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I. NATURE OF PROCEEDING. Thisis proceeding in final and binding final offer
arbitration between the Monroe County Court House Employees, a Local Union of the American
Federation of State, County, and Municipal Employees, AFL-CIO and the County of Monroe,
Wisconsin, The Union, having petitioned the Wisconsin Employment Relations Commission on
September 4, 2001 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 substantially complied with the
procedures of Section 111.70 (4) cm of the Municipal Employment Relations Act prior to
arbitration, certified that the statutory conditions required prior to initiation of arbitration had
been met and ordered arbitration on March 12, 2002, The parties then sclected the undersigned,
Frank P. Zeidler, 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 filed the last brief being received on July 5, 2002,

This is the first contract between the parties.

II. APPEARANCES.

DAN PFEIFER, Staff Representative, Wisconsin Council 40, AFSCME,
AFL-CIO, appeared for the Union.

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



IIf. The final complete Bi-lateral Agreement offers are listed hereafter as Union offer,
Appendix A, and County offer, Appendix B. The Union identifies the following prows:ons as
being at issue.
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Article 8, Section 1 - Hours of Work

Article 8, Section 2 - Compensatory tume.

Article 9, Section 1 - Holidays. |

Article 9, Section 2 - Compensatory time language.

Article 16, Union Section 5 - Layoff notice.

Article 17, Section 1 - Posting for probationary employees.

Article 19, Section 2 - Benefits while on Worker's Compensation.
Article 2], Union Section 6 - Continuing education payments.

Article 21, Unjon Section 7 and County Section 6 - Working in a higher rate job.
. Article 21, Union Section § -Temporary employment.

. Article 21, Union Seciion 9 and County Section 7 - Call-in prelmum
. Article 21, Union Section 10 - On call compensation.

. Salary Administration, Union 2 - Red circled employees.
Salary Administration, Union 3 - Promotional language.
. Salary Administration, Union 4 - Victim/Witness Coordinator.
. Salary Administration, Union 5 - Adjustients in pay grade.

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

1

2
3

4,
5
6
7

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

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

V. FACTORS CONSIDERED. Section 11.70 (4) (e¢m) 7.

7. Factor given greatest weight,’ In making any decision under the arbitration

procedures authorized by this paragraph, the arbitrator or arbitration panel shall consider and shall



give the preatest weight to any state law or directive lawfully issued by a stata,le:gislature‘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 of the consideration of this factor in the arbitrator's or panel's decision.

7o, 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 ecenomic conditions in the jurisdiction of the municipal employer than to
any of the factors specified to in subd. 7r

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

a. The lawful authority of the municipal employer.

b. Stipulation of the parties.

c. The interests and welfare of the public and the financtal ability of the unit of
government to meet the costs of a proposed seftlement.

d. Comparison of wages, hours and conditions of employment of the municipal
employees involved in the arbitration 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 of the wages, hours and condltmns of the municipal employees involved in -
the arbitration proceedings with the wages, hours and conditions of employment of other
employees i private employment in the sare ¢ommunity and in comparable communities.

g. The average consumer prices for goods and services, commingle known as the cost of
living. ‘ _ ‘
h. The overall compensation presently received by the municipal employees, 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 benefits
received,

i. Changes in any of the foregoing circumstances during the pendency of the arbiiration
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 finding, arbitration or otherwise between
the parties, in the public service or in private employment.

VI. LAWFUL AUTHORITY OF THE EMPLOYER. From the evidence supplied there
is no issue of the lawful authority of the Employer to meet either offer.

VII. COSTS OF OFFER. The County supplied the following table on the cost of offers:



TableI. WAGE AND WAGE RELATED COSTS INCLUDING RETIREMENT

AND FICA ONLY
County- Wage Increases, $236,711.78
Union
Wage incregses $250.711.65
Reclassifications 108,844.71
Total 359.556.30
Cost of Union offer above County Offer _ 122,844.48

| {County Ex. 8)
VIII. COMPARABLE COUNTIES,

The parties list the same counties as external comparable. They are the counties of
Buffalo, Crawford, Jackson, Juneau, La Crosse, Pepin, Richland, Savk, Trempealeau, Vernon,
and Wood. The Union refers for internal comparable to the Monroe County Highway Employes
Local Union No. 2470, the Monroe County Fluman Services Employees Clerical and
Para-Professional Employees, Local Union 2470-A, Rolling Hills Rehabilitation Center and
Special Care Home Local Union 1947, and Monroe County Human Services Department
Professional Employees Local 2470-A. All Unions are AFSCME affiliates 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 offers.

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

X1 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
aunit in considering their internal and external comparability.

Union Offer. Section 1 The standard work day shall consist of eight (8) hours; 8:00
am. to 430 p.m except for a one half (1/2) hour unpaid lunch period. As circumstances may



warrant the County may implement needed modifications of this schedude, The standard work
week shall consist of five (5) work days, Monday through Friday inclusive. An emplovee may
request 2 modification to the standard work day and/or work week. Said request should be
subject to supervision approval. There shall not be split shifis.

County Offer. Section 1. The regular work week for all employees shall be five eight
hour days. This shall not be construed as a gnaranteed work day or work week.

Principal Positions of Parties. 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 language which is rigid. There is a national trend toward
more flexible work hours.

Discussion. In the matter of Article 8, Section 1, there are several differences 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 of work. A principal difference with the Union
offer is the definition of a standard work week a5 advanced by the Union, which presumably
would limit 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 of Monday 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 from Sunday through Saturday. The conclusion is that internal comparable
support the Union offer for Article 8, Section 1.

XI1. ARTICLE 8, SECTION 2 - COMPENSATORY TIME.

Uniop Offer, Section 2. All hours worked outside the standard work week shall be paid
at one and one-half (1 1/2) 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 (1/4) hours increments. No overtime is authorized unless
requested by the supervisor. Overtime performed without approval shall not be subject to the
pay or fime-off provisions of this section. For purposes of this article, paid time off should be
considered as time worked.  All overtime as compensatory time must be administered within the
guidelines of the Fair Labor Standards Act.

County Offer. 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
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 corresponding adjustments are made in the
work week schedule, providing that the total hours work do not exceed forty in one week



Principal Positions of Parties. The Union states that some offices in Monroe County
Courthouse now use compensatory time, Under the Union offer the use lies with the County.
Two other County untts 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 arbitral
opinion not to have any validity in a first contract :

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 difference 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 agreements, that of the
Professional employees and that of the Clerical employees have provisions for compensatory time.
Among the external comparabies, all but Vernon County have provisions for obtaining
compensatory time. The conclusion here is that based on external comparables, the Union offer
15 most comparable for adoption of Article 8, Section 2.

The matier of the 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 Manuaf 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” from the party desiring to change past conditions.

XIII, 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 Thanksgiving,
Christmas Eve and Christmas Day. There shall be in addition to the nine (9) above, one and one
haif floating holidays tc be taken at the employee's discretion with prior supervisory approval.

County Offer. Section 1. The holidays will be; New Year's Day, Friday before Easter,
Memorial Day, Independence Day, Labor Day, Thanksgiving Day, Day after Thanksgiving,
one-half (1/2) day Christmas Eve (only when Christmas falls Tuesday through Friday) and
Christmas Day. There shall be, in addition to the eight and one-half (1/2) above, one and
one-half (1 1/2) floating holidays to be taken at the employee's discretion with prior supervisory
approval,



Principal Positions of Parties. The Union states that external comparable show that ten of
eleven comparables have a full day holiday before Christmas.

The County says that the Union offer constitutes a blatant change in practice in that no
County contract offers a full 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
Christinas. Further the added cost to the County would be 34,680. |

Discussion. On the offers for Article 9, Section 1, internally among the four bi-lateral
agreements in Monroe County, two agreements provide for 8 and 1/2 holidays and two provide
for & holidays. Externally, only Crawford has a provision for eight and one half days of holiday
time. All the other external comparables 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 external
comparables provide only one day and some none. This feature has to be taken into consideration
for total boliday time. Here the weightiest element is that of internal comparisons which supports
the County offer on Article 9, Section 1.

XIV. ARTICLE 9, SECTION 2 - COMPENSATORY TIME APPLIED TO
HOLIDAYS.

Union 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 falling 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 Section, a corbination of time worked and compensatory time equaling eight (3} hours shall
be counted as a day worked..

County 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 falling during the employee's vacation shall be taken as an exixa day of
vacation at the start or end of said vacation at the discretion of the supervisor.

Discugsion. ..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 fo be efigible for holiday pay if the employee before or after the holiday could
submit a day as worked which consisted of part actual hours of work and part compensatory time.
Internally, the Clerical union and the Professional union agreements contain this provision.
Externally, the contracts in none of the comparable counties carty such a provision. It is noted



here again that the County objects the provision to have compensatory time. The validity of this
Union's provision is dependent on which offer here is accepted. The arbitrator has earlier
concluded that the principle of compensatory time is suitable for inclusion in an agreement
between the parties for reasons of external comparisons, and therefore supporis the Union offer
here.

XV . ARTICLE 16 - UNION SECTION 3.- LAYOFF NOTICE AND BUMPING
NOTICE. '

Union Offer, Section 5. Employees must be given a three (3) week notice of any type of
layoff as stated in Section 2. The employee must notify the employer in writing within two (2)
weeks of the date of the employer notification to the employee of the layoff of hisher intention to
_ bump.
County offer. No proposed contract language.

Principal Positions of Parties. The Union holds that since employees have to give notice
" of termination and intent to bump. il is only reasonable to request the County to given a three
weeks notice of layoff. Further there should be a limit 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-off notice under its own decision.

Discussion.. Article 16 in the proposed agteement concerns "Seniority" and in Section 2
permits bumping, The Union offer thus deals with advance notice required of the Employer and
advanced notice to bump required from an employee. In internal comparisor, it is noted that the
Clerical and Professional agreements have the provision which the Union is offering. The Rolling
Hills agreement requires the County to give advance notice of layoffs of four days. In external
contracts, the counties of Buffalo, Juneau, La Crosse, Richland, Trempealeaw, Vernon and Wood
req-uire advance notice for lay off, though in varying degrees. There is thus a sufficient 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 5o prevalent. The union offer is the more comparable one.

XVIL. ARTICLE 17, SECTION 1 - POSTING FOR PROBATIONARY EMPLOYEES

Union Offer. 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 actual duties performed), rate of pay, and the date the job is to be filled.
Interested employees shall sign their name to this notice. Seniority and qualifications shall be
considered in the selection of the applicant for the position opening, however, if the qualifications



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 of the bargaining unit.

Coun er. Section 1. All posttion 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 actual duties performed), rate of pay, and the date the job is to be filled.
Interested employees shall sign their name to this notice. Seniority and qualifications shall be
considered in the selection of the applicant for the position opening; howeirer, if the qualifications
are substantially equal, seniority shall prevail. Probationary employees may post for position
vacancies following six {6) months of employment. The filling of vacancies shall be based on the
following sequence:

1. Employees within the department.

2. Employees within the bargaining ynit.

3. Persons outside of the bargaining unit.

Principal Positions of Parties. The Union holds that the County position is not supported
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 unfair to probationary employees. The
County holds that probationary employees are not Union employees and reserves the right to
restrict posting costs for new hires because of training costs and concerns.

Discussion. The County proposed provisions to limit probationary employees to posting
for another position only afier six months of probation is a condition not found in other internal
County contracts nor in external contracts.. However the issue is raised as to whether a
probationary employee is a bargaintng unit member.  From the terms of the contract a
probationary employee does not have bargaining unit full rights until after one yea, so the effect
here is to permit a non-bargaining unit employee bid in for a higher position, when the Coutity
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 - WORKER'S COMPENSATION.
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Union Offer. Section 2. Fringe beriefits will continue only for the first fourteen (14) days
of the period in which a worker may be receiving worker's compensation benefits. Beyond the
initial fourteen (14) days, fringe benefits, except vacation do not continue to acerue. Examples
of these benefits include accumulation of sick leave, holiday and retirement benefits. The
County's portion of health insurance premivms shall be continued for a maximum of one (1) year
for employees eligible for Worker's Compensation due to work-related injury or iliness. If an
employee is receiving Worker's Compensation benefit for more than one (1) year, he/she shall
continue to accrue seniotity and the employee shall be able to participate in the bargaiming unit's
group health insurance plan providing that the employee pays the County's share of the premium,
as well as the employee's share. ‘

County Offer.. Section 2. Fringe benefits will continue only for the first fourteen (14)
days of the period in which a worker may be receiving Worker's Compensation benefits. Beyond
the initial fourteen (14) days, fringe benefits, do not continue to accrue. Examples of these
benefits include accumulation of sick leave, vacation, holiday and retirement benefits. The
County's portion of health insurance prefmiums shall be continued for a2 maximum of one (1) year
for employees eligible for Worker's Compensation due to work-related injury or illness.

Principal Pogitions of Parties. The Union says its offer simply allows an employee on
Worker's Compensation to continue to have insurance coverage beyond ane 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 Persomnel Policy Matmal. The County states that the Union offers excepts vacations on
the limitations on accrual, 2 limitation found in other County agreements. The County states that
the Union proposal is uncapped and limitless. :

Discnssion. Two Monroe County unions have a provision on extending health: care
benefits for persons under Worker's Compensation so as to perinit continuing health insurance
provided employee makes filll 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, yvet the conclusion here is that the benefit proposed by the
Union does not meet the test of greater comparability. The language of the Union offer 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 of the Union offer to internal and external
comparables.

XVIL ARTICLE 21 - GENERAL PROVISIONS - CONTINUING EDUCATION.
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Union Offer. Section 6. The County shall pay all reasonable costs associated with
required continning education for the employee's current position. Employees shall receive their
regular rate of pay for participating in required continuing edication.

Cdungg Offer. No language.

Principal Positions of Partics. The Union asks that if the County requires continuing
education, it should pay for it. Under the union offer 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
department head's recommendation and on budgef availability. Alse the County does not have a
tuition reimbursement program and'the Union offer domes dangerously close to it. Internal
comparisons and the status quo support the County position.

Discussion. There is no provisien 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 of this request by the Union to include
this provision. However in spite of the absence of explanation, the justice of a request that
where additional edncation is required by the employer, the employer in faimess 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 contract where employee interests can be defended by their Union. On this
account, the Union offer for this type of compensation is supported here.

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

Union Offer.  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 assignment.

County Offer.  Section 6. If an employee works on a higher rated job in excess of sixty
(60) calendar days, the employee shall receive the rate of pay of the higher rated job during the
period of the time so assigned to the higher rated job, retroactive to the first 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
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the coverage of most type of temporary vacancies.” The Rolling Hills contract and Highway
agreement both gave provnsmns for payment for higher classification work than in the County
offer,

The County states that its offer is found in the current po]icies in the Personnel Policy |
Marmal. This is the status qun The Union offer is not internally cnmparable with any of the
County contracts.

Discussion Section 4.27 of the 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 agreement calls for payment after
four hours of work at the higher classification. A search within the agreements of the group of
comparable counties reveals that three counties have provisions for paying for out of classification
assignment. Richiand 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 bigher classification after 30 days does not meet the test of
exact comparability in Monroe county but meets it sufficiently to justify a shortening of the
period after which the higher payment will be made. External comparables 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 classification. These facts weigh in favor of
the Union offer.

XX ARTICLE 21 - GENERAL PROVISIONS - UNION SECTION § -
TEMPORARY EMPLOYMENT

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 thap six (6) calendar months, may be approved by the personnel and bargaining committee.

County offer. No language.

Principal Positions of Parties The Union offer consists of language now in the Personnel
Policy Manual. 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 other County agreement. The Union
should not attempt to change the status quo which also governs non-union employees.

Discussion, Monroe County Personne! Policy Mamsal ar 4:27 (1) (d) states in pertinent
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part, "No temporary assignment shall exceed six months ". There is a difference possible in the
interpretation of "temporary employee” and "temporary assignment." A temporary assignment
could be interpreted to mean as temporary assignment out of classification, and the termporary
assignment of an employee not in the bargaining unit.

If the temporary assignment of an employee not in the bargatning unit is considered, which -
is the normal 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 temporary employees can work. Jackson County has a six month Litnit;
Juneau County has a 600 hours limit, La Crosse, 6 months limit, Pepin, 90 days, and Vernon 3
months. Five coumties do not address the matter. Based then on internal and external
comparisons, the Union offer does not meet the test of comparability.

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

Uniop Offer. Section 9. Employees called in to work outside of normal working hours
shall be guaranteed two (2) hours pay.

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

Principal Positions of Parties The Union holds that the County offer is not justified in
offering only Maintenance and Information Systems employee call-in pay. Intemnal comparisons
support the Union position in that two of the other internal agreements two hour on-call minimum
for all employees and one bas it for all on-call employees. The County holds that internal
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 of this type at all. The Personnel Policy Manual does not have a reference to a
call-in minimum. 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
difference 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.
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A survey of the eleven comparable connties shows that Crawford guarantees a two hour
base pay for social workers called in under certain circumstances. Juneas County for |
Telecommunications and Jail Workers a two hour minimuin.  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
calledin The conclusion here is that the limited County offer 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.

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

Union Offer. Section 10. Employees who are 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 of this section weekends shall commence at 4:30 p.m. on Friday and end at 8
a.m. on Monday.

County Offer. No lanpuage.

Prncipal Positions of Parties The Union notes that the County does not require Highway
employees, Human Services 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 t¢ status quo and is supported by internal comparisons.

Discussion. The Monroe County Persomnnel Police Manual covering non-bargaining unit
employees has an 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 1/2 hours the regular rate for hours worked on a
holiday. For persons who are on-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
bi-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 93
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 personne] who are casual are noted but they receive no
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benefits. In Crawford County there is an agreement paying on~-call employees $1.25 per hour. In
Jackson County the agreemett for courthouse employees notes only casual workers as on-call
workers and they receive no benefits. In Jackson County however Human Setvices employees
receive $1.30 per hour for an on-call assignment. In Wood County an on-call employee in
Emergency Government gets $9 for on-call duty on weekdays and $14.00 on Saturdays, Sundays,
and holidays. Corrections officerson-call are guaranteed 3 hours of over time if called .

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 i3 no practice of placing employees on call. However the evidenceis that where
the practice exists, some payment occurs. Since in Monro¢ County 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 if there is a practice of placing
certam qualified employees on-call. "

. XXIII - SALARY ADMINISTRATION - RED CIRCLED EMPLOYEES.

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

1/1/01 - 2%

9/1/01 -2% -

1/1/02 - 2%

9/1/02 - 2%

County Offer.  'Wage schedules include two percent increases on January 1 and
September 1, Emplovees progress to the next step following 280 hours of work and a satisfactory
performance evalzation Emplovees may be hired up to Step C with approval of the Personnel
and Barpaining Committee if qualifications and experience warrant a higher rate.  Employees
who are currently paid above step F shall receive one-balf of the general increase until their pay
rate s at step F of the wage scale,

Principal Positions of Parties The Union holds that red-circled employees, those who are
currently paid above the classification 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 coining closer to the scale of the grade in which their
position is classified. The Union is proposing that the red-circled employee be paid above grade
for all the future.. 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 & grid of six
steps, at F, with grades 1 to 8. The County in March, 2000 received a "Job Evalnation 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 desctibed as "red-circled” 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 falls within the grade range. For further Eght
on the issue here, the consultant gave point ratings for the different positions, also compared the
- Monroe County benchmark positions The consultant 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% difference between the minimum and maximum 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 respongibilities and simitar qualifications and were therefore placed in the same prades,
using weighed factors, the compensation plan was based on equal pay for equal work., Grade
¢lassifications 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.

Concerning 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 time 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 ADMINISTRATION - PROMOTION TO HIGHER 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.

County Offer. No language.
incipal Positions of Parties. 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 been the status quo in the County and the provision is not in
any other County and union agreement. The County notes that this propesal is drawn from a
provision in the Personne! 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
classification will still be the policy of the County. The County therefore is pmpbsing the status
quo.

Discyssion Present County policy on changes in classification due to promotion is ag
follows in the County Personnel Policy Manual:

"4 23. Changes jn 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 emplayee 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. Salary shall be adjusted from the first date of promotion {o that step m the higher salary
grade that grants the employee and increase in total salary for the year from 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 ciroumstances involved with promotions the department head shall meet
with the Personnel Director prior to the initiation of any personnel action involving a promotion.”
This effort should help avoid any misunderstanding which may ocour when promotions are under
consideration. All promotions shall be approved by the appropriate County Board Committee
and the Personnel and Bargaining Committee.” The Perennial Policy Mamial also provides for
policies for transfer, demotion and reclassification into a higher salary grade, with provisions for
piacement in a higher grade similar to those found for Promotion. The gquestion 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 Offer in this matter is not found in other agreeimnents in
Monroe County. In reviewing agreements in the comparable counties, the term "promotion”
does not frequently appear, and the term "classification" 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 reclassification upward results
in a step in the pay range jut above the employee's past range. In the Juneau County agreement
of 2003 for Courthouse employees promotion results.in a next step in 2 higher pay range. In the
Pepin Human Service agreement for 2001, classification upward results in the lowest step in the
next pay range above what employee was geiting for compensation.  Similar 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 comparisons. The proposal of the Union is logical as an
expression of the value of promotion, . ' '

XXV - SALARY ADMINISTRATION - PAY GRADE OF DISTRICT ATTORNEY
VICTIM/WITNESS COORDINATOR.

Union Offer. The position of District Attomey Viction/Witness Coordinator shall be
placed in Grade 8.

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

Principal Positions of Parties. Concerning the position of Victim/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 Unjon takes issue with this
unilateral reduction of pay 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 strenuously
disagrees that it has the burden of proof to say why the Victim/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 of this position simply because of the
WERC ruling. |

The County states that the duties of the Victim/Witness Coordinator have changed. The
position was an independent department from 1991-2001 and the Coordinator supervised one
employee. Now the position is under the District Attorney. The position is no longer that of a
manager and supervisor and now reports to the District Attorney. The new position status was
reviewed by the Public Safety and Personnel Committee and on January 1, 2002 the position went
from Grade 8 to Grade 7

Discussion. _As noted earlier a Job Evaluation and Compensation Study Final Report
was issued in March, 2000.. This study recommended grade allocations for positions within
Monroe County. The evaluations were based on a point systein.  Positions given points from
from 545 to 530 were placed in Grade 8.  They include the positions of Coordinator-Emergency

-Management, Administration Services CoordInator and Comnunications Technician, The points
system for Grade 7 ranged from 510 to 490 points. Positions in this range inchyded Food Service
Supervisor, Administrative Assistant/Office Manager, Office Manager/Bookkeeper, and
Sanitation and Zoning Officer.. The position of Victim/Witness 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 of the Victim/Witness 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 1o the matter 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 firture 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 dollar rate in comparable
counties is indicated.

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

TABLE 1. WAGE COMPARISONS FOR VICTIM/WITNESS COORDINATOR

County Position _AtYearEnd Maximum
1. Buffalo Law Enforcement Admin. Asst. 2001 13.77
2 Crawford Victim/Witness Coordinator 2001 12.60
Red Circled Contract Grade 13.21
3. Junean Witness/Victim Coordinator 2001 15.21%
4. Sauk Victim/Witness Specialist 2001 12.39
5. Trempealean Legal Secy./Victim-Witness Coord. 2001 14.00**
6. Vernon Vietim/Witness Coordinator 2001 13.96
7. Wood Victim/Witness Secretary 2001 12 49
$ Monroe
Union
Victim/Witness Coordinator 2001 16.68
County
2001 15.69

# 12 stepsin 10 years
** Caleulated from monthly rate totaled for year and divided by 2000.

From the foregoing table it appears that the Monroe County offer being near highest both

for what is known of the year 20(H top wages and for 2002, the County therefore need not offer
more than Grade 7 to be comparable.

XXVI ADJUSTMENTS IN GRADES OF SELECTED CLASSIFICATIONS
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The Union Offer 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 classification study.

This study was reported as the "Job Evaluations and Compensation Study Final Report” made on
March 16, 2000 and the essence of which has been described in Section XXV foregoing.

Also as noted the report was based on the application of a2 matrix system which examined
six factors of each position, namely Knowledge and Discretion, Supervision, Customer/Client
Service Orientation, Experience, Working Conditions and Physical Effort. Employees completed
a questionnaire which Supervisors reviewed. The consultant assessed the duties and
responsibilities 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 different benchmark positions to capture as many positions as possible. Eight
of the counties used as comparables in the instant arbitration sent in replies and so did two school
districts and one private employer.

Given this study with its methodology, the question is whether further investigation into
the grades of certain classifications should be or need be pursued. Since the Union Offer does
contain the proposal to raise grades, it is necessary then to investigate the grades of the

classifications as requested in either offer for both intemal 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 from 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 submitied a chart which showed that under the change in the grade
classifications, that in six classifications even though in some cases the grade is lower, the position
now receives a higher 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 becanse it is based on an objeciive
competent professional study, while the Union's requests comes from employees who have
nocompensation background and who are casting about for higher compensation.

A ludicial Assistant Branch II. The Union and the incumbent in this position are
requesting a change from pay grade 4 to pay grade 5. They assert that their work is essentiaily
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equal to the work of a District Attorney Legal Secretary and a Corporation Counsel Secretary,
 both positions which are at Grade 5. Union Exhibit 7 compares the wage grades of the position -

of District Attorney (DA) Secretary with that of a Judicial Assistaat in six comparable counties

where the position titles can be identified.” In two countiess the Judicial Assistant is in a higher

grade than the DA Secretary, in three counties both classifications are in the same grade and in

one county the Judicial Assistant in 3 Jower grade than the DA Secretary.

Union Exhibits list the duties of Judicial Assistance of Branch I and of Branch H 18
different functions, mostly of a legal nature are listed for the position in Branch [, 17 different
functions are listed form Branch II, and 12 differént functions list for the DA Secretary.
However the Corporation Counsel Secretary lists 22 different finctions.

In a letter of 7/14/00 to the Personnel and Bargaining Committee of Monroe County,
Cireuit Judges Abbot and McAlpine reported on the duties of Judicial Assistance who are not
clerks but legal secretaries with additional duties, doing work similar to that of the legal
secretaries in the offices of the Corporation Connsel and District Attorney's office.

For external comnparables’ top compensation,, the following table is constmcted.
TABLE I JUDICIAL ASSISTANTS AND POSITIONS SIMILAR

County Posiiion ' Year End Maximum

Crawford - Legal Secretary 2001 12.27
Jackson Legal Secretary 2001 1418
Juneau Judicial Assistant 2001 12.79
La Crosse Judicial Assistant 2001 12.83
Sauk Tudicial Assistant 2001 12.39
Trempealean Jadicial Assistant 2001 15.05
Vernon | Judicial Assistant 2001 10.68
Wood Administrative Assistant 2001 13.51
Average 1294
Monroe Tudicial Assistant, Grade 4 2001 13.11
DA Secretary, Grade 5 2001 13.89

From the foregoing table it is apparent that the compensation in Monroe County for
Judicial Assistant when comparing the maximum 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
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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 Couuty 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 IT Judicial Assistant is requesting to be advanced to Grade
5, this position is being advanced to Grade 6 under the Union offer 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 IT 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 IT Judicial Assistant.

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

Chart 1. Top Wage Rates Proposed by Union and County Offers

Union Grade 6 ' - 2001 $14.74
County. Grade 4 . 2001 13.11

Discussion. From Table O foregoing, it is seen that there are no two types of Tudicial
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 sufficient to call for a
higher Grade for Branch I Judicial Assistant than Branch IT Judicial Assistant. As noted above
the County offer for Judicial Assistant top pay is within the range of that found in comparables.

C. Office Clerk.. The Union is asking for a change in Grade from Grade 1 to Grade 2.
The Union says that the average wage found in four counties that have this position is $11.13.
Monroe pays this position $10.67. The Union request would result in 11.27 per hour..

Disenssion. The arbitrator could not verify the data found in Union 13 in which top pay
for Office Clerk was found in four counties. The title "Office Clerk” is not found. However it is
clear from the Bjorklund study that this position is considered a basic clerical position. The
records of comparables counties for top compensation for a basic clerical position yields this
Table.

TABLE [II. BASIC CLERICAL TOP COMPENSATION AMONG COMPARABLES.
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Crawford Cletk 2 2001 11.08
Jackson Account Clerk I 2001 12.71
Juneau Clerk Typist 2 2001 10.77
La Crosse Clerk, Entry 2001 10,97
Pepin Typist 1 2001 9.77
Richland Clerical Assistant I 2001 11.11
Sauk Administrative Assistant [I 2001 10.87
Trempealeau Clerk 2001 1191
Vemon Office Assistant 2001 925
Wood Clerk 1 2001 11.71
Average 1111
Monroe

Union Office Clerk 2001 11.73

County Office Clerk 2001 11.10

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

D. Payroll Clerk Bookkeeper. The Union offer propases to vaise this position from -
Grade 4 to Grade 5. Payroll Clerk Bookkeeper position here s in highway department of the
County. The position prepares the payroll records, equipment costs, prepares billings and
maintaing personnel records and this under supervision of the 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
maxtmum 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 and the requested rate is $13.88 However in two counties there was a rate cited
which was an average of two rates for positions in those counties. In making 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 1t
appears it could have been assembled by the incumbent from inquiries. However there is 2
mixture of year 2001 and other year amounts.

The County contends the table of the Union is questionable because of the blending and
becanse the job descriptions used by the Union are diverse. The position of the Payroll
Clerk/Bookkeeper was indeed placed in a lower numbered pay grade, but the position
nevertheless received a pay increase as of January 1, 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 identified.

IV. PAYROLL BOOKKEEPER COMPARISONS FOR 2001

Buffalo Highway Office Assistant 2001 - 12.79
Crawford Assistant Highway Clerk 2001 11.08
Junean Bookkeeper 2001 14.58
"LaCrosse  Payroll Clerk 2001 13.91
Richland Account Clerk 2001 12.34
Trempealeau Payroll Clerk/ Asst. Off. Mgr.. 2001 15.56
Wood -Administrative Assistant 2001 14.52
Average 13.54
Moanroe
Union 2001 13.59

County 2001 13.11

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

E. Assistant Humane officer. The Union asserts that there is little difference between
the work of the Assistant Humane Office and the Humane Officer, the former being a part time
position. The incumbent is qualified by having a Bachelor's Degree and a certification in animal
care. The mcumbent has been working as the Humane Officer since the regular officer
transferred. The Humane Officer is in grade 6 and the incumbent in grade 3, This is too great
adifference 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 Bjorklund report indicates that Judicial
Assistant, Child Support Cletk, Civil Clerk, Family Clerk and other Clerks are grouped in this
grade. Only two employes are in Grade 3, the Assistant Humane Officer and Home Health Aide.
The qualifications of Assistant Humane Qfficer call for high school education and hands on
experience with animals, When one compares these qualifications with the technical and detailed
requirements of a Judictal Assistant, also in grade 4 , the latter position seems to be of higher
complexity. Further there is a considerable difference between the job respoupsibilities of the
Humane Officer and Assistant Humane Officer in that principal investigative and record keeping
responsibility lie with the former. If incumbent is doing the Humane Officer's work, this is a
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question to be addressed in another forum. Based then on the job descriptions, the request for a
higher grade is not supported.

F. Jury Cledk/Traffic 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 comparables 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.

Concerning Union Exhibit 26 which shows 2 comparison of the Jury Clerk/Traffic
Assistant in Monroe County with positions of like type in Buffalo, Yackson, :La Crosse,
Trempealean and Wood, a search of the comparable contracts including those of the foregoing
revealed only one job title close to that of the Monroe job title. This was in Wood County where
the position of Clerk II-Traffic in 2001 had a top raie of $12.19. Union Exhibit 26 did not
identify job titles thought to be comparable nor was 2 job description of the position of Jury
Clerk/Traffic 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 Office Assistant.. The Union says this position is $1.18 behind
comnparable. (Union Ex. 27) The employee who holds this position is deputized and has now
additional duties. The Office Assistant desires to go from Grade 2 to Grade 3. However the
contention is that thts position is also equivalent to the position of District Attorney Clerical
Assistant and Clerk of Court Family Clerk in Monroe Count, both of which are at Grade 4.

The County states that the incumbent has had no compensation experience nor has she
worked i any positions considered comparabie. 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 Bjorklund study but a
typographical error set it in Grade 2 and the County offer now will keep it in that Grade.. Thig
position was reviewed by the County on September 28, 2000 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 arbitrator that the Clerk of Court Office Assistant does not subject
the first position to the degree of social complexity and procedural knowledge required by the
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latter two positions. However the question remains as to whether the Office Assistant posn:lon is
paid at a competitive rate compared to external comparables.

From the testimony of the hearing, the incumbent states she is deputized. Ifthis 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 pasitions 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
maxitmum pay in 2001,

TABLE V. TOP PAY FOR OFFICE ASSISTANT, DEPUTIZED, COMPARED WITH
DEPUTY CLERK OF COURTS IN COMPARABLE COUNTIES |

Buffalo Clerk of Court, Deputy I 2001 $11.77
Crawford Chief Deputy, Clerk of Courts 2001 13.21
Jackson Deputy Clerk of Courts 2001 13.22
Juneau Court Receptionist/Clerk of Cowrt 2001 11.22
La Crosse Deputy Clerk of Courts 2003 14.80
Richland Deputy Clerk of Couris 2001 12,95
Sauk Deputy Clerk of Courts 2001 12.39
Trempealeau Deputy Clerk of Court 2001 13.29
Wood Deputy 1 2001 13.51
Average 12.93
Monroe

Thiion 2001 12.39

County 2001 11.73

From the foregoing it appears that there is justification for the Union request to upgrade the
position of Office Assistant to Grade 3 as a recogaition 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 upgrading this position is supported.

H. BResident Services Coordinator . The Union is requesting this position be upgraded
from Grade 4 to Grade 5. The incumbent states that in the Bjorkiund study Medicare work was
deleted fiom her job description but she still does work which has previonsly 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 from her but she stili does it in the absence of the’
person who fiow does the work and who has been off work for various reasons. Union states
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that the Grade reduction was from Grade 7 to Grade 4. The Unions states that this position is

- equal in responsibility and duties to that of Health Department Health Check Techmnician 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 $12.60 and the Grade 5 position pays $13.25
Union Exhibit 40 is a copy of a letter from 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 #12.87 per hour. The County also notes that the incumbent has no background in
compensation and did not work in any of the positions to which she is comparing herseif Her
position was reviewed in 2000 and found to be correctly clagsified.

Discussion. Under the proposed wage schedule accepted by both parties, the incumbent
would receive $13 89 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 if knowledge of Medicare coordination is required as a
back-up Tt is held here that this request for an upgrade is supported by the evidence of assigned
responslbﬂmes

L Adminiﬂrative Asgistant The Union states that the incumbent in this position
performs many of the 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 incumbent has access to 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 cases The
position is 66% funded from non-County source. The Union supplied a copy of a communication
from the Child Support Coordinator asking for a review of classification because the position is
not that of an ordinary Administrative 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 specific Administrative Assistant. . There
are two other types of Administrative Assistant and therefore the County has caleulated the cost
- of upgrading three Administrative Assistants under the Union offer.  Fusther the incumbent had
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 of this request for upgrade is that incumbent feels too great a
disparity between incumbent's position and that of Child Support Specialist. A principal fimetion
of the work of the Child Support Administrative Assistant is that of handling files and stored
information. A principal function of the work of Child Support Administrative Assistant is that
of handling files and provding resources for information. A principa! function of Child Support
Specialist is that of actual field work with cases. The difference in these functions justifies the
disparity on grade level existing. Also since the Union offer used only the terin "Administrative
Assistant" without specification, 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.

I Preventive Maintenance Technician. The Union offer here is to advance this position
from Grade 3 to Grade 5. Incumbent works under a supervisor and maintains all building other
than Rolling Hills, Incumbent is certified in several maintenance areas. Incumbem 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

-eounties is $13.36. In this table four counties with two positions have had the average of the 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 V1. COMPARISON OF MAXIMUM SALARY, 2001 FOR MAINTENANCE

TYPE POSITIONS
Buiffalo Technician 2001 $12.79
Crawford Maintenance 2001 13.15
Jackson Maintenance Leadworker 2001 12.71
Juneau Custodian I 2001 13.96
LaCrosse  Building Maintenance Worker 2001 13.62
Richland Custodian 2001 11.94
Sauk Building Mtee. Technician 2001 © 1197
Trempeaieau Custodian 2001 12.58

Vernon Maintenance 2001 10.64
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Average ' ‘ 12,60
Monrce _
Union | 13.89
County 13.11

Although the foregoing table may have the drawback of comparing positions that are 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 of the County is within the range of employees engaged in maintenance.

K. Program Clerical/Computer Assistant and Program Clerical Assistant, The Union
considers these two positions as doing essentially the same kind of work. The Union is offering

to change these from Grade 1to Grade 2. Union Exhibit 51 was a tabulation of five counties
with positions considered comparable from which an average of $11.31 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
clagsified. Algo 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.

Discussion. Union Exhibit 51 listed maxirum rates for Program/Clerical Assistant for five
counties for the year 2000. The average rate obtained was $11.31. 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 2001 with
titles of positions given in various counties which appear to be related to ‘
Program/Clerical/Computer Assistant in Monroe county though all are not related to University
Extension work as is the case in Monroe.

TABLE VII. MAXIMUM, RATES FOR PROGRAM/CLERICAL/COMPUTER

ASSISTANT TYPE POSITIONS

Buffalo Extension P/T Secy. 2001 $11.54
Tuneau Program Asst./Emer. Govt. 2001 10.78
Pepin Program Worker 2001 9.85
Richland Clerical Asst. I 2001 11.11
Sauk Program Asst. UWEX. 2001 1197
Trempealean Secretary 2 UWEX 2001 - 12.59
Vemon Secretary/Bookkeeper UWEX 2001 10.77

Wood - Clerk Steno I UWEX2001 - 12.49
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Average . 11.32
Monroe
Union 11.73
County 11.10

From the foregoing table it appears that there the County offer is close to the verage of
what this type of positions ispaid in other jurisidicitons,

L. Medical Transcriptionist. 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 connties in the year 2000 for this type of position. Five counties were listed and in
two of them 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
arate of $11.91 in Grade 3. The Union also cites two different private rates in medical care
providers. One is a maximum rate of $12.41 per hour and another is $15_15 per hour.

The County rejects the use of blended rates in the Union's Exhibit 59. It cbjects to the
citing of 4 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 Health Department Medical Franscriptionist,
It also has a position Rolling Hills Transcriptionist/Clerk. A job description of the former position
shows various clerical duties including transcription are required. The position is not solely one
of Medical Transcription.. The Union compares this with the work of the Clerk of Cirenit Court
which is at Grade 4. A search of comparable 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 for the arbitrator to make comparisons among external comparable
counties. Internally to Monroe the Medical Transcriptionist/Clerk is listed with Office Assistant
and Purchasing License Clerk in Grade 2. - Twelve ather positions with the word "Clerk or
Clerical” the title are listed in Grade 4. The opinion is expressed here that in light of the single
external rate quoted by the Union brief of the Gundersen Clinic of $15.35 per hour, the Union
request for a Grade 3 for the position is supported.

XXVII. SUMMARY CONSIDERATION OF CHANGESADJUSTMENTS 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 $122,844.43 for a two year period.  The cost of
reclassifications alone will be $108,844.71 for this period. It cost the County $45,000 for the
ofiginal classification study and $141,419.20 for the first year implementation. For this
improvemnent the Union has offered no quid pro quo. The Union is arguing that in an initial |
contract arbitrators have held that there is no status quo and therefore no quid pro quo required.
This is the position of this arbitrator on this point..

The arbitrator here looks at the sununation of individual findings on claims for
adjustmentss inlassification upward. to reach a 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 Fumane Officer, Jury
Clerk/ Traffic Assistant, Administrative Assistant, Preventive Maintenance Technician, The
- Union offer has been found the more comparable in the positions of Payroll Clerk/Bookkeeper,
Clerk of Court Office Assistant, Resident Services Coordinator, Program/Clerical/Computer
Assistant, Program Clerical Assistant, and Medical TranscriptionsIS/Clerk. The conchision here
15 that the preponderant evidence favors the County offer on adjustments in reclassifications,
though narrowly.

XXVIH. GENERAL SUMMARY OF OVERALL CONCLUSIONS

A review of the 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, Continuing Education, Working in a Higher Position, 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,
Victim/Witness Coordinator and Adjustments in Reclassifcation - seven issues,

In giving weight then to the various issues as required by the statute, though there are no
factors 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
directly related to the ability of the County to pay, and the County itself 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 oﬂ‘er when the new
costs under its own offer are substantial.

In looking at the above findings on issues, one finds that the County's offer on issues
having a major financial impact are supported. The issues are Adjustments in Reclassifeation,,
Red-Circled Employees and Victim/Witnes Coordinator. Applying the factor 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 i5 to be selected in the interests and welfare of the public.

XXIX. AWARD.

| * The offer of the County of Monroe, Wisconsin for the Bi-lateral Agreement between it
“and the Monroe County Coutthouse Employess, AFSCME, AFL-CIO is selected.

‘ FRANK P LER.
Arbitrator

Date  (hxlri 20 7 ool
v or Y

Milwaukee, Wisconsin
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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_ cCounty
.Courthouse Employees, Local _______, AFSCME, AFL-CI0 hereinafter called the
Union, 1s set forth as follows: (TA-4/12/01)

PREAMBLE ' , .

Both parties to this Agreement are desirous of reaching an amicable
understanding with respect to the employee-employer relationship that is to
exist betwsen them, and enter jnto an Agreement covering rates of pay, hours
of work, and conditions of employment, as well as procedures for reducing
potential conflict. (TA-4/12/01)

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

ARTICLE 3 ~ RECOGNITION

Section 1. The County hereby recognizes the Union as the exclusive
bargaining_agent for all regular full-time and regular part-time Monroe
County employees who are not included in another Monroe County barga1n1n?
unit, excluding professional, supervisory, managerial and confidentia

employees Tor "the purpose of bargain1ng collectively on all matters
pertaining to wages, hours, and working 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 amployer's time except as agreed in
other parts of this Agreement. The Union, 1its officers or members, shal]
not dintimidate or coerce employees 1into joining the union. Similarly,
management will not engage 1n 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 and
Qﬁggfaigions by such representation as the County shall designate. (TA-
1

ARTICLE 3 - DUES AGREEMENT

Ssection 1. = Membership Not Required: Membership in any _employee
orgamization 1s not compulsory. Employees have the right to join, not
join, maintain, or drop their membership in an employee -organization as
they see fit. No employee will be denied membership because of age,
race, sex, creed, ancestry, disabiiity, arrest and conviction records,
marital status, sexual preference, national origin or political
affiliation. This Article 1is subject to the duty of the Wisconsin
Employment Relations Commission to suspend the application of this

1




Article wherever the cCommission finds that the Urnion has denied an
employee membership because of age, race, sex, creed, ancestry
disabiTity, arrest and conviction records marital status, sexua
preference, national origin, or political affiliation, (TA-1/11/02) ‘

section 2, Effective bate and Employees Covered: Effective upon enactment
of this Agreement and unless otherwise terminated as hereinafter provided,
the employer shall deduct from the monthly earnings of all regular full-time
and_regular part-time employees ipe::"iﬁed herein an amount equal to such
employee's proportionate share of the cost of the collective bargaining
process and contract administration as measured by the amount of local dues
uniformly reguired of all members, which is established by the uUnion and
shall pay such amount to the treasurer of the bargaining representative of
such employee on or before the end of the month folliowing the month in which
such deduction was made. (TA-1/11/02)

. A, New employees: Such deductions shall be made and forwarded to the
treasurer of the bargaining representative from the earnings of the new
employees 1in the first pay period following the completion of each
employee's probationary period. (TA-1/11/02) :

B. Other employees: Employees other than regular full-time or regular
part-time employees are excluded from the Fair share bues Agreement and no

: dues shall be coliected from them. Employees in any status in which they

receive no pay are excluded, (TA-1/11/02)

section 3. Forfeiture: The Uniopn agrees to abide by the provisions
retative to forfeiture as provided for 1n Wisconsin Statutes 111.70. The
Union agrees to inform the County of any change in the amount of such Fair
share costs thirty (30) days before the effective date of the change. (TA-

'1/11/02)

Section 4. Hold Harmless Clause: It is expressly understood and agreed
that the uUnjon will refund to the County or to the employee involved any
dues erroneously collected by the county and paid to the Union. 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.

(TA-1/11/02)
ARTICLE 4 - MANAGEMENT RIGHTS

Section 1. The County possesses the sole right to operate county government
and all management rights repose in it, subject only to the provisions of
this Agreement and applicable law. These rights 1include, but are pot
Timited to the following: (TA-4/12/01)

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

positions within the County:

D. Teo suspend, discharge and take other disciplinary action against
employees for just cause;

E. To relieve employees from their duties because of Tack 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

2



federal law; . o

H, To iptroduce new or 1mﬁroved methods or facilities;

I. To change existing methods or facilities; = |

J. To determine the kind and amount of service to be performed as
pertains to county government operations; and the number and kinds of
classifications to perform such services. 1In case of the creation of a new
position or classification, or a change 1in the content of an existing
position ot classification, the parties shall negotiate wages for the
position or classification; '

K. To contract out for goods and services, provided that such
contracting out for goods and services shall not result in layoffs of
present employees. '

L. To determine the methods, means and personnel by which county
operations are to be conducted. (A-L - TA-4/12/01)

The County's exercise of the foregoing functions shall be limited only by
the express ﬁrovisions of this Agreement. IT the County exceeds this
Timitation, the matter shall be processed under the grievance procedure.
{Ta-4/12/01)

ARTICLE 5 - UNION ACTIVITY

section 1. Unjon officials:  The Unijon agrees to provide written
notitication to_the County within seven (7) work days following election or
si;'lectwn of Union representatives, stewards or other Union officials. (Ta-
4/12/701)

ARTICLE 6 — MO STRIKE AGREEMENT

Section 1. Strike prohibited: The Union agrees that during the term of
this Agreement, it will not engage 1in, encourage, sanction, support, or
suggest any strike, slowdown, mass resignation . or mass absenteeism which
would ‘involve suspension or 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: A grievance shall mean a dispute
concerning the interpretation or application of this Agreement. (TA-
4/12/01) ‘ "

Section 2. Subject Matter: oOnly one sub%ect matter shall be covered in any
one grievance. ~ A written grievance shall contain the name and position of
the grievant, a_clear and concise statement of the grievance, the issue
involved, the relief sought, the date the incident or wiolation took place,
the specific Section of the Agreement alleged to have been violated and the
signature of the grievant and the date. (TA-4/12/01)

Section 3. Time Limitations: If it is impossible to comply with the time
1imits specified in the procedure because of work schedules, dl1lness,
vacations, etc., these limits may be extended by mutual consent in writing.
(TA-4/12/01)

Section 4. settlement of Grievances: Any ﬂriEVance shall be considered
settled at the completion of any step in the procedure, if all parties
concerned are mutualiy satisfied. Dissatisfaction is implied in recourse

3



from one step to the next. (TA-4/12/01)
section 5. Steps in the Procadure:

Step 1: All employee grievances must be filed by the aggrieved
employee or the president of the Union, in writing, to the Union Grievance
Committee, and a copy must further be filed with the Supervisor by the
employee or union representative no Tater than thirty (30) 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 thgtfrievance, IT unsuccessful,
it shall be submitted to the committee of jurisdiction who will consider the
grievance at 1Jts pext regular meeting. Foilowing this meeting, the
committee of jurisdiction shall have ten (10) calendar days to respond to
the grievance. If unsuccessful, it shall be submitted to the Personnel and
Bargaining Committee who will consider the grievance at its next regular
meeting. Following this meeting, the Personnel and Bargaining Comm]ttee
shall have ten (10) calendar days to respond to the grievance. If the
grievance is not settled at this step, the unjon shall 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)

. S5tep 2: The Union District Representative and the County Personnel
Director shall attempt to mutuaily agree on a Wisconsin Employment Relations
Commission staff arbitrator, In the event that an agreeable arbitrator
cannot be selected, the Wisconsin 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 witnasses for
Union officers needed for arbitration hearings directly to the dupervisor,
provided sufficient time is allowed by the Arbitrator. (TA-4/12/01)

The party filing the grievance with_ the wisconsin_ Employment Relations
commission shall be responsible for initial payment of the filing fee. The
losing party shall assume the cost of the filing fee and reimburse the
filing party if appropriate, within thirty (30) days of receipt of the
arbitrator's decision. (Ta-4/12/01)

The arbitrator 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 oh both parties. Disputes or
differences regarding bargainable dssues are expressly not subject to
arbitration of an !iind, not. withstanding any other provisions herein
contained. The arbitrator shall have no right to amend, nullify, modify,
ignore, or add to the provisions of the Agreement. His/her authority shall
be Timited to the extent that he/she should only consider and decide the
particular issue or issues presented to him/her in writing by the employer
or the Unjon, and his/her interpratation of the meaning or application of
the language of the Agreement., (TA-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 Tor the
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purpose of inspecting working conditions and settling grievances and shall
not Jose pay in conducting such visits. Representatives must have recejved
a written grievance and must notify the supervisor of the Tleaving of work.
(Ta-4/12/01) '

ARTICLE 8 - HQURS OF WORK

Section 1. The standard workday shall consist of eight (8) hours, 8:00 A.M.
to 4:30 P.M., except for a one-half (1/2) hour unpaid Tunch period. As
circumstances may warrant, the County may implement needed modifications of
this schedule. 7The standard workweek shall consist of five (5) workdays,
Monday through Friday, dinclusive. An employee may request a modification to
the standard workday and/or workweek. Said request shall be subject to
supervisory approval. Thera shall be no split shifts.

Section 2. A1l hours worked outside the standard workweek shall be paid at
one_and one-half (1 1/2) times the employee's regular rate of pay or fts
equivalent in time off, up to 40.5 hours, which represents 27 hours actually
worked, at the discretion of the supervisor. oOvertime shall be measured in

quarter (1/4) hour increments. No overtime is authorized unless requested

by the supervisor. oOvertime performed without approval shall not be subject
to the pay or time-off provisions of this Section. For purposes of this
Article, paid time off shall be considered as time worked. ATl overtime or

~ compensatory time must be administered within the guidelines of the Fair

Labor standards Act. ‘ -

section 3. A1l employees shall receive one and one-half (1 1/2) times their

regular hourly rate of pay, or its equivalent in time off, for all work

g?rfggTid on a holiday in addition to their regular holiday pay. (7TA-
12

section 4. All overtime shall be distributed, by department, as evenly as
possible among all qualified employees. (TA-4/12/01)

Sectigh 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(feriods of fifteen (15) minutes duration shall be granted
in the morning ana afterncon. sSaid rest periods shall be arranged in order
to provide adequate coverage in the office during break time. (TA-4/12/01)

ARTTICLE 9 - HOL IDAYS

section_1. The holidays will be: New Year's Day, Friday before Easter,
Memorial pay, Independence bDay, Labor bDay, Thanksgivin Day, Day after
Thanksgiving, Christmas Eve and Christmas pay. There shall be, in addition
to the nine (9) above, one and one-half (1 1/2) floating holidays to be
taken at the employee's discretion with prior supervisory approval.

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
falling during an employee's wvacation 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 Section, a combination of time worked and
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compensatory time equaling eight (8) hours shall be counted as a day worked.

ARTICLE 10 - SICK LEAVE

Section 1. A1l full-time employees are entitled to one (1) day sick Tleave
per_month, accumulative to one-hundred and thirty (130} days. Employees
shall be paid while on such sick Teave at the regular rate of pay Tor the
same number of hours he/she would normally have worked. To qualify for such
sick leave, an employee must report that he/she is sick at least one (1)
hour prior to his/her scheduled starting time whenever possible. Each sick
amployee 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 Jleave. Any employee who, after proper
" hearing, is found to have wviolated 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
Tirst 40 hours of sick leave accumulation annually. Therefore, an employee
who uses no sick leave in a calendar year js 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. (TA
as amended-4/12/01) ‘

Section 2. Upon retirement (for this section, e1igibi1it¥ te draw a monthly
annuity from the Wisconsin Retirement Fund), total disability or death of an
employee, the employee or his/her beneficiary (in case of death) shall be
paid twenty-five percent (25%) of Mis/her accumultated 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 departmental grocedure for reporting sick Teave. Such sick leave use
may not be granted in any increment of less than one-half (1/2) hour. (TA-
as amended-11/8/01) -

Section 4. Sick Teave will be granted when an employee chooses to give care
and attendance to a spouse,‘c#ﬁ%d, parent or other member of the employee’s
immediate household up to a maximum of twenty-four (24) hours per year. The
hours, if needed, shall be taken from the annual accrual of sick leave 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 peried of vacation unless such sickness is verified
by a physician's certification. (TA-4/12/01) \

Secrion_6. Employees shall be eligible to use sick leave to donate blood to
a charitabie 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 wse no sick leave for an entire calendar year and
also comply with other county approved time off policies shall have one
additional Tloating holiday provided for use in the succeeding calendar
yvear. (TA as amended-4/12/01)



ARTICLE 11 - LEAVE QF ABSENCE

Section 1. Application for leave of absence for personal reasons shall be
in writing, and shall be presented to the supervisor by the employee; the
- granting of such leaves and the length of time for such Jeave shall be
contingent upon the reasons for the requests. The supervisor may_ grant
leaves of absence of fourteen (14) calendar days 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 by the employee. The supervisor shall present such reguest to
the Personnel and Bargaining Committee with a recommendation. A1l leaves of
absence under this Agreement shall be without pay. A leave of absence may
not be granted for the taking of other employment, However, the term "other
employment” shall not dnclude selection to Tederal, state, county or
municipal offices or Union duties. (TA-4/25/01)

Section 2, A period of not more than one (1) year shall be granted as leave
of absepce due to personal illness, or for disability due to accident,
provided a physician’s certificate is furnished from time to time to
substantiate the need for continuing the leave. Additional time may be
extended in such cases by mutual consent of the union and the Personnhel and
Bargaining Committee. (TA-4/12/01) ,

Sectign_3. Seniority shall continue to accrue during leaves of absence for
perscnal 1illness and/or disability .due to accident per time periods as
enumerated in section 2. (Ta-4/12/01)

Section 4. Any employee elected to public office of union office shall be
granted a Teave 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 Unjon and the supervisor and the Personnel and Bargainin
Committes. Seniority shall not accrue but neither shall there be a Toss o
any established senjority. (TA-4/12/01)

Section 5. Senijority 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. Personal leaves of absence for pregnancy may be applied for as
set_forth in Section 2 above. Wwhenever 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 certificate
containing like information every thirty (30) days to forty-Tive (45) days.
The period of maternity leave will be ug to Tourteen (14) weeks., The period
extending beyond Tourteen (14) weeks will 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,
(TA-1/11/02)

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-4/12/01)
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ARTICLE 17 - VACATIONS

sgection 1. Each full-time employee having a continuous service record of
one (1) year or more is entitled to the following vacation with pay,
available as accrued after the successful completion of the probationary
period and in a minimum of one-half (1/2) hour increments.

A. After one (1) year, but less than six (6) years of employment:
Two (2) weeks (ten (10) WUrkdars).

B After six (B) vyears, but TJess than Tourteen (14} years of
employment: Three (3) weeks (fifteen (15) workdays).

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

D Mnridthan twenty-two (22) years of employment: twenty-three (23)
workdays.

(TA - County to clarify in side lerter)

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, or terminates for any reason during that
time, any vacation paid out will be deducted from the final paycheck. No
prorated credit is due any employee who leaves County employment with Tess
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 Teave, but who may be entitled to vacation leave as herein provided,
may upon request and with the approval of the supervisor, use his/har
vacation leave for sick leave, vacation leave is governed by the date of
employment. vacation is not accumulative from 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 cannat bhe claimed for an
1llness that occurs during the employee’'s vacation time, unless suc
sickness is verified by a physician's certification. Holidays fTalling
during the wvacation time shall npot 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. All employees shall give a_two (2) week notice, except that
employees in ﬁay grade 4 or above shall give three (3) weeks notice, in
writing, of their intention to sever their employment with the County and
upon Tajlure to do so, any accumulation of pay shall be Forfeited.
similarly, the county shall give the employee two (2) weeks written notice
of a termination other than for disciplinary reasons. Upon proper written
notice, all accrued vacation may be claimed for any employment period after
the successful completion of the probaticnary period. (TA=-5-25-01)

Section_5. 5eniorit¥ shall prevail in granting vacations when more than the
usual number of employees desire their vacations at the same time. (TA-
4/12/01)



ARTICLE 13 -~ FUNERAL LEAVE

Section 1. Employees shall receive a three (3) day funeral leave with full
ay tor the death of a spouse, daughter, son, mother, father, sister,
brother, mother-in-law, father-in-law, daughter-in-law, son-in-law, sister-
in-law, brother-in-law, stepchild, stepparent, grandparent, grandchild or
other relative who is a member of the employee's immediate household.
Fuperal leave shal] be taken within a five (5) work day period (excluding
scheduled days off) consisting of the two (2) work days immediately
preceding and the two (2) work_days immediately following the funeral. If
there 1s a need to use fumeral leave on a scheduled holiday, the holiday
(excluding FTDatinﬂ holiday) shall be taken as an extra day after the
funeral leave, with approval of the employee's supervisor. An additicnal
two (2) days of funeral Teave in the case of the death of an Jimmediate
family member may be taken from an accumulated sick leave balance., These
days shall be taken immediately preceding or following use of funeral Teave.
{(TA-1/11/02)

Section 2. Employees shall receive one (1) day fuperal leave with full pay
tor the death of grand?arent—in11aw, aunt, uncle, niece or nephew of the
first degree, if actually attending the funeral on a scheduied work day or
holiday. (TA-1/11/02) ‘

Section_3. Dpefinitions for this section shall be as follows: nephew -son
of empToyee's brother or sister or brother-in-law or sister-in-Taw; niece -
daughter of employee's brother or sister or brother-in-law or sister-in-Taw;
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. (Ta-4/12/01)

Section 4. Employees shall receive & one-half (1/2) day funeral leave with
full pay when attending a Ffuneral as a pallbearer. and also shall receive a
one-half (1/2) day funeral leave with full ﬁa¥ when attending a militar

funeral as a participant. such attendance shall be Timited to three (3

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

ARTICLE T4 - RETIREMENT

section 1. The Ccounty shall pay the Tull amount of the emplover’s
contribution to the Wisconsin Retirement System, and shall pay the " full
amount of the empleyee’s contribution to the Wisconsin Retirement System but
not to exceed six and two-tenths percent (6.2%) of the total earnings of
each participating employee. (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 -

(Sentority) 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 terminate such employment without any right of appeal in any
mahner on the part of such employment. (TA-5-25-01)"

Section 2. Employees who have completed the one (3) calendar year
probationary periad satisfactor11¥ and are_continued thereafter shall have a
regular status and shall be entitied to all rights, protection, and benefits
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granted by this Agreement retroactive to original date of émployment. (TA-
5/25/01) - : ‘

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
employeas. (TA-6/28/01)

Section 2. when the employer reduces the number of employees 1in a
classification because of a shortage of work, a lack of funds, the
discontinuance of a position, or the downgrading of a position, the least
senjor employee ‘in_that department and classification will_ be laid off. An
empioyee laid off may displace the Tleast 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 employee who 1is to be
displaced. It shall be the employee’s option to choose if he/she desires to
displace the least senior employee in another department or classification
if the displacing would result in a reduction of hours. Displiacing 1is
Timited to positions in either a lower or the same pay grade. An employee
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 in each classification. (TA-as amended-11/8/01) :

Section 3. whenever it becomes necessary to employ_additional workers
either 1n vacancies or new positions therein, former qualified employees who
- have bean Taid off for lack of work, a Tack of funds, the discontinuance of
a position, or the downgrading of a position, within one (1) year prior
thereto shall be entitled to be reemploved in such vacancy or new position

for which he/she may qualify, in preference to all other persons. ra-
4/12/01) |
Section 4, No new employee shall be hired whiTe there are seniority

employees who are qualified for the position on the layoff 7J+st. (TA=
4/12/01) .

Section 5. Employees must be given a three (3) week notice of any type of
layoff as stated in Section 2. 7The employee must notify the employer in
writing within two (2) weeks of the date of the employer's notification to
the employee of the layoff as to his/her <intention to bump.

Section 6. When an employee enters a bargaining unit position from a
mana_cl;em_ent position, that employee's seniority, for job posting and layoff,
shall 1include any bargaining unit seniority that was [i;r'eviouﬂ garned,
provided that there is not a break in service, This shall include time in
positions eligible for bargaining unit coverage prior to the initial
contract. (TA-as amended-11/8/01)

Section 7. In determining the amount of sick leave, wvacation credits,
hohqays, retirement and <insurance coverage and such other benefits
predicated on Tength 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 holding elective office, provided that there are
no breaks in service, CTAuﬁ-ZB—Dl%
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section 8. Persons recalled to service according to mn*ioritgr shall receive
a mailed registered Jetter and must answer within five (5) calendar days and
ghgymtf available for work within seven calendar (7) days. (TA-as amended

ARTICLE 17 - JOB _POSTING

section 1. = All position openings shall be posted at the uUnion bulletin
board for five (5) working days on a sheet of paper stating the job title,

the job qualifications, job duties (consistent with_actual duties
performed), rate of pay, and the date the job is to be filled. Interested
employees shall sign their name to this notice. Semorit and

qualifications shall be considered in the selection of the applicant for the
position opening; however, if the qualifications are substantially equal,
senjority shall prevail. The filling of vacancies shall be bhased on the
following sequence: _ .

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 Fnst‘ing_'is taken down, the Count
will inform those who posted that one of them 1is awarded the job or wil
inform them of what process is being followed to make a selection. The
supervisor and the Unien representative shall attempt to mutually agree on
the nominee Tor the position. The County reserves the right to simultanenus
job posting and advertising. (TA as amended-4/12/01) ‘

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. Any employee failing for any reason to qualify for any position
opening through the Job Posting procedure may return to his/her Tormer job,
{TA-4/12/01) ‘

Section 4. The successful applicant shall be allowed sixty (60) days to
qualify for the position. The sixty (60) day probationary periocd may be
shortened or extended, based upon the peeds 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 Tower rate on his/her first day
1n said position. (TA amended-5/28/01)

ARTICLE 18 — TINSURANCE

Section 1.
A, Health Insurance ‘ )

The County shall during calendar years 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 betwsen the plans on an annual basis. _The County shall also offer
single and family dental insurance to all employees who work at Teast 20
hours per week. .The employer and employee shall contribute toward such

11
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premiums basad on %ercentqges, with the employer paying eighty-seven percent
(87%) of the_monthly premium and the employee paying thirteen percent (13%)
of the month]{ premium. The County may, during the term of this agreement,
commence a self-funded insurance program or seek bids for different carriers

‘jprovided that any_ insurance program shall provide benefits, specifica]1¥
“including deductibie amounts and choice of physicians, substantially equa

to those benefits provided in the insurance plans during the 2001 calendar
year. (TA)

section 2. The County shall provide each regular full-time employee covered
by this Agreement with a $10,000 term 1ife insurance policy with accidental
Death and_Dismemberment effective at the same time the health insurance
becomes. effective for new employees. This coverage will be provided to
regular part-time employees whe may qualify under the guidelines as
established by the insurance carrier. (Ta-47/12/01)

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-Tour (24
hours after occurrence, or knowledge of possible compensable i1lness or
injury, to the employee's immediate supervisor. (TA-4/12/01)

Section 2. Fringe benefits will continue only for the first fourteen (14)
days of the period in which a worker may be réceiving Worker's Compensation
benefits. Beyond the 1initial fourteen (14) days, fringe henefits, except
vacation, do not continue to accrue. Examples of these benefits include
accumulation of sick leave, holiday and retirement benefits. 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. If an employee 1is receiving worker's
Compensation benefits for more than one (1) year, he/she shall continue to
accrue senjority and the employee shall be able to participate in the
bargaining unit's %rOUp health nsurance plan providing that the employee
pays the County's share of the premium, as well as the employee's share.

ARTICLE 20 - TRAVEL EXPENSES

Section 1. Any em 1D§EE required to use his/her personal automobile on
County business shaF] e reimbursed at a rate of thirty cents (3.30) per
mile or the rate received by the Monroe County Board of Supervisors,
whichever is greater. (TA-as amended-11/1/01)

Section_2. Any employee required to be out of the County overnight on
County business shall have Jo %1ng expenses reimbursed by the County at th
State or group rate, if available.  (TA-as amended-11/1/01) .

Section 3. Any employee required to be out of the County on County business
shall have meals reimbursed according to the rate received by the Monroe
County Board of Supervisors. (TA-4/12/01)

ARTICLE 21 - GENERAL PROVISTIONS

saction 1. An employee called upon to serve jury duty or as a withess_shall
be pald 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



. (3) calendar months. An extension of three

employee’s regular work day of eiqht hours. The employee is required to
surrender the'ju? duty paycheck, less mileage, to the County Treasurer in
order to receive full pay from the County. (TA-5/25/01)

Section 2. A1l working time lost due to injuries incurred on the job shall
be considered time worked for the day such injury occurred. (TA-4/12/01)

Section_3. The County employees shall be paid every other Thursday after a
holdback not exceading two (7) weeks. (TA-4/12/01)

section_4. The cOunt¥ shall furnish a bulletin board of reasonable size and
the Union shall be allowed to use such bulietin board for the purposes of
posting notices and materials that shall. not  be denunciatory or
TnFlammatory, (side letter on e-mail notification of employees of
vacancies) (TA-4/12/01)

Section 5. Regular part-time employees shall receive benefits on a pro-rata
basis. (TA-4/12/01)

Section 6. The county shall pay all reasonable costs associated with
required continuing education for the employee’s current position.

" Empioyees shall receive their regular rate of pay for participating in

required continuing education.

section 7. If an employee works on_a higher rated job in excess of thirty
(30) calendar days, the empioyee shall receive the rate of pay of the higher

" rated job during the period of time so assighed to the higher rated jab,

retroactive to the Tirst day of the assignment.

Section 8. The employment of temporary employees shall be limited to three

f%)-caTendar months, creatihg a
total of not more than six (6) calendar menths, may be approved by the
Personnel and Bargaining Committee,

section 9. Employees called in to work outside of normal working hours
shaTll be guaranteed 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
waekends - $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 8:00 a.m. on Monday.

ARTICLE 22 ~ COMPENSATION

Wage rates for the employees 4in the bargaining unit are attached as
Schedules A-D. (TA-11/1/01)

ARTICLE 23 - NON-DISCRIMINATION

Sectigon 1. Monroe County and Local union _____ are committed to the
principles of equal employment opportunities and practices for all persons
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regardless of age, race,_ sex, creed, ancestry, disability, arrest and
conviction records, marital status, sexual preférence, pational origin, or
political affiliation except where these factors constitute a bona fide
occupational qualification. Monroe County and said Union will act in a non-
discriminatory manner in all matters regarding personnel, which shall
include, but is not limited to the following: hiring, promotion, demotion,
dismissal, disciplining, wage and fringe benefit policies, training, working
conditions, and all other henefits of employment. (TA-4/12/01)

ARTICIE 24 - WATVER OF 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 right to bargain with respect
to any subject or materia)l referred to or covered in this Agreement for the
duration of this Agreement. (TA-4/12/01)

Section 2, Should any provision of this Agreement he subsequently declared
by the proper legislative or _judicial authority to be unjawful or
unenforceable, said provision shall 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)

CARTICLE 25 - DURATION

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

Section 2. Either party may open negotiations for a successor Tlabor
agreement beyond the 2002 calendar year by notifying the other party in
writing on or before Au?ust 1, 2002. within two (2) weeks of the receipt of
such notice an initial meating shall be mutually agreed upon at which
broposals shall be presented. This Section shall not preclude either party
from submitting written proposals to the other party before the first
meeting. (TA-11/1/01)

Section 3. If neither party open negotiations for a successor agreement as
specified above, this Agreement shall automatically be renewed for the
succeeding calendar year. (TA-4/12/01)
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WLTNESS OUR HANDS AND SEALS this i
_Zevz. . in the City of sparta, County of Monroe, st#te of Wdsconsin.

MONRDE COUNTY PERSONNEL
AND BARGAINING COMMITTEE;

Ken Kittleson
Personnel Director

=
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r

MONROE COUNTY COURTHOUSE
EMPLOYEES, 1LOCAL :

Si;Zf? Fierce, President

Daniel R, Pf
Representative




SCHEDULE "“A*

Courthouse Union
Effective January 1, 2001

Grade A B c D B F
1 8.93 9.3 9.71 10.10 10.50 10.88
2 9,42 3.83 19.25 10.67 11.08 11.50
3 %.96 10.39 - 10.83 11.27 11.71 12.15
4. 10.54 11.00 11.46 11.92 12.38 12.85
5 11.16 11.65 112.15 12.64 13.13 13.62
6 11.84 12.37 © 12.8B9 13.21 13.93 14,45
7 12.61 13.18 13.72 14.27 14.82 15.38
B 13.40 13.99 14.59 15.17 15.76 16.35

SCHEDULE “B”

Courthouse Union :
Effective September 1, 2001

Grade A B C D E F
1 9.11 9.50 5.90 10.30 10.71 11.10
2 5.61 10.03 10.46 - 10.88 11.30 ©11.73
3 10.16 10.640 11.03 11.50 I1L.04 12.39
4 10.75 11.22 11.658 12.1¢6 12.63 13.1}
L] 11.38 11.88 12.39 1z2.89 13.3%9 13.89
6 12.08 12.62 13.15 13.68 14.21 14.74
7 12.86 13.42 12,99 14.5ﬁ 15.12 15.69

8 13.67 14,27 14.88 13.47 16.08 16.68
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Grade”

5_29

5.80 -

10.36
10.97
11.61
12.32
13.1z2

13.54

9.48
10.00
10.57
11.19
11.84
12.57
13 38
14.22

9.69
10.23
14.81
11.44
12.12
12.87
13.658
14.56

Effective September 1, 2002

.88

10.43
11.03
11.67
12,36
13.13
13.96
14.85

SCHEDULE “C*

Courthouse Union
Effective January 1, 2002

c
10.10
10.67
11.27

11,92
12.64
13.41
14.27
;5.18

SCHEDULE "D~

10.51
11.10
11.73
12.40
13.15
13.95
14.85
15.78

Courthouse Union

C
10.30
10.88
11.50
12.16
12.89
13.68
14.56
15,48

10.72
12,32
11.496
12,65
13.41
14.23
15.15

16.10

10,92
11.53
12.18
12.88
13.86
14.45
15.42
16.40

il.14
11.76
12.47
13.14
13.483
14.78
15.73

16.73

11.32

11.96

12,64

13.37

14,17
15.03
16.00
17.01

11.35
12.20
1Z2.89
13.64
14.45
15.33
16.32

©17.35
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COURTIHOUSE UNION POSITIONS/GRADES

County Clerk Payroll & Accounts Coordinator
Information Systems Specialisk

Child Support Specialist

Circuit Court Register in Probate/Probate Registrar
Clerk of Court Peputy/Rookkeeper

Land Tnlormation Property lLister

Rolling llills Bookkeeper/Accounts Receivable
Zanitation, Zoning & Forestry Humane QIficer

Senior Serviges Benefit Specialist

Corporation Coungsel Secretary
Deputy County Clerk/Baokkeeper
Deputy Register of MNeeds

- Deputy County Treasurer

Deputy Veterang Serviee OFfficer

District Attorney Legal Secrelary

Diskrict Attorney Victim/Witness Specialist

llealth Department Bookkeeper

Health Department Health Check Tec¢hnician

Rolling Hills Payroll/Accounts Payable Bookkeeper
Sanitation, Zeoning & Forestry Administrative Assistant
Senior Services Bookkeeper

Senior Services Nutrition Program Coordinator

Senipr Services Transportation Coprdinator

Child Support Administrative Assistant

Child Support Clerk

Giraoult Court Branch I Judiedial Ams{atant
Cirecuil 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 Clark

Clerk of Court Traffic Clerk

bistrict Attorney Clerical Assistant

Districlk Attormey Worthless Check Clerk/Clerk Typist
Emergancy Management Administrative Assistant
Extension Administrative Assistant

Realth Department Billing Clexk

Highway Accounts Clerk

Highway Payrell Clerk/Bookkeeper

Maintetance Preventive Maintenance Technician
Medical Examinery Clerical Assistant

Police Administrative Secretary

Rolling Hills Resident Sexvices Coordinator
Sanitation, Zoning & Forestry Park Ranger
Solid Waste Clerical Assistant

Treasurer Clerk

Health Department Homz Health Aide

Justice System Community Service Work Crew Supervisor
Sanitatlon, %Zoning & Forestry Asst. Humane Officer

18



Health Department Medical Transcriptionist/Clerk
Clerk of Court Jury Clerk/Traffic Assistant
Clerk of Ceourt Office Assistant

Ceunty Clerk Purchasing/License Clerk
Maintenance Custodian '

Ragister of Deeds Recording Clerk

Roelling Hills Medical Transcriptionist/Clerk
Senior Services Mini-Bus Driver

Clerk of Court Receptionist/0ffice Assistant
District Attorney Receptionist/Clerk Typist
Extension Program/Clerical/Computer Assistant
Extension Program/Clerical Assistant

Health Department WIC Clerical Assistant
History Artifact/Exhibit/Research Assistant
Land Conservation Clerk

Police Receptionist

Rolling Hills Receptionist/Clerk

Sanitation, Zoning & Porestry Receptionist/Clerk Typist
Senior Services Driver

Senicr Services Office Clerk

Senicr Services Site Manager
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SALARY ADMINISTRATION

1. Wage schedules include two percent increases on Jannary 1 and September 1. Employees
progress to the next step following 2080 hours of work. Employees may be hired up to Step C
with approval of the 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:
1/1/01 - 2%
9/1/01 - 2%
1/1/02 - 2%
9/1/02 - 2%

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

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

5, Adjustments in Pay Grades:

Classification Grade
Branch II Judicial Assistant 4t05
Branch I Judicial Assistant 41006
Office Clerk 1to2
Payroll Clérk/Bnc:kkeeper 4t05
Assistant Humane Officer 3to4
Jury Clerk/Traffic Assistant 2to3
Office Assistant 2103
Resident Services Coordinator 4to5
Administrative Assistant . 4to5
Preventative Maintenance Technician 3t05
Program/Clerical/Computer Assistant 1to2
Program Clerical Assistant 1to2
Medical Transcriptionist/Clerk (2) 2t03

6. Provisions retroactive to 1/1/01.
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AGREEMENT

This Agreement, made and entered into by and betwsen the County of Monros,
- as a municipal employer, hereipafter called the County, and Monroe County
Courthouse Employees, Local y AFSCME, AFL-CIO hereinafter called the
Union, is set forth as follows: (TA-4/12/01) -

PREAMBLE

Both parties to this Agreement are desirous of reaching an amicable
understanding with respect to the employee-emplover relationship that is to
exist betwaen them, and enter <into an Agreement covering rates of pay, hours
of work, and conditions of employment, as well as procedures for reducing
potential conflict. (TA-4/12/01) :

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

ARTICLE 1 —~ RECOGNITION

Secrion 1. The county hereby reao?ni;eﬁ the union as the exclusive

argaining agent for all regular full-time and regular part-time Monroe
County employees who are not inciuded in another Monroe County bargainin
unit, excluding professional, supervisory, managerial and confidentia
employees Tor the purpose of barEain1ng collectively on all matters
pertaining to wages, hours, and working conditions of ‘employment. {WERC
Case 146, No. 59206, ME-3789) (TA-4/12/01)

section 2. The Union agrees that naither it, nor any of its members wil)
enﬁage in any union activity on the employer's time except as agreed 1in
other parts of this Agreement. The union, its officers or members, shall
not intimidate or coerce employees into_ joining the union.  Similarly,
management will not engage 1in any coercion or intimidation of employees
either to encourage or discourage union membership. (TA-4/12/01)

ARTICLE 2 = REPRESENTATION

Sectien 1. The union shall hbe 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 din such bargaining and
gﬁggﬁiagiuns by such representation as the County shall designate. (TA~
12/01

ARTICLE 3 -~ DUES AGREEMENT

Section 1. Membership Not Required: Membership 1in any employee
organization is not cCompulsory. Employees have the right to join, not
join, maintain, or drop their membershzg in an employee organjzation as
they see fit. No employee will be denied membership because of age, race,
sex, creed, ancestry, disability, arrest and conviction records, marital
status, sexual preference, national origin or political affiliation. This
Article 1is subject to the duty of the wisconsin Employment Relations
Commission to suspend the application of this Article wherever the
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commission finds that the union has denied an employee membership because
of age, race, sex, creed, ancestry, disability, arrest and conviction
records, marital status, sexual preference, national origin, or political
affiliation. \ '

section 2. Effective Date and Employees Covered: Effective upon enactment
of this Agreement and uniess otherwise terminated as hereinafter provided,
the empioyer shall deduct from the monthly earnings of all regular full-time
and_-regular part-time employeas specified herein an amount equal to such
employee’s proportionate share of the cost of the collective hargaining
process_and contract administration as measured by the amount of Tlocal dues
uniformly required of all members, which 1is established by the union and
shall pay such amount to the treasurer of the bar%aining representative of
such empioyee on or before the end of the month foliowing the month in which
such deduction was made. '

A. New emplo ees: Such deductions shall be made and forwarded to the
treasurer of the bargaining representative from the earnings of the new
employees 1in the TFirst pay period -following the completion of each

employee's probationary period.

B. oOther employees: Emp]gyees other than regular full-time or regular
part-time empioyees are excluded 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.

section 3. Forfeiture:  The union agrees to abide by the provisions
relative to forfeiture as provided fTor 1n Wisconsin Statutes 111.70. The
union agrees to inform the County of any change in the amount of such Fair
share costs thirty (30) days before the effective date of the change.

Section 4. Hold Harmless Clause: It is expressly understood and agreed
that the uUnion will refund to the County or to the employee qinvolved any
dues erroneously collected by the County and paid to the tUnion. The Union
agrees to save and hold the County harmless from any claims or demands
arising out of the County's compiiance with the provisions of this Article.

ARTICLE_4 - MANAGEMENT RIGHTS

section 1. The County possesses the sole right to operate county government
and all management rights re?ase in it, subject only to the provisions of
this Agreement and appiicable law. These rights include, but are not
Timited to the fallowing: (TA-4/12/01)

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 employess 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 1is pecessary to comply with state or

federal law; ] | s
H. To introduce new or improved methods or facilities;
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I. To change existing methods or facilities;

J. Ta determine the kind and amount of service to be performed as
pertains to county government operations; and the number and kinds of
classifications to perform such services. 1In case of the creation of a new.
position or classification, or a change in the content of an existing
position or _classification, the parties shall negotiate wages for the
position or classification;

K. To contract out for goods and services, provided that such
contracting out for goods and services shall not result in layoffs of
present employees. :

L. To determine the methods, means and personnel by which county
operations are to be conducted. (A-L - TA-4/12/01)

The County's exercise of the foregoing functions shall be Timited only by
the express ﬁPOV1STDﬂS of this Agreement. If the County exceeds ‘this
lTimitation, the matter shall be processed under the grievance procedure.

(TA-4/12/01) |

ARTICLE 5 - UNION ACTIVITY

Section 1. Union oOfficials:  The Union agrees to provide written

notification to the County within seven (7) work days following election or

ﬁ§13?t1?n of Union representatives, stewards or other Union officials. (TA-
01 '

ARTICLE 6 ~ NO STRIKE AGREEMENT

Section_1. Strike prohibited: The union agrees that during the term of
this Agreement, it will not engage 1in, encourage, sanction, support, or
suggest any strike, slowdown, mass resignation or mass absenteeism which
would -dnvelve suspension or dnterference with the normal work of the
department or other county department. (TA-4/12/01)

ARTICLE 7 - GRIEVANCE AND ARBITRATION PROCEDURE

Section 1. Defipition of a Grievance: A grievance shall mean a dispute
concerning the interpretation or application of this Agreement. (TA-
4/12/01) _

Section 2. Subjecdt Matter: Only one subqect matter shall be covered in any
one grievance. A written grievance shall contain the name and position of
the grievant, a clear and concise statement of the grievance, the issue
involved, the relief sought, the date the incident or vieclation took place,
the specific Section of the Agreement alleged to have been violated and the
signature of the grievant and the date. (TA-4/12/01)

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

Section 4. Settlement of Grievances: Any ﬂrievance shall be considered
settled at the completion of any step in the procedure, if all parties
concerned are mutua31y satisfied. Dissatisfaction is implied in recourse
from one step to the next. (Ta-4/12/01) :



section_5. Steps in the Procedure:

Step 1: ATl employee %rievqpces must he +iled by the aggrieved
employee or the president of the union, in writing, to the umion Grievance
Committee, and a copy must further be filed with the Supervisor by the
employee or Union representative no later than thirty (30) calendar days
after the employee knew or should have known of the cause of such grievance.
(TA-4/12/01)

The Unjon 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 grievance. If unsuccessful,
it_shall be submitted to the committee of jurisdiction who will consider the
grievance at its next reau]ar meeting. Following this meeting, the
committee of jurisdiction shall have ten (10) calendar days to respond to
the grisvance. If wunsuccessful, it shall be submitted to the Personnel and
Bargaining Committee who will consider the -grievance at 1its next regular
meeting. Following this weeting, the Personnel and Bargaining Committee
shall have ten (10) calendar days to respond to the grievance. If the
grievance s not settled at this step, the Unmion shall have thirty (30)
calendar days from the receipt of the personnel and Bargaining Committee's
dacision to present the grievance for arbitration. (1A as amended-4/12/01)

Step 2: The union District Representative and the County Personnel
Director shall attemgt to mutually agree on a wisconsin Employment Relations
Commission staff arbitrator. In the event that_ an agreeable arbitrator
camnot be selected, the wisconsin Employment Relations Commission shall
appoint a staff arbitrator to preside at the hearing. (7A-4/12/01)

The union shall provide a five (3) working day notice for witnesses for
union Officers needed for arbitration hearings directly to the superviser,
provided sufficient time is allowed by the arbitratoer., (TA-4/12/01)

The party filing the grievance with the wisconsin_ Employment Relations
Commission shall be responsible for initial pg{mept of the filing fee. The
Tosing party shall assume the cost of the filing fee apd reimburse the
filing party if appropriate, within thirty (30) days of receipt of the
arpitrator's decision., (TA-4/12/01) ‘

The arbitrator shall make his/her findings kpown, 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. Oisputes or
differences regarding bargainable 1issues are expressly not subject to
arbitration of any kind, not withstanding any other provisions herein
contained. The arbitrator shall have no right to amend, nullify, modify,
ignore, or add to the provisions of the Agreement. #is/her authority shall
be Timited to the extent that he/she should enly consider and decide the
particular -issue or issues presented to him/her in writing by the employer
or the union, and his/her interpretation of the meaning or application of
the language of the Agreement. (TA-4/12/01)

step 3: The uniop steward or his/her alternate steward shall be
allowed to visit any employee or department at ahy reasonable time for the
purpose of inspecting working conditions and settiing grievances and shall
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hot lose pay in conducting such visits. Representatives must have received
?T:flﬁig?uf{mevance and must notify the supervisor of the leaving of work.

ARTICLE 8 — HOURS OF WORK

- Section_l. The regular work week for all employees shall be five eight hour

days. This shall not be construed as a guaranteed work day ot work week..

Sectinn 2. Hours eligibie for overtime compensation are any hours worked
over farty in a seven day work week. These hours must be compensated at
Time and one~half the regular rate of pay. E&mployees may be assigned work
in_excess of eight hours per day without being compensated at time and one-
hal+, if corresgundwng adjustments are made in the weekly work schedule,
providing that the total hours worked do not exceed forty in one waek.

Section 3. ATl employees shall receive one and one-half (1 1/2) times their
regular hnur1¥ rate of pay, for all work performed on a holiday in addition
to their regular holiday pay. (TA44X12f01g

Section 4. All _overtime shall be distributed, by department; as evenly as
possible among all qualified employees. (TA-4/12/01)

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. Rastcferiods of fifteen (15) minutes duration shall be granted
in the mornming and afterncon. Said rest periods shall be arranged in order
to provide adequate coverage in the office during break time. (TA-4/12/01)

ARTICLE 9 — HOLIDAYS

Section_1. The holidays will be: New vear's Day, Friday before Easter,
Memorial Day, Independence pDay, Labor Day, Thanksgiving Day, Day after
Thanksgiving, one-half (1/2) day christmas Eve (onTy whén Christmas falls on
Tuesday through rFriday) and christmas bay. There shall be, in addition to
the eight and one-half (8 1/2) above, one and one-half (1 1/2) floating
holidays to be taken at the employee's discretion with prior supervisory

approval.

section 2. To be eligible for holiday pay, the employee must wark the day

before and the day after the holiday, unless regularly scheduled off on
either day. For purposes of this Sectijon, time off for sick Tleave,

" vacation, or emergency leave shall be considered as time worked. Holidays

falling during an 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.
ARTICLE 10 - SICK LEAVE

Section 1. All full-time employees are entitled to one (1) day sick leave
per month, accumulative to one-hundred and thirty (130) days. Employees
shall be paid while on such sick leave at the regular rate of pay tor the
same number of hours he/she would normally have worked. To qualify for such
sick leave, an employee must report that he/she is sick at least one (1)
hour prior to his/her scheduled starving time whenever possible. Each sick
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employee shal] be subject to checking by a County reprasentative to verify
the alleged sickmess. A physician's certificate may be required after the
second consecutive day of sick Teave. Any empioyee who, after proper
hearing, is found to have violated any sick Teave regulation, shall be
subject to discipline or discharge. (TA as amended 4/25/01)

Employeas shall have the option of_taking 50 percent payout of up to the
first 40 hours of sick leave accumulation annually. Therefore, an empioyee
-who uses no sick leave 1in a calendar vear is eligible for a payout of 20
hours at the employee's current rate of pay in the ensuing year, an emplcyee
who uses 20 hours of sick Teave 1is eligible for a 10 hour payout, etc. (TA
as amended-4/12/01) o

Section 2. Upon retirement (for this section, eligibility to draw a monthly
annuity from the wisconsin Retirement Fund), total disabi¥ity or death of an
employee, the employee or his/her beneficiary (in case of death) shall be
paid twenty-five parcent (25%) of his/her accumulated sick Jleave 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 departmental procedure for reporting sick Jeave. . Such sick Teave use
g?{ng{)be granted in any increment of Jess than one-half (1/2) hour. (TA-

section 4. 5ick leave will be.%ranted when an employee chooses to give care
and attendance to a spouse, child, parent or other member of the employee’s
immediate household up to a maximum of twenty-four (24) hours per year. The
hours, if needed, shall be taken from the annual accrual of sick leave of

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

Section 5. It js 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 to donate blood

10 a charitable organization (e.g., Red Cross) up to a maximum of one hour
per month with the supervisor’s prior authorizatign. 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. Application for leave of absence for personal reasons shall be
in writing, and shall be presented to the suparvisor by the employee; the
granting of such leaves and the length of time for such Teave shall be
contingent upon the reasons for the requests. The supervisor may grant
leaves of absence of fourteen (14) calendar days 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 by the employee. The supervisor shall present such request to
the Personnel and BRargaining Committee with a recommendation. A1l leaves of
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absence under this Agreement shall be without pay. A leave of absence may:
not_be granted for the taking of other employment. However, the term "other
employment” shall not dincTude selection ‘to . federal, state, county or
municipal offices or umion duties. (TAa-4/25/01)

Section 2. A period of not _more than one (1) year shall be granted as Jeave
of absence due to personal illness, or for disability due to accident,
provided a physician's certificate 1is furnished from time to time to
substantiate the need for continuing the leave. Additional time may be
extended in such cases by mutual consent of the Union and the Personnel and
Bargaining Committee. (TA-4/12/01) )

Section 3. Semiority shall continue to accrue during leaves of absence for
persanal illness and/or disability due to accident per time petriods as
enumerated in Section 2. (TA-4/12/01)

Section 4. _Any employee elected to public office of union office shall be
granted a Teave of absence as necessary to Tulfill the duties of such
office. The period of time for such leave shall be subject to negotiations
between the Union and the supervisor and thea pPersonnel and Bargainin
Committee. Seniority shall not accrue but neither shall there be a Toss o
any established senjority. (TA-4/12/01} .

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

Section 6. Personal leaves of absence for pregnancy may be applied for as
set_forth in section 2 above, Wwhenever 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
tength of time she may continue to work during such pregnancy. Thereafter,
upon request of the Employer, she shall furmish an additional certificate
containing like information every thirty (30) days to forty-five (45) days.
The period of maternity leave will he u? to fourteen (14) weeks. The_period
extending beyond fourteen (14) weeks will ba resolved on an individual basis
and accompanied by appropriate medical certification and submitted to the
Personne] 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 ﬁregnancy or childbirth shall be paid under
the sick Teave 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 employee having a continuous service record of
one (1) year or more is entitled to the following vacation with pay,
available as accrued after the successful completion of the probationary
period and in a2 minimum of one-half (1/2) houwr increments.

A. After one (1) year, but less than six (6) years of employment:
Two (2) weeks (ten (10) workdays).

B. After six (6) years, but Jless than fourteean (14) vyears of
employment: Three (3) weeks (fifteen (1%) workdays).
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C. After fourteen (14) years, but less than twenty-two (22) vears of
employment: Four (4) weeks (twenty (20) workdays).

D. Morﬁdthan twenty-two (22) years of employment: twenty-three (23)
warkdays.

Although vacation accrual begins following the date of hire, probationary
employees are not eligible to use vacation until they have completed sik
months of the 12 month probationary period. If the employee does not
complete the probationary period, or terminates for any reason during that
time, any vacation paid out will be deducted from the final paycheck. No
prorated credit is due any empioyee who leaves County employment with less
than cne full year of county service. (TA-5/25/01)

Section 2. An employee as definad in this Article, who has used accumulated
sick leave, but who may be entitled to vacation leave as herein provided,
may upon reguest and with the approval of the superviser, use his/her
vacation Teave for sick Teave. Vacation leave is governed by the date of
employment. vacation 1s not accumulative from one vacation period to the
next, except as provided in Section 1, (Ta-4/12/01) ,

Section 3. Tt s further provided that sick leave cannot be claimed for an

i1lness that occurs during the employee's vacatjon time, unless suc

sickness 45 verified by a physician's certification. Holidays falling
during the vacation time shall 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. Al1 employees shall give a two (2) week notice, except that
employees in pay grade 4 or above shall give three (3) weeks notice, in
writing, of their dintention to sever their employment with the County and
upon failure to do so0, any accumulation of pay shall be forfeited.
Similarly, the County shall give the employee two (2) weeks written notice
of a termination other than for disciplinary reasons. _upon proper written
notice, all accrued vacation may be claimed for any employment period after
the successful completion of the probationary period. (TA-5-25-01)

section 5. seniorit{ sha11cfrevai1 in granting vacations when more than the
u§ga} Eymber of employees desire their vacations at the same time. (TA-
4/12/0

ARTICLE 13 = FUNERAL L EAVE

section 1. Employees shall receive a three day funeral leave with full pay
for the death of "a spouse, daughter, son, mother, father, sister, brother,
mother-in-law, father-in-law, daughter-in-law, son-in-law, sister-in-Taw,
brother-in-law, stepchild, stepparent, qranﬂparent, ﬁrandch11d,. or other
relative who is a member of the employee's immediate household if actually
attending the fuperal. certification of attendance may be required to
3u311fy for this benefit, Fumeral leave shall be taken within a five work
ay period (excluding scheduled days off) consisting of the two work days
immediately preceding and the two work days immediately f011GW1n?. the
funeral, If there is a need to use funeral leave on a scheduled holiday,
the holiday (excluding floating holiday) shall be taken as an extra day
aftar 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
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immediate family member (spouse, child, parent or other relative who +is a
member of the employee’s Jimmediate household) may be taken Trom an
accumulated sick leave balance. These days shall be taken immediately
preceding or following use of funeral leave.

Section 2. Employees shall receive one day funeral leave with full pay for
the death of grandparent-in-law, aunt, uncle, niece or nephew of the First
degree, if actually attending the funeral on a scheduled work day or
Eo 1g¢y.‘ Certification of attendance may be required to qualify for this
enefit, ‘ L

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.

section 4, . Employees shall receive a one-half day funeral jeave with full
Ea¥ when atten 1n? a funeral as_a pallbearer, and also shall receive a one-
alf day funeral leave with full qay when attending a military funeral as a
participant. Such attendance shall be Timited 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 =arnings of
each participating employee,  (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 Jdn 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 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 satisfactorily and are continued thereaftter shall have a

regular status and shall be entitled to all rights, protection, and benefits
granted by this Agreement retroactive to original date of employment. (TA-

5/25/01).
ARTICLE 16 - SENTORITY

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



section 2.  Wwhen the employer reduces the number of employees in a
classification bhecause of a shortage of work, a lack ng‘ ¥Und5, the
discontinuance of a position, or the downgrading of a position, the least
senjor employee in that department and classification will be laid off. An
employee laid off may displace the 7Teast senior employee in another
department or classification who works the same number of hours, provided
he/she 1s qualified to perform the duties and further provided that the
displacing employee has more senjority than the employee who is to be
displaced. It shall be the employee’s option to choose if he/she desires to
displace the least senjor employee in another department or classification
it the displacing would result in a reduction of hours. Displacing s
Timited to positions in either a lower or the same pay grade. An employee
who gets displaced can then exercise his/her seniority in a simitar manner.
The_ employer retains the right to assign job duties among the remaining
employeas in each classification.

Section 3. whenever it becomes necessary to employ additional workers
either Tn 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 eantitled to be reemploved in such vacancy or new position
for which he/she may qualify, in preference to all other persons. (Ta-

4/12/01)

section_4. No new employee shall be hired while there_ are seniority
employees who are qualified for the position on the layoff Tist. (TA-

4/12/01)

Section 5. when an employee enters a bargaining unit position from a
mana?ement position, that employee's seniarity, for job posting and layoff,
shall dinclude any. bargaining unit senjority that was previously earned,
provided that there 15 not a break in service. This shall include time 1in
positions eligible for bargaining unit coverage prior to the -dnitial
agreement. '

Section 6. In determining the amount of sick Teave, vacation credits,
hoTidays, retirement and dinsurance 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 holding elective office, provided that there are
no breaks in service. . (TA-6-28-01 . o ]

section 7. Persons recalled to service according to SEn1or1t¥ shall receive
a mailed registered letter and must answer withif five (5) calendar days and
gha;TUbg avajlable for work within seven calendar (7) days. (TA-as amended

-25-01

ARTICLE 17 - JOB POSTING

Section 1. All position openings shall be posted at the Umion bulletin
board for five (5) working days on a sheet of paper stating the job title,
the job qualifications, job duties (consistent with  actual duties
performed), rate of pay, and the date the job is to be filled. Interested
employees shall siﬂn their name to this notice, seniority and
qualifications shall be considered in the selection of the applicant for the
position opening; however, if the qualifications are substantially equal,
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seniority shall prevail.  Probationary employees . may qnst for position
vacancies following six (6) months of empioyment. The Fil1ing of vacancies
shall be based on the following sequence: - ‘

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

Within five (5) working days after the_Posting i5 taken down, the Count
will inform those who posted that one of them is awarded the job or wil
inform them of what process is being followed to make a selection. Tha
supervisor and the Umion representative shall attempt to mutually agree on
the nominee for the position. The County reserves the right to simultaneous
Job posting and advertising. (TA as amended-4/12/01) ‘

Sectijon 2. Management shall not deny a bargaining unit applicant the right
to sigh the job posting. (TA as amended-6/28/01) .

Section_3. Any employee failing for any reason to qualify for any position
opening through the lob Posting procedure may return to his/her former <ob.
(TA-4/12/01)

Section 4. The successful applicant shall be allowed sixty (60) days to
quality for the position. The sixty (60) day probationary period may be
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 appiicant, 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)

ARTTCLE 18 - TIWNSURANCE

Section 1. ' ‘
Al Health Insurance ]

The County shall during calendar years 2001 and 2002 contribute
such amount toward the family and single plan premiums of a dual-choice
‘Health Maintenance Organization (HMO) offering each covered employee the

choice between the pilans on an annual basis. ~The county shall also offer
single and family dental jnsurance to all employees who work at least 20
“hours per week. The employer and employee shall contribute toward such
premiums based on qercentages, with the employer paying eighty-seven percent
(87%) of the monthly premium and the employee paying thirteen percent (13%)
of the munth1{ premium. The County may, during the term of this agreement,
commence a self-funded insurance program or seek bids for different carriers
provided that an% insurance program shall provide benefits, spec1F1caT1¥
inciuding deductible amounts and choice of physicians, substantially equa
to those benefits provided in the dinsurance ptans during the 2001 calendar
year. (TA-plus a side letter on the $10 office visit co-pay)

Section 2. The County shall provide each regular full-time employee covered

by this Agreement with a $10,000 term Tife insurance policy with Accidental
Death and Dismembarment effective at the same time the health insurance
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becomes effective for new employees. This_coverﬁge will be provided to
reguiar part-time employees who may qualify under the guidelines as
established by the <insurance carrier. (TA-4/12/701)

ARTICIE 19 - WORKER'S COMPENSATION

Section 1. Worker's Compensation Insurance shall continue to be provided b
Monroe County. Employees shall report all dinjuries within twenty-four (24
hours after occurrence, or knowledge of possible compensable i1lness or
injury, to the employee’s immediate supervisor. (7TA-4/12/01)

Section 2. Fringe benefits will continue only for the first fourteen (14)
days of the period in which a worker may be receiving worker's Compensation
benefits. Beyond the initial fourteen (14) days, fringe benefits, do not
continue to accrue, Examples of these benefits include accumulation of sick
Teave, vacation, holiday and retirement benefits. The County’'s portion of
health jnsurance premiums shal] be continued for a maximum of one (1) year
far'$?p1oyees eligible for worker’s Compensation due to work-related dinjury
or illness. : .

ARTICLE 20 - TRAVEL EXPENSES

Section 1.  Any emr1n ee required to wuse his/her personal automcbile on
County business shall be reimbursed at a rate of thirty cents (3.30) per
mile or the rate received by the Monroe County Board of Supervisors,
whichever is greater. (TA-11/1/01)

section 2. Any employee required to be out of the cCounty overmight on
County business shall have Jodging expenses reimbursed by the County at the
State or group rate, if availabie.” (TA-11/1/01)

section 3. Any employese reguired to be out of the county on County business
shall have meals reimbursed according to the rate received by the Monroe
county Board of supervisars. (Ta-4/12/01) ‘

ARTICLE 21 - GENERAL PROVISIONS

Section 1. An employee called upon to serve jury duty or as a witness shall
be patd 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
employee's regular work day of eight hours. The employee dis required to
surrender the juqy duty p%ycheck, ess mileage, to the County Treasurer in
order to receive full pay from the County. (TA-5/25/01)

section_2. ATl working time lost due to injuries incurred on the job shall
- be considered time worked for the day such injury occurred. (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¥ shall furnish a bulletin_ board of reasonable size and
the Union shall be allowed to use such bulletin board for the purposes of
posting notices and materials that shall not be denunciatory or
inflammatory. (TA-4/12/01)
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Section 5. Regular part-time employees shall receive benefits on a pro-rata
basis. (TA-4/12/01) . P

Section 6. If an employee works on _a higher rated job in excess of sixty
(60) 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 7. Maintenance and Information Systems employees reporting to work
outside of normal working hours shall be guaranteed two (2) hours pay.

ARTICLE 22 ~ COMPENSATION

wage rates for the employees in the bargaining unit are attached as
Schedules A-D. '

ARTICLE 23 — NON-DISCRIMINATION

Section 1. Monroe County and Local Union are committed to the
princi?1es of equal employment opportunities and practices faor all persons
regardless of age, race, sex, creed, ancestry, disability, arrest and
copviction records, marital status, sexual preference, national origin, or
political affiliation except where these factors constitute a bona fide
occupational qualificarion. Monroe County and said Umion will act in a non-
discriminatory manner in all matters regarding personnel, which shall
include, but is not 1imited to the following: hiring, promotion, demotion,
dismissal, disciplining, wage and fringe henefit policies, training, working
conditions, and all other benefits of employment. (TA-4/12/01)

ARTICLE 24 - WATVER OF BARGATNING AND VALIDITY

Section_1. This Agresment 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 Unjon specifically waives the right to bargain with respect
to any subject or material referred to or covered in this Agreement for the
duration of this Agreement. (TA-4/12/01)

section 2. should any provision of this Agreement be subsequently declared

y the proper legislative or _judicial authority to be unlawful or
unenforceable, said provision shall 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, 200I, 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 1in
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 shall not preclude either party
from submitting written proposals to the other party before the first

meeting. (TA-4/12/01)

section 3. If neither party open negotiations for a successor agreement as
specified above, this Agreement shall automatically be renewad for the
succeeding calendar year. (TA-4/12/01)
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WITNESS OUR HANDS AND SEALS this __ DAY OF
—— . 1in the City of Sparta, Ceunty of Monroe, State of Wisconsin.

MONROE COUNTY PERSONNEL : MONROE COUNTY CDURTHOUSE
AND BARGAINING COMMITTEE: EMPLDYEES, LocaL
Allan Beatty ' Sandra Pierce, Prasident
Edward westphal , Daniel R. Pfeifer, District
Representative

Joyce schreijer

Ken Kitt1659n
Personnal Director
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SCHEDULE “A"

Courthouse Union
Effective January 1, 2001

Grade iy B c 4} E ¥

1 5.93 9,31 ¢.71 20.10 10.50 10.88
2 5.42 5.83 16,25 10.67 11.08 11.50
3 9.96 10.39 10.83 11.27 11.71 12.15
4 10.54 11.00 - 11.46 11,92 12,38 12.85
5 il.1le 11.65 12.15 : 12.64 13.13% 13,62l
6 11.84  12.37 12.89 13.41 13.93 14. 45
7 1z.81 13.16 13.72 14.27 l4.82 15,38
g 13.40 13.99%9 14.59 15.17 15.74 16,38

SCHEDULE “B~

Courthousze Union
Effective September 1, 2001

Grade A B C D E F
1 3.11 3,50 9.90 10.30 10.71 11.10
2 9.61 10.03 10.46 10.48 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 11.28 12.39 12.89 13.39 13.8%
& 12.08 12.62 13,15 13.68 14,21 14.74
7 12.86 13.42 13,99 14,56 15,12 15.69
3 13.67 14.27 14.88 15,47 16,08 16,68

Wage schedules include two percent increases onh January 1 and September 1.
Emplovess progress to the next step following 2080 hours of werk and a
satisfactory performancs evaluation. Employees may be hired up to Step C with
approval of the Personnel and Bargaining QCommittes i1f gualifications and
gxperience warrant a higher rate. Employees who are gurrently pald above satep F
shall receive one-half of the general increass until their pay rate is at step F
of the wage scale. :
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SCHEDULE “C*

Courthouse Union
Effective January 1, 2002

Grade’ A B C D ‘ E F

1 3.29 9.69 10.10 10.51 10.92 11.32

9.80 10.23 10. 67 11.10 11.53 11.96
3 10. 36 10.81 11.27 11.7%3 12.18 . 12.64
1 10,497 11. 44 11.92 12.40 17.88 13.37
5 11.61 12.12 12. 64 13.15 13,66 14.17
b 12.32 12.87 12.41 13.95 14.4%9 15.03
7 13.12 13.69 14.27 14.85 15.42 16,00
| 13.5%4 14.56 15,18 15.78 16,40 17.01+

ECHEDULE “D"

Courthouse Union
Effective September 1, 2002

Grade® A B c D E F
1 8.48 9.88 10,30 10.72 11.14 11,55
2 10.00 10.43 10.88 12.32 11.76 12.20
3 10.57 11.03 21.50 11.96 12.42 12.89
4 11.19 11.67 12.16 12.65 13.14 13. 64
5 11.84 12.36 12.89 1341 13,93 14.45
6 12.57 13.13 13,68 14.23 14.78 18.33
7 13.38 13.96 14.56 15.15 15.73 16.32
8 14.22 14,85 15.48 16.10 16.73  17.35

Wage schedules include two percent increases on Janvary 1 and September 1.
Employees prxogress to  the next step £following 2080 hours of werk and a
satisfactory performance mvaluation. Employees may be hired up to Step £ with
approval of the Persconnel and Bargaining Committee if gualificaztions and
experience warrant a higher rate. Employees who are currently paid above step F
shall receive ong-half of the gereral increase until their pay rate is at step F
of the wage scale.
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COURTHOUSE UNIQN POSITICONS/GRADES

County Clerk Payrell & Accounts Coordinstor
Information Systems Specialist

Distriet Attorney Victim/Witness Coordinator

Child Support Specialist

Circuit Court Register in Probate/Probate Registrar
Clerk of Court Deputy/Bockkeeper

. Land Informatien Preperty Lister

Rolling Hills Boockkeeper/Accounts Receivable
Sanitation, Zconing & Forestry Humane Officer

Senior Services Benefit Specialist

Corpeoratieon Counsel Secretary

Deputy County Clerk/Bookkeeper

beputy Register of Deeds

Deputy County Treasurer

Deputy Veterang Service Qfficer

Digtrict Attorney Legal Secretary

District Attorney Victim/Witness Specialist
Health Department Bookkeepear

Health Department Health Check Technician

Rolling Hills Payroll/Accounts Payable Bookkeesper
Sanitation, Zoning & Forestry Administrative Assiztant
Senivr Services Bookkeeper

Senieoxr Services Hutrition Program Coordinator
Senicr Services Transportation Ceerdinater

Child Support Administrative Assistant

Child Suppeort Clerk

Circuit Court Branch I Judicial Assistant
Circuit Court Branch II Judicial Aszsistant
Circuit Cowrt Juvenile Couxt Clerk

Clerk of Court Civil Clerk

Clerk of Court Family Clerk

Clerk of Court Bmall Claims Clerk

Clerk of Court Traffic Clerk

District Attorney Clerical Agsistant

District Attorney Worthless Check Clerk/Clerk Typist
Emergency Management Administrative Assistant
Extension Administrative Assistant

Health bepartment Billing Clerk

Highway Accounts Clerk

Highway FPayroll Clerk/Bookkseper

Maintenance Freventive Maintenance Techpnician
Medical Examiner Clerical Assistant

Police Administrative Secretary

Rolling Hillsz Rasident Serviges Ceoordinator
Sanitation, Zoning & Forestry Park Rangsr
Solid Waste Clerical Assistant

Treasurer Clerk

Health Department Home Health Aide

Justice System Community Service Work Crew Supervisor
Banitation, Zoning & Forestry Asst. Humane Dfficer
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Health Department Medical Transcriptionist/Clerk
Clerk of Court Jury Clerk/Traffic Assistant
‘Clerk of Court Qffice Asgistant

County Clerk Purchasing/License Clerk
Maintenance Custodian

Regizter of Deeds Recording Clerk

Rolling Hills Medigal Transcriptionist/Clerk
Senior SBervices Mini~Bus Driver

Clerk of Court Recepticnist/Office Assigtant
PDistrict attorney Receptionist/Clerk Typist
Extension Program/Clerical/Computer Assistant
Extension Program/Clerical Assistant

Health Department WIC Clerical Assistant
Higtory Artifact/Exhibit/Research Azsistant
Land Conservation Clerk

Police Receptionist

Rolling Hills Receptionist/Clerk

Sanitation, Zoning & Forestry Receptionist/Clerk Typist
Senicer Services Driver

Senior Serviges Office Clexk

Senior Services Site Manager
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