
enumerated insection 2. (TA-4/12/01) 

leaves of absence for 
per time periods as 

Section 4. Any ,employee elected to public office of union office shall be 
granted a leave of absence as necessary to fulfill the 'duties of such 
office. The period of time for such leave shall be subject to negotiations 
between the union and the .supervisor and the Personnel 
Committee. seniority shall not accrue but neither shall there be a ass o 
any established seniority. 

and Barqaininc# 

CTA-4/12/01) 

Section 5. Senioriry,shall not accrue ,during leaves of absence for personal 
reasons; except that seniority shall accrue for leaves of absence of 
fourteen (14) calendar days or less. (TA-4/U/01) 

Section 6. 
set forth 

Personal leaves of absence for pregnancy may be applied for as 
in section 2 above whenever an employee becomes pregnant, she 

shall furnish the Employer wjth a certificate from her physician, 
the approximate. date of delivery, 

stating 
the nature of work she may do, and the 

length of time she may continue to work during such pregnancy. Thereafter,, 
upon request of the Employer, she shall furnish an additional certificate 
containing like information 
The period of maternity 

thirty (303 days to forty-five (45) days. 

extending beyond fourteen (14) weeks WI 1 
to fourteen (14) weeks. The period 

be resolved on an individual basis 
and accompanied by appropriate 'medical certification and submitted to the 
Personnel and Bargaining Committee. The employee may return to work sooner. 
Should the employee desire to return to work, sooner than .six (6) weeks 
following,delivery, the employee must have permission of her, physician. 

Section 7. Disability due to iregnancy or childbirth shall ,be paid under 
the sick leave policy the same as any other temporary disability, consistent 
with Federal and state statutes. (TA-4,'12/01) 

ARTICLE 12 - VACATIONS 

Section 1. Each full-time emplo ee 
one. (1) year or more is entlt ed 3 

having a continuous service record of 
to the following vacation with pay, 

avallable as accrued after the successful completion of the probationary 
period and in a minimum of one-half (l/2) hour increments. 

A. After one (1) 
Y 

ear, but less than six (6) years of employment: 
Two (2) weeks ten (10) workda s). 

B. After six (6) years, but 7 ess than fourteen (14) years of 
employment: Three (3) weeks (fifteen (15) workdays). 

7 



c. After fourteen '(14) years, but less than twenty-two (22) years of 
employment: Four (42, weeks (twenty (20) workdays). 

D. More than twenty-two (22) years of employment: 
workdays. 

twenty-three (23) 

Although vacation accrual begins following the date of hire, probationary 
employees are not eligible to use vacation until they have completed six 
months of the 12 month probationary period. If the employee does not 
complete the probationary periad,,,or terminates for any reason during that 
time, any vacation pald out will. be deducted from'the final paycheck. 
prorated credit is due any employee who leaves County employment with leti 
than one full year of county service. (TA-5/25/01) 

Section 2. An employee as defined in this Article who has used accumulated 
sick leave, but who may be entitled to vacation 'leave as herein provided, 
may upon request and with the approval of the supervisor, 
vacation "leave for sick leave. 

use his/her 

employment. 
Vacation leave is governed by the date of 

Vacation is not accumulative f,rom one vacation period to the 
next, except as provided in Section 1. (TA-4/12/01) 

Section 3. It ,is further provided that sick leave cannot be claimed for an 
illness thnt occurs during the employee's vacation time unless sue ii 
sickness is verified by a ph sician's certification. 
during The vacation 

~ojidays falling 

vacation credits. 
vacation. 

The employi may use said holiday as a~h~dd',!p'do,y,"$ 
time sha 1 not be char ed agkinst 

(TA-4/lZ/Ol) 

Section 4. 
employees in 

All employees shall give a two C2) week notice, except that 
ay grade 4 or above shall give three (3) weeks notice, in 

~~$%ilure 't, do so 
of t eir intention to sever their em loyment 

any accumulation 0 P 
with the County and 

similarly,. 
pay shall be forfeited. 

the County &all give the employee two (2) weeks written notice 
of a termination other than for disciplinary reasons. 
notice, 

Upon proper written 
all accrued vacation may be claimed for any employment penod after 

the successful completion of the probationary period. CTA-5-25-01) 

Secrion 5. seniorit shall 
usual number of emp oyees z 8 

revail in granting vacations when more than the 
esire their vacattons at the same time. (TA- 

4/12/01) 

ARTICLE 13 - FUNERAL LEAVE 

section 1. Employees shall receive a three da 
for the death of a spouse, daughter, so?, ?I 

funeral leave with full pay 

mother-in-law, father-in-law, 
mot er, father, sister, brother, 

daughter-in-law, son-in-law, sister-in-law, 
brother-in-law-, stepchild, stepparent, grandpareyt, randchild or other 
relative who 1s a member of the employee s immediate 41 
attending the funeral, 

ousehold ;f actually 

, 1 
ualify for this benefit. 

Certification of attendance may be required to 
Funeral leave shall be taken within a five work 

ay period (excluding scheduled days off) 
immediately 
funeral 

preceding and the two work days 
If there is a need to use funeral leave on a 

the hol?day (excluding floating holiday) shall be taken as an extra day 
after the funeral leave, with approval of the employee's supervisor. An 
additional 'two days of funeral leave in the case of the death of an 



’ I 

immediate family member (spouse, child, parent or other relative who -is a 
member of the employee’s immediate 
accumulated sick 1 eave balance. 

household) may be taken from an 
These days shall be taken immediate1 y 

preceding or following use of funeral leave. 

section ,2. Employees shall receive one day funeral leave with full pay for 
the death of grand arent-in-law, 
de .ree, 

aunt, uncle, niece or nephew of the first 

9 
if actual y P 

ho iday. 
attending the funeral on a scheduled work day or 

benefit. 
Certification of attendance may be required to qualify for this 

\ 
Section 3. Definitions for this section shall be as follows; nephew - son 
of ,employee’s brother or sister or brother-in-law or sister-in-law; niece - 
daughter of employee’s brother or sister or brother-in-law or sister-in-law; 
aunt - sister or brother’s wife of employee’s mother or father; uncle - 
brother or sister’s husband of employee’s mother or father. Divorce severs 
in-law relationship. 

year. 

shall receive a one-half day funeral leave with full 
a funeral as a pallbearer, and also shall receive a one- 

eave with full 
Such attendance ‘; 

ay when attending a military funeral as a 
sha 1 be limited to three times per calendar 

ARTICLE 14 - RETIREMENT , 

Section 1. The county shall pay the full amount of the employer’s 
contribution to the Wisconsin Retirement System, and shall pay the full 
amount of the employee’s contribution to the Wisconsin Retirement system but 
not to exceed six and two-tenths percent (6.2%) of the total earnings of 
each partici paring employee. (TA-6-28-01) 

ARTICLE 15 - PROBATION 

1 Section 1. whenever additional employees are required in the department who 
do not possess rights of employment as provided for in Article 16 - 
(seniority) of this Agreement, they shall work in such position subject to a 
probation period of one (1) calendar year, during which period the 
supervisor may rerminate such employment without any right of appeal in any 
manner on the part of such employment. (TA-5-25-01) 

Section 2. Employees who have completed the one (1) calendar year 
probationary period satisfactoril 

4 
and are continued thereafter shall have a 

regular status and shall be entit ed to all rights, protection, and benefi’ts 
granted by this Agreement retroactive to original date of employment. 
5/25/olJ I 

(TA- 

ARTICLE 16 - SENIORI-IY 

Section 1. Seniority shall begin at the time of regular employment, in the 
bargaining unit and shall not be diminished by temporary layoffs ,due to lack 
of work or funds. 
employees. 

Seniority shall be on a prorated basis for part-time 
(TA-6/28/01) 

9 



section 2. when the ,employer reduces the number of em lo ees in a 
classification because: of ,a shortage of work, 
discontinuance of a position, or the downgrading of a 

employee laid off may displace the least 

a l?ti;!n funds, the 
the least 

Senior employee in that de artment and classification WI 7 be la$d off. in 
senior employee in another 

department or classification who works the same number of hours provided 
he/she is qualified to perform the duties and further provided’ that the 
displacing’ employee has more seniority than the emplo ee who is to be 
displaced. ft shall be the employee’s option to choose. 1 ? he/she desires to 
displace the least senior employee in another department or classification 
if the displacing would result in a reduction of hours. Displacin is 
limited to positions in either a lower or the same pay grade. An emp oyee 4 
who gets displaced can then exercise his/her seniority in a sjmilar manner. 
The employer retains the right to assign job duties among the remaining 
employees in each classification. 

Section 3. Whenever it becomes, necessary to employ additional workers 
either in vacancies or new positions therein, former qualified employees who 
have been laid off for lack of work, a lack of funds, the discontinuance of 
a position, or the 
thereto shall 

down rading of a position, within one (1) ,year prior 
be entitle 1 to be reemployed in such vacancy or new position 

for which he/she may qualify, 
4/12/01) 

in preference to all other persons. ~,TA- 

Section 4. NO new employee shall be hi red while there are seniority 
employees who are qualified for’ the position on the layoff list. (TA- 

1 4/12/01) 

Section 5. 

i 
EIZIT ement 

when an employee enters ? bargaining unit position from a 

7 
posl tl on, that- employee’s sen?or?ty, for job posting and layoff, 

Include any, bargalnlng unit semonty that was 
provided that there is not a break ih service. This sha~%%‘;suldYe :?I:~!; 
positions eligible for bargaining unit coverage prior to the initial 
agreement. 

Section 6. In determining the amount of sick leave, vacation credits, 
; holi,days, ret-i rement and insurance coverage and such other benefits 

predicated on length of service, said length of service shall be computed 
from the first day of regular employment with the county regardless of 
department except that of holdin elective office, provided that there are 
no breaks in service. (&t-6-28-013 
Section 7. Persons recalled to service according to seniorit shall receive 
a mailed registered letter and must’ answer within five (5) ca endar Y 
shall be available for work wjthin seven calendar (7) days. 

days and 
(TA-as amended 

6-28-01) 
, 

ARTICLE 17 - 348 POSTING 

Section 1. ~11 position o enings 
board for five (5) working s 

shall be posted at the union. bulletin 

the job qua1 i ficati ens, 
ays 

performed), rate of pay, d 

on a sheet of paper stating, ;i;uiTb tTt!e, 
‘ob’ duties (consistent with duties 

;;eirthe date, the ~h~,Ta to .be filled. Interested 
employees shall sT n name to notice. seniorit and 
qualifications shall % e considered in the selection of the applicant Y or the 
position opening; however, if the qualifications are substantially equal, 



seniority shall prevail. probationary employees may 
vacancies following six (61 months of employment. The 
shall be based on the following seque,nce: 

fi?$",g ',9-'v!~~~$~: 

1. Employees within the department. 
2. Employees within the bargaining unit. 
3. Persons outside of the bargaining unit. 

Within five (5) working days after the 
will inform those who posted that one 

osting is taken down, the count 
o P them is awarded the job or wil 

inform.them of what process is being follow&d to make a selection. 
T 

superv?sor and the Union representative shall 
The 

attem t 
Fhe nominee for the position. 
Job posting and advertising. 

The County reserves t e R 
to,mutually agree on 

(TA as amended-4/12/01) 
right to simultaneous 

Section 2. Management shall not deny a bar aining unit applicant the right 
to sign the job posting. (TA as amended-6/2 /Ol> 8 

Section 3. An 
opening throug K 

employee failing for any reaSOfl t0 qualify for any POSitiOn 

(TA-4/12/01) 
the 3ob posting procedure may return to his/her former job. 

Section 4. The successful 
qualify for the position. 

a plicant shall be allowed sixty (60) days to 
R . 

shortened or extended, based 
T e sixty (60) day probationary period may be 

upon the needs for orientation and training. 
There must be mutual written agreement of the applicant and supervisor, and 
it must be signed by the supervisor and the union President. Interim 
appointments may be made by the supervisor until such time as a regular 
appointment is made. The successful applicant, if moving into a higher or 
lower pay rate, shall be paid the higher or lower rate on his/her first day 
in said position. (TA amended-S/28/01) 

ARTICLE 18 - INSURANCE 

Section 1. 
A. Health Insurance 

The County shall ,during calendar 
such amount toward the family and single Y 

ears 2001 and 2002 contribute 

: Health Maintenance Organization (HMO) 
p an 

offering 
premiums of a dual-choice 

choice between the 
8 

lans on an annual basis. 
each covered employee the 

single and family 
The County shall also offer 

'hours per week. 
ental insurance to all employees who work at least 20 

premiums based on 
The employer and employee shall contribute toward such 

P 
ercentages, with the employer paying eighty-seven percent 

(87%) of the month y premium and the employee paying thirteen percent (13%) 
of the month1 

7 
premium. 

1 commence a 
The county may, dunn\ ;%:rr $~$~r:np~~Ln$n;~ 

se ,f-funded insurance program or see 
provided that an 
including 3 

insurance program shall provide benefits, 
deduct1 le amounts and choice of ph sicians, 

specificall 

7 
substantially equa 7 

to those benefits provided in the insurance p ans during the 2001 calendar 
year. (TA-plus a side letter on the $10 office visit co-pay) 

Section 2. The Count shall provide each regular full-time employee covered 
by this Agreement wit a $10,000 term life insurance policy with Accidental 4 
Death and Dismemberment effective at the same time the health insurance 



becomes effective 
regular part-time 
established by the 

for new employees. This 
employees who may 

covera e will be provided to 
% un er 

insurance carrier. 
qualify 

(TA-4/12/01) 
the guidelines as 

ARTICLE 19 - WORKER’S COMPENSATION 

Section 1. Worker’s Compensation Insurance shall continue to be provided b 
Monroe County. Employees shall report all injuries within twenty-four 
hours after occurrence 

(24 r 
or knowledge of possible compensable illness or 

injury, to the .employee’r immediate supervisor. (TA-4/X2/01) 

ARTICLE 20 - TRAVEL EXPENSES 

Section 1.’ Any em lo ee 
County business shall i 

required to use his/her personal automobile on 
e reimbursed at a rate of thirty cents (%. 30) per 

mile or the rate received by the Monroe 
whichever is greater. (TA-11/l/01) 

County Board of Supervisors, 

Section 2. to be out of the County overnight on 
ing expenses reimbursed by the county at the 

(TA-11/l/01) 

32;;ton 3. Any employee 
have meals 

re uired to be out of the County on County business 
reimburse a according to the rate received by the Monroe 

COllnty Board of supervisors. (TA-4/12/01) 

ARTICLE 21 - GENERAL PROVISIONS 

Section 1. An employee called upon to serve jury duty or as a witness shall 
be paid the difference between jury duty pay or witness fee, less mileage, 
for time spent pn.. jury duty or as a witness, with pay to be based upon the 
employee’s regular work day of ei ht hours. 
surrender the jur duty pa check, 

The employee is requi red to 

order to receive ull pay rom the County. 
y .~y Tess mileac$J5~,;~~ County Treasurer in 

Section 2. All working time lost due to injuries incurred on the job shall 
be dovsidered time worked for the day such injury qccurred. (TA-4/12/01) 

Section 3. The county employees shall be paid every other Thursday after a 
holdback not exceeding two (2) weeks. (TA-4/12/01) 

Section 4. The count 
the union shall be Y 

shall furnish a bulletinO,board of reasonable size and 
a lowed 

posting notices and 
to use yh;F au&e? n board for the purposes of 

materi al s 
inflammatory. (TA-4/12/01) 

not be denunciatory or 

12 



“,;,c;;on 5. 
’ . 

Re ular part-time employees shall receive benefits on a proirata 
(TAT4/ 2/01) 4 : 

Section 6. If an 
(SO) calendar days, 

em loyee works on a higher rated job in excess of sixty 
R 

: ) rated Job dunn 
?I 

t e employee shall receive the rate of pay of ,the higher 

retroactive to t 
the period of time so assigned to the higher ,rated Job, 

e first day of the assignment. 

section 7. Maintenance and Wformation ‘systems employees reporting to work 
: outside ot normal working hours shall be guaranteed two (2) hours pay. 

ARTICLE 22 - COMPENSATION 
\ wa e rates for the employees in the bargaining unit are attached as 

SC edules I! A-O. 

ARTICLE 23 - NON-DISCRIMINATION 

Section 1. Monroe County and Local union are committed to the 
principles of eaual emplovment opportunities and aractices far all oersonr 
regardless of ri e, arrest and 
conviction 3 

rice; sex, creed, 
recor s marital status 

ancestry,’ 
sexual 

disability, 

political affiliation except whet+; these f 
reference, national origin, or 

actors constitute a bona fide 
occupational qualification. Monroe County and said Union wi 11 act in a non- 
discriminatory manner in all matters regarding personnel,, which shall 
include, but is not limited to the following: 
dismissal, disciplinin 

hiring,. promotIon, demotion, 

conditions, and all i? 
wage and fringe benefit policies, training, working 

ot er benefits of employment. (TA-4/12/01) 

ARTICLE 24 - WAIVER 0P BARGAINING AND VALIDITY 

Section 1. This Agreement concludes all county bargaining during the term 
of this Agreement except for negotiating ‘the terms and conditions of the 
creation of entirely new positions which may occur during the term of this 
Agreement. The union specifically waives the t-i ht to bargain with respect 
to any sub ‘ect or material referred to or covere 
duration o? this Agreement. (TA-4/12/ol) ’ in this ‘Agreement for the 

Section 2. Should any provision of this Agreement be subsequent1 
by the proper legislative or ‘udicial 

j 
authority ‘to be r 

declared 
un awful or 

unenforceable, said provision shal be immediately renegotiated; all other 
provisions of this Agreement shall remain in full force and effect for the 
duration of this Agreement. (TA-4/12/01) 

ARTICLE 25 - DURATION 

Section 1. This Agreement shall be binding and in full force and effect 
from January 1, 2001, through December 31, 2002. (TA-4/12/01). 

section 2. Either party may open negotiations for a successor labor 
agreement beyond the 2002 calendar year by notifying the other party in 
writing on or before August 1, 2002. within two (2) weeks of the receipt of 
such notice an initial meeting shall be mutually agreed upon at which 



proposals shall be presented. 'This section shell not preclude either party 
from submitting written proposals 
meeting. (TA-4/12/0X) 

to rhe other party before the first 

section 3. xf neither party open negotiations for a successor agreement as 
specifqed above, this Agreement shall automatically be renewed for the 
succeeding calendar year. (TA-4/12/M) 

14 



WITNESS OUR HAN+ AND SEALS this DAY OF 
, in the City of Sparta, county of Monroe, State of Wisconsin. 

I 
! 1 

MONROE COUNTY PERSONNEL 
I ! AND BARGAINING COMMTTrEE: 

/ Al 1 an Beatty 

MQNROE COUNI’Y COURTHOUSE 
EMPLOYEES, LOCAL 

Sandra Pierce, President 

Edward westphal Daniel R. Pfeifer, District: 
J Representative 

Joyce Schreier 

Ken Kittleson 
Personnel Director 
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Grade A 

1 a*93 

2 3.42 

3 9.96 

4 10.54 

5 11.16 

6 11.84 

7 12.61 

8 13.40 

B C D 

9.31 9.71 10.10 

9.83 10.25 10.67 

10.39 IO.83 11.27 

11.00 11.46 11.92 

11.65 12.15 12.64 

12.37 12.89 13.41 

13.26 13.72 14.27 

13.39 14.59 15.17 

SCHEDULE "B" 

E F 

10.50 10.88 

'11.08 11.50 

11.71 12.15 

12+38 12.85 

13.13 13.62 

13.93 14.45 

14.82 15.38 

15.76 16.35 

Courthouse Union 
Effective September 1, 2001 

Grade A B c D E F 

1 9.11. 9.50 9.90 10.30 10.71 11.10 

2 9.61 10.c3 10.46 10.88 11.30 11.73 

3 10.16 10.60 11.05 11.50 11.94 12.39 

4 10.75 11.22 11.69 12.16 12.63 13.11 

5 11.38 11.aa 12.39 12.89 13.39 13.89 

6 12.08 12.62 13.15 13.68 14.21 14*74 

7 12.86 13.42 13.99 34.56 15.12 15.69 

B 13.67 14.27 14.88 15.41 16.08 16.68 

SCHEDULE "A" 

Courthowe Union 
,&ffeqtive January 1, 2001 

wage schedules include two percent increases on January 1 and September 1. 
Employees progress to the next step following 2080 hours of work and a 
satisfactory performance evaluaticn. Employees may be hired up to Step C with 
approval of the PerscnnSl. and Bargaining Committee if qualifications and 
experience warrant a higher rate. Employees who are cusrently paid above step F 
shall receive one-half of the general increase until their pay rate is at step F 
of the wage scale. 
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Grade x A 

1 3.29 

2 9.80 

3 10.36 

4 10.97 

5 11.61 

6 12.32 

7 13.12 

a 13.94 

Grade‘ A 

1 9.48 

2 10.00 

3 10.57 

4 11.19 

5 11.84 

6 12.57 

7 13.38 

.a 14.22 

SCHEDULE "C" 

Courthouse Union 
Effective, January 1, 2002 

B C D 

9.63 10.10 10.51 

10.23 10.67 11.10 

10.81 11.27 11.73 

11.44 11.92 12.40 

12.12 12.64 13.15 

12.87 13.41 13.95 

13.69 14.27 14.85 

14.56 15.18 15.78 

SCHEDtJLE l\D" 

Courthouse Union 
Effective September 1, 2002 

B c D E F 

9.88 10.30 10.72 11.14 11.55 

10.43 10.88 11+32 11.76 12.20 

11.03 11.50 11.96 12.42 12.89 

11.67 12.16 12.65 13.14 13.64 

12.36 12.89 13.41 13.93 14.45 

13.13 13.68 14.23 14.78 15.33 

13.96 14.56 15.15 15.73 16.,32 

14.85 15.48 16.10 16.73 17.35 

E F 

10.92 11.32 

11.53 11.96 

12.18, 12.64 

12.88 13.37 

13.66 14.17 

14.49 35.03 

15.42 16.00 

16.40 37.01 

Wage schedules include two percent increases on ,January 1 and September 1. 
Employees progress to the next step 2080 hours of work and a 
satisfactory perfoxmance evaluation. 

follor;ing 

approval of the 
Employees may be hired up to Step C with 

PerSOIInel and Committee if 
experience warrant a higher rate. 

Bargaining qualifications and 
Employees who are currently paid above step F 

shall receive one.-half of the'general increase until their pay rate is at step F 
of the wage scale. 



COURTHOUSE UNION POSITIONS/GRADES 

County Clerk Payroll & Accounts Coordinator 
Information Systems Specialist 

District Attorney Victim/Witness Coordinator 

Child Support Specialist' 
Circuit Court Register in Probate/Probate Registrar 
Clerk Qf Court'Deputy/Bookkeeper 
Land Information Property sister 
Rolling Hills Bookkeeper/Accounts Receivable 
Sanitation, Zoning & Forestry Humane Officer 
Senior Serviw2s Benefit Specialist 

Corporation Counsel secretary 
Deputy County Clerk/Bookkeeper 
Deputy Register 06 Deecie 
Deputy County Treasurer 
Deputy Veterans Service Officer 
District Attorney Legal Secretary 
District Attorney Victim/Witness Specialist 
Health Department Bookkeeper 
Health Department Health Check Technician 
Rolling Hills Payroll/Accounts Payable Bookkeeper 
Sanitation, Zoning & Forestry Administrative Assistant 
Senior Services BQokkeeper 
Senior Services Nutrition Program Coordinator 
Senior Services Transportation Coordinator 

Child Support Administrative Assistant 
Child Support Clerk 
Circuit Court Branch I Judicial AssLstant 
Circuit Court Branch II Judicial Assistant 
Circuit Court Juvenile Court Clerk 
Clerk of Court Civil Clerk 
Clerk of Court Eamily Clerk 
Clerk of Court Small Claims Clerk 
Clerk of Court Traffic Clerk 
District Attorney Clerical Assistant 
District Attorney Worthless Check Clerk/Clerk Typist 
Emergency Management Administrative Assistant 
Extension Administrative Assistant 
Health Department Billing Clerk 
Highway Accounts Clerk 
Highway Payroll Clerk/Bookkeeper 
Maintenance Preventive Maintenance Technician 
Medical Examiner Clerical Assistant 
Police Administrafive Secretary 
Rolling Wills Resident Services Coordinator 
Sanitation, Zoning & Forestry Park Ranger 
Solid Waste Clerical Assj,stant 
Treasurer Clerk 

Health Department Home Health Aide 
Justice System Community Service WQrk Crew Supervisor 
Sanitation, Zoning & Forestry Asst. Humane Officer 

B 

7 

6 

5 

4 

3 
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Health Department Medical Tra~scriptiQnistlClerk 
Clerk of Court Jury Clerk/Traffic Assistant 
Clerk of Court Office Assistant 
Cowty Clerk PurchasLng/License CLerk 
Maintenance Custodian 
Register of Deeds Recording Clerk 
Rolling Hills Medical Transcriptionist/Clerk 
Senior Services Mini-Bus Driver 

Clerk of Court Receptionist/Office Assistant 
District Attorney Receptionist/CLerk Typist 
Extension Progr~/Cl~rioal/Computer Assistant 
Extension Program/Clerical Assistant 
Health Department WIC Clerical Assistant 
History Artifact/Exhibit/Research Assistant 
Land Conservation Clerk 
Police Receptionist 
Rolling Hills Recspti?nist/Clerk 
Sanitation, Zoning & Forestry Reeeptienist/Clerk Typist 
senior Services Driver 
Senior Services Office Clerk 
Senior Services Site Manager 
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