ARTICLE XIII

NO STRIKE OR LOCKOUT

Section 1

13/1/1 Inasmuch as this Agreement proVides machinery for the orderly resolution of disputes which relate to
this Agreement by an impartial third party, the Employer and Union recognize their mutual responsibility to

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

13/1/2 The Union agrees that neither it, its officers, agents, representatives or members, individually or
collectively, will authorize, instigate, cause, aid, condone, or take part in any strike, work stoppage, sit down,
stay-in, slowdown or other concerted interruption of operations or services by employees (including purported

mass resignations or sick calls) or any concomitant thereof. The Union agrees that the Employer has the right to

deal with any such strike activity by:

A. Imposing discipline, including discharge or suspension without pay on any, some or all of the
employees participating therein, and/or on any, some, or all of the leaders of the labor organization who so

participate, as the Employer may choose;
B. Canceling the civil service status of any employee engaging therein;

C. Seeking an injunction and/or requesting the imposition of fines either against the Union and/or

the 'employee(s) engaging therein, and/or suing for damages because of such strike activity.

13/1/3 When the Employer notifies the Union by certified mail that any of its members are engaged in any such
strike activity, the Union will immediately, in writing, order such employees to return to work, provide the
Employer with a copy of such order by certified mail within twenty four (24) hours of receipt of the notification
from the Employer, and a responsible officer of the Union will publicly order the striking employees to
discontinue such conduct through the medium of local newspapers and/or local radio. Failure of the Union to
take such action will be considered in determining whether or not the Union caused or authorized, directly, or

indirectly, the strike. This clause is not subject to the arbitration provisions of this Agreement but will be

enforced by the ordinary processes of law.
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13/1/4 The Employer agrees that neither it, its officers, agents or representatives, individually or collectively,
will authorize, instigate, cause, aid or condone any lockout. If a lockout does, in fact, occur, all affected

employees will be paid for such period of time at their regular rate of pay for time lost from work due to the
lockout.

Section 2

13/2/1 In the event a dispute arises between the parties hereto with respect to whether or not the Union or any‘
of its officers, agents or representatives, has céused or authorized, either directly or indirectly, a strike, work
stoppage, sit-down, stay-in, slowdown or other concerted interruption of operations' or services by employees, or
in the event of a dispute arising as to whether or not the Employer has locked out employees, such disputes will

be settled as provided in Article IV of this Agreement. This Section shall not affect the right of the Employer to
deal with any strike activity pursuant to Section 1 of this Article.
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ARTICLE XIV

GENERAL

Section 1 Obligation to Bargain

14/1/1 This Agreement represents the entire Agreement of the parties and will supersede all previous
‘Agreements, written or verbal. The parties agree that the provisions of this Agreement shall supersede any
provisions of the rules of the Administrator and the rules of the Secretary relating to any of the subjects of
collective bargaining contained herein when the provisions of such rules differ with this Agreement. The parties
acknowledge that during the negotiations which resulted in this Agreement, each had the unlimited right and
opportunity to mé.ke demands and proposals with respect to any subject or matter not removed by law from the
area of collective bargaining, and that all of the understandings and agreements arrived at by the parties after the
exercise of that right and opportunity are set forth in this Agreement. Therefore, the Employer and the Union
for fhe life of this Agreement, and any extension, each voluntarily and unqualifiedly waives the right, and each
agrees that the other shall not be obligated to bargain collectively with respect to any subject or matter referred
~ to or covered in this Agreement, or with respect to any subject or matter not specifically referred to or covered
in this Agreement, even though such subject or matter may not have been within the knowledge or

contemplation of either or both of the parties at the time that they negotiated or signed this Agreement.

Section 2 Partial Invalidity

14/2/1 Should any part of this Agreement or any provision contained herein be declared invalid by operation of
law or by any tribunal of competent jurisdiction, such invalidation of such part or provision shall not invalidate

the remaining portions hereof and they shall remain in full force and effect.

Section 3 Definition of Probationafy Employee

14/3/1 The term ‘;probationary employee” as used in this Agreement relates to all employees serving on a
probationary period as defined below. All original and all promotional appointments to permanent, sessional
and seasonal positions in the classified service shall be for a probationary period of six (6) months, except as
specifically provided in s. 230.28, Wis. Stats., and ch. ER-MRS 13, Wis. Admin. Code, in the cases of trainees,

intern classes, reinstatement, transfer, and demotion, or where longer probationary periods are authorized.
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14/3/2 The inclusion of this Section in the Agreement is for informational purposes only and does not constitute
bargaining with respect to the subject matter of this Section. Further, any amendment to the aforementioned

law or rule governing probationary périods will require an immediate amendment to this Section.

Section 4 Retroactivity

14/4/1 No provision of this contract will be retroactive unless specifically so stated.
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ARTICLE XV
TERMINATION OF AGREEMENT

15/1/1 Except as otherwise provided herein, the terms and conditions of this Agreement shall continue in full
force and effect commencing May-17,2003, and tenninating on June 30, 20035, unless the parties mutually
agree to extend any or all of the terms of this Agreement. Upon termination of the Agreement, all obligations
under the Agreement are automatically canceled, except that the provisions of the grievance procedure shall

continue in effect for such period of time as is necessary to complete the processing of any grievance presented

prior to the termination of the Agreement.
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NEGOTIATING NOTE #1
2001-2003-2003-2005 AGREEMENT

Public Transportation
Both the Employer and the Union agree bargaining unit employees should be encouraged to utilize

public transportation as much as possible to go to and from work. The Employer, therefore, agrees to meet at

the request of the Union at mutually agreed times to discuss ways in which to achieve that goal.
NEGOTIATING NOTE #2
2001-20032003-2005 AGREEMENT
Add-On Pay

The DepartmentOffice of State Employment Relations and the Union will meet at mutually agreeable

times to discuss add-on pay for the following skill areas:

Certified Public Accountant (CPA)
Certified General Appraiser
Purchasing Agent/Procurement Specialist

Assessor II

Bilingual

m o o w »

Any add-on must be mutually agreed to by the Union, DepartmentOffice of State Employment Relations

and all affected agencies prior to implementation.
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NEGOTIATING NOTE #3
2003-2005 AGREEMENT

Lump Sum Language

If lump sum payment language should become necessary due to delay in implementation of this
Agreement, the parties agree that Article XI, Section 4, will be modified to reflect such needed changes. It is

further agreed that retires and laid off employees will be eligible to receive any lump sum payments to which

they would have otherwise been entitled but for the delay in implementation of this Agreement.
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MEMORANDUM OF UNDERSTANDING #1
1999-2001 AGREEMENT
Electronic Job Information System

DATE: February 22, 2000

TO: Art Foeste, President

Wisconsin Professional Employees Council
FROM: Peter D. Fox, Secretary
SUBJECT: Development of an Electronic Job Information System

During negotiation of the 1999-2001 WPEC Agreement, there has been ongoing discussion between the parties
regarding development of an electronic job information system (EJIS). While WPEC’s EJIS proposals to date
have limited this system to WPEC vacancies, I believe that such a system would benefit all current state
employees, as well as other persons interésted in civil service employment. As such, I am committed to the

development and implementation of a system that will include all civil service vacancies and is available on a

statewide basis to all interested individuals.

To that end, I will be establishing a Joint Task Force to be convened no later than April 15, 2000. The charge of
this Task Force will be to create a model EJIS and submit recommendations for its implementation to the
Department of Employment Relations (DER). The Task Force will be composed of one representative

appointed by each parent union and an equal number of Employer representatives. Representatives appointed

by the various unions to serve on this Task Force will do so without loss of pay.

At a minimum, the EJIS should include the following major components:

1. One central location which is easily accessible by persons interested in a civil service position;

2. Positions posted on DER’s current website (i.e., positions contained in the Current Opportunities

Bulletin and the State Employee Promotional and Transfer Job Opportunities Bulletin) and all

permanent represented vacancies will be posted on the one central location;
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3. All relevant information necessary for the application process will be provided for each posted vacancy.

The Task Force will submit its EJIS model and recommendations for implementation to the Secretary of DER
no later than August 1, 2000. The Secretary of DER or designee will review the recommendations of the Task
Force and, if modifications are necessary, will return the recommendations to the Task Force no later than
September 15, 2000. If returned to the Task Force, the Secretary will also specify a date by which the
modifications will be completed. If no modifications to the Task Force recommendations are required by the

Secretary, the EJIS will be implemented as soon as administratively feasible within existing resources and
available funding. '

As you have recognized during discussions at the bargaining table, such a system will require careful planning

and development. I believe that allowing a Joint Task Force to create the EJIS will result in a system that is
beneficial to both the Employer and the Union.

MEMORANDUM OF UNDERSTANDING #2
2001—20032003-2005 AGREEMENT
DCA CRITERIA JUSTIFICATION PROVIDED TO DCA ADVISORY GROUPS

Beginning July 2002, DCA justifications provided to DCA Advisory Groups for review must include the
following:

A. Significant and Permanent Changes in Job Duties: Description 6f the new duties and tasks

assumed by the employee;

- B. Equity: Wages of the employee(s) to whom comparison was made and the agency(ies) where the
comparable work is performed;

C. Retention: Detail the knowledge base and/or skill sets, and the degree of disruption to agency
operations. ' |
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MEMORANDUM OF UNDERSTANDING #3
2001-20032003-2005 Agreement

Employee Medical Certification Information

It is hereby agreed that it is in the best interest of both the Wiséonsin Employees Council and the State of

Wisconsin that records regarding employee health be managed in such a manner as to both protect employee

rights of privacy and to meet the needs of the employer. It is also agreed that uniform practices across state

agencies are important for appropriate records management. Accordingly, it is agreed that a Committee for
Employee Health Information shall be established to examine the management of employee health information.

The Committee shall consist of three members appointed by the Union and three members appointed by the

Employer. The Committee members will attend joint committee meetings without loss of pay.

The Committee shall examine and make recommendations regarding:

1. The nature of employee health information collected by the emplover: the circumstances under

which the information is collected; the state and federal statutory and rule requirements concerning Employee
health information; and the type of authorizations that must be provided by emplovees for release of information
to the Employer.

2. The nature and levels of controls on access to the health information.

3. Uniform policy regarding management and release of Employee health information held by the
Employer.

4, Uniform policy regarding protection of Employee privacy regarding health information held by

the Emplover.
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5. Uniform policy regarding the qualifications of the persons analyzing the Employee health
information for purposes of making judgement about the capabilities of the Employee.

The Committee will submit its recommendations for implementation to the Director, Office of State
Employment Relations (OSER) not later than September 1, 2004. The Director, OSER or desienee will review
the recommendations of the Committee no later than October 15, 2004. If returned to the Committee. the

Director, OSER will also specify a date by which the modifications shall be reviewed and a recommendation

resubmitted. Once the recommendations are acceptable to the Director, OSER. a plan of implementation will be

developed within 90 days.

MEMORANDUM OF UNDERSTANDING #4
2001-20032003-2005 AGREEMENT

Parking/Public Transit Account

It is possible that, during the life of this Agreement, the Department of Employee Trust Funds (DETF)
will develdp an account sYstem similar to or part of the Employee Reimbursement Account (ERA) Program that
will allow state employees to pay for work-related parking and transit on a pre-tax basis. The Employer and
Union agree that if such an account system is developed and implemented, employees covered under this
Agreement will be allowed to participate in the system. By agreeing to allow such participation, the Employer

and Union also agree that all dates, rules and conditions established by the DETF for the system’s
implementation and administration will apply.
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MEMORANDUM OF UNDERSTANDING #5
2001-2003 AGREEMENT

SPECIAL AGENT PROGRESSION PLACEMENT

During negotiation of the 2001-2003 Agreement, concerns were raised regarding placement of the
Special Agents upon classification reassignment to pay range 07-30. For that reason, the parties agree that the
Depaftment of Justice (DOJ) will re-assess the placement of Special Agents hired. prior to January 1, 2001. The
basis of that re-assessment will be relevant law enforcement experience as outlined in the DOJ HAM
justification used in January, 2001. Based on the re-assessment, the affected Special Agents will be placed at
the appropriate level in pay range 07-30, effective June 30, 2002. Affected Special Agents will also receive a

lump sum payment equal to the increase received under the re-assessment, multiplied by the hours in pay status
from July 1, 2001, through June 29, 2002.
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MEMORANDUM OF UNDERSTANDING #7
2001 - 2003 AGREEMENT

CALCULATION OF VACATION HOURS DUE TO DELAY
IN AGREEMENT IMPLEMENTATION

A. The parties agree that vacation hours shall be granted to exempt employees for the period
beginning July 1, 2001 to the effective date of the Agreement. Except as noted in B. and C., below, an exempt
employee in pay étatus as of the effective date of this Agreement will receive vacation hours equal to what
would have been received under the new exempt vacation schedule shown in Article 12/5/2, for all hours in pay

status in a WPEC classification from July 1, 2001, to the effective date of the Agreement, minus the amount
actually received for that time period.

B. Eligible exempt employees on leave of absence from a bargainjng unit position during the period
July 1, 2001 to the effective date of the Agreement, will not receive vacation hours under A., above, until they

return to pay status in an eligible position during the term of this Agreement.

C. Exempt employees who were laid off from a bargaining unit position during the period July 1,
2001 to the effective date of the Agreement will receive a lump sum payment for the value of vacation hours

calculated under A., above, for hours in pay status in a WPEC classification from July 1, 2001 to the date of
layoff.

- D.  Vacation hours calculated under A., above, will be credited as termination/sabbatical leave and
recorded on employee check stubs as soon as administratively feasible. Such hours will be credited as

termination/sabbatical leave even if an employee is not eligible for termination/sabbatical leave pursuant to

other provisions of this Agreement.
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MEMORANDUM OF UNDERSTANDING # 8
2003-2005 AGREEMENT

PILOT PROGRAM FOR STEWARD/GRIEVANCE REPRESENTATIVE TRAINING

The Employer and the Union understand the importance of trained supervisors and grievance _
representatives _in the administration of the collective bargaining agreement. The Agreement is best
administered when both supervisors and steward/grievance representatives understand their rights, roles,
responsibilities and limitations. The state offers basic and advanced labor relations training to its supervisors to
assist them in appropriately and fairly administering the Agreement. It is in our mutual interest that union -

steward/grievance representatives also be properly trained to fulfill their role as it relates to contract

interpretation and administration. In furtherance of that mutual interest, the Employer and the Union agree to
support a pilot program for the training of Steward/Grievance Representatives.

Annually, up to twenty (20 union stewards will be allowed up to eight (8) hours without loss of pay to

attend steward training. The emplovees must give the employing unit fourteen (14) calendar days advance

notice of their attending this training. Management may deny attendance based on operational needs. The
union may request and thq Employer may allow additional union stewards, beyond the limits specified above, to
attend steward training without loss of pay. ,

Training curriculum will be developed by the Union and shared with OSER four weeks prior to

the start of training. OSER concerns with the training curriculum will be discussed between the parties.

Instructors will be selected by the Union. A list of attendees will be provided to OSER within two weeks
following the session.

The pilot program will be jointly evaluated by the Emplover and Union to determine if it meets their
mutual interests. It is of special interest to the Emplover that there be sufficient, qualified union stewards at

various work sites to help minimize issues of timeliness or lost work time due to the potential limited
availability of stewards. This Memorandum of Understanding sunsets on June 30, 2005, regardless of contract

extension, unless the parties mutually agree to extend.
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MEMORANDUM OF UNDERSTANDING # 9
2003-2005 Contract

REINSTATEMENT ELIGIBILITY AND RESTORATION RIGHTS FOR EMPLOYEES LAID OFF
DURING THE 2003-2005 FISCAL BIENNIUM DUE TO AGENCY ELIMINATION OR
TRANSFER OF FUNCTIONS TO ANOTHER STATE AGENCY

Employees laid off during the 2003-2005 fiscal biennium because the state agency at which the person

was last employed is eliminated or because the functions performed by the person are transferred to a different

state agency. shall have reinstatement eligibility according to 8/5/1 of the agreement and restoration rights

éccording to 8/4/1-8/4/6 of the agreement to the state agency to which the functions previously performed by
the person are transferred.

MEMORANDUM OF UNDERSTANDING # 10
2003-2005 AGREEMENT

CONTRACTING OUT

During the course of negotiations for the 2003-2005 Agreement, concerns were raised by the union

regarding contracting out for services under chapter 16 procurement procedures. As part of ensuring fiscal
responsibility in state government, the state 'is committed to managing contracts for services in a manner

consistent with the best interests of the state as a whole. It is essential that the state comply with relevant

statutes, administrative rules, DOA procurement policies. and collective bargaining agreements when
contracting for services. The state wishes to give effect to_the letter and intent of those statutes, rules,

procedures, and agreements while continuing to streamline procurement procedures so as not to unduly delay

the performance of state services. In an effort to address these concerns, the parties agree to the following: -

1 DOA will develop a shared format to be used by all agencies to track the purchase of contracted

services. If a centralized, electronic procurement system becomes available during the biennium, that system may be

substituted. Information gathered in this manner will be shared by agencies with the union on an annual basis. This

shared format will be developed and distributed to agencies not later than March 1, 2004.

2) State agencies will abide by current state procurement policies and collective bargaining agreements

regarding notice of contracting out to unions. In addition to providing notices currently required by existing statutes,
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rules and procedures, a notice will be issued to the union for all vendor-managed service contracts no later than 5
working days prior to the each service engagement. This notice will include the type of services to be performed and

a justification of need consistent with the requirements of the DOA Procurement Manual. If unforeseen

circumstances prevent the issuance of the notice 5 working days prior to the service engagement, a notice will be
issued as soon as possible consistent with business needs.

3) DOA will issue a memorandum to agencies by January 2. 2004, clarifying the process that is

required to be followed when a request for purchasing authority is issued and when the delegated contract process is
followed, consistent with relevant statutes, administrative rules, procurement policies, and collective bargaining

requirements. This memorandum will emphasize the importance of providing timely notice to affected labor

organizations at the appropriate points in the process, and the importance of preparing a justification of need for
contracted services that includes a statement showing why the services can be performed more economically or

efficiently by contract rather than by current state employees or by hiring permanent, project, or limited term
employees. '

4) Over the term of this contract, DOA will coordinate a review of two specific contracts that are for

work performed by this union and that are identified by the union. The information technology services contract will

not be eligible for this review, although individual hires off of the contract may be reviewed. This pilot review will

analyze available documentation regarding the procurement process used. scope, term. and cost of the contract,

information submitted by the union that bears on the contract, and other relevant factors. Upon completion, DOA will

meet with the union to discuss the results of its review. -

5) An advisory group will be established and comprised of five management members and five union

members for the purpose of advising the DOA secretary, by July 1. 2004, on the procurement of services that are

normally performed by bargaining unit members. The Wisconsin Professional Emplovees Council shall be granted at

least one of the five union membership seats on this advisory group. Advisory group members will attend meetines

of the group without loss of pay. The advisory group may forward consensus recommendations to the DOA secretary
on the following issues:

a) the relevant factors to be considered in preparing the justification of need required under
current procurement procedures;

b) the preparation of accurate, economical, efficient and effective analyses;

<) consideration of whether procurement statutes, rules, policies and procedures need to be

modified to ensure that appropriate analysis can be performed without unduly delaying the performance of state

services; and

d) procedures to ensure agency compliance with union notification requirements.
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The advisory group may provide consensus recommendations, if any, to the DOA secretary by July 1. 2004. The

DOA secretary will meet with the advisory group to discuss its recommendations.

This Memorandum of Understanding sunsets on June 30, 2005, regardless of contract extension, unless the parties
mutually agree to extend.

AGREEMENT BETWEEN THE STATE OF WISCONSIN
AND
WISCONSIN PROFESSIONAL EMPLOYEES COUNCIL

EMPLOYEES ELECTED OR APPOINTED AS PRESIDENT OF AFL-CIO LABOR BODY
' OR
PRESIDENT OF AFT WISCONSIN

The purpose of this Agreement between the State and WPEC is to preserve salary and salary-generated
benefits of state employees who are elected or appointed as the president of an AFL-CIO central labor body or
the AFT Wisconsin organization and to fully reimburse the state for its costs of the salary and salary-generated

benefits for the time spent by those employees during that elected or appointed period.

The State of Wisconsin hereby agrees to continue base pay and benefits for any employee who is elected
or appointed as the president of an AFL-CIO central labor body or AFT Wisconsin organization and who is
granted a leave of absence without pay to serve in such position pursuant to Article XII, Section 12/7/8 of the

2003-2005 Agreement. Other provisions of 12/7/8 shall remain in effect.

Continuation of this Agreement is contingent upon the Wisconsin Professional Employees Council
(WPEC) reimbursing affected agencies for salary and salary-generated benefit costs attributed to the

employee(s). The amount of reimbursement each pay period will be based on the emplovee(s)’s base hourly

rate plus the additional hourly benefit rate to cover the full cost to the state of each employee’s payroll and

fringe benefits as determined by the individual’s Central or University of Wisconsin Payroll deductions for A,

B. and C payrolls, respectively.
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The obligation for the continued payment by the state agencies of salary and benefits to the state
employees elected or appointed as the president of an AFL-CIO central labor body or AFT Wisconsin

organization is contingent upon reimbursement to those agencies by WPEC and with compliance of the

following procedures:

1. This Agreement shall apply only to emnlb’vees elected or appointed as the president of an AFL-
CIO central labor body or the AFT Wisconsin organization in accordance with 12/7/8 of the collective

bargaining agreement. Upon each such occasion, the Union President will provide the Office of State

Employment Relations (OSER) with the following information: name of employee(s). agency where employed,

date(s) on which the employee will be absent to participate as president.

2. The affected state agency shall maintain the employee in pay status not to exceed eight (8) hours

per scheduled work day for all days in each work week during a pay period in which the employee is on leave
under Section 12/7/8. ‘

3. WPEC shall certify, in writing to OSER at the conclusion of each pay period in which an
employee was engaged in union business pursuant to this Agreement, the total amount of reimbursement due to

each of the affected agencies for that pay period. Agencies will reconcile these amounts and notify OSER who

will, in turn, notify WPEC of any discrepancies.

4. WPEC shall reimburse each individual state agency by delivering to OSER a check for each such
- agency in the amount certified by OSER. Reimbursement by WPEC for each biweekly period shall be made no
later than the Wednesday before the date of issue of affected employees’ paychecks for each pay period. In the
event reimbursement is not received on or before Wednesday, employee paychecks will not be issued until

appropriate adjustments can be made to reflect a change to Leave Without Pay Status for time spent during the

pay period.

5. Disagreements by WPEC about the amounts certified by OSER shall not be grounds for

withholding, delaying, or reducing payments to the state agencies.
6. Failure by WPEC to reimburse the amounts as certified by OSER to any agency within the time

limits set by this Agreement shall void this Agreement and release the State and its agencies from any further

obligation under this Agreement to maintain the pay status for designated employees while engaged in union
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business, and the obligations of the State under this Agreement will not be restored by tender of reimbursement
by WPEC at any later date or by collection by the State.

This Agreement is effective upon execution by the parties and will terminate on June 30, 2005, unless modified
or extended by mutual consent of the parties. '

For the Union: | For the State:
 Ron Danowski, President Date Karen E. Timberlake, Director Date
Wisconsin Professional Employees Office of State Employment

Council Relations
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APPENDIX A
2001-20032003-2005 AGREEMENT

Broadband Pay System .

Section 1 Coverage

The provisions of this Appendix apply to permanent employees in positions allocated to classifications
assigned to a broadband pay range existing on the effective date of the contract or newly implemented during
the term of the contract.

Section 2 Effective Date

The provisions of Appendix A are effective with the effective date of the Agreement.

indicated in Section 5, belov; 4 < ions.of A 5 fecti collows:

A The-effective-date-of the-Agreement for pay-ranges 07-01,07-02_07-78 and 07-79.
~A. Thy 5 5 -
———B—July 15,2002 for pay ranges 07-03.-07-04-and-07-05.

Section 3 Definitions

The definitions set forth in ss. ER 1.02 and ER-MRS 1.02, Wis. Admin. Code, shall be used for
purposes of Appendix A with the following additions:

A. “Appointment Maximum” means the maximum base hourly rate an employee may be granted
when appointed to a covered position assigned to that “appointment maximum,” except as otherwise provided
under Section 4, E. (Pay On Promotion), F. (Pay on Voluntary Transfer), G. (Pay on Involuntary Transfer), or L.
(Pay on Reinstatement or Restoration), below. The “appointment maximum” is not the maximum of the pay

range. Different classifications assigned to the same pay range may have different appointment maximums.

~ See also “Temporary Appointment Maximum.”
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B. “Effective receipt” means the date a recommendation is received by the office within the agency

that has been delegated, in writing, effective receipt authority by the appointing authority.

C. “New_ Appointment Maximum” means the appointment maximum of the classification an

employee is moving to as the result of a personnel transaction. The new appointment maximum is not

necessarily different from the appointment maximum of the emplovee’s previous position.

D. “New Pay Range Maximum” means the pay range maximum of the classification an emplovee

is moving to as the result of a personnel transaction. The new pay range maximum is not necessarily different

from the pay range maximum of the employee’s previous position.

E. “Red Circled Pay Rate” means the base pay rate received by an employvee which is above the

pay range maximum for the classiﬁcation of the employee’s position. Employees whose pay has been red

circled as a result of a personnel transaction or other circumstance shall continue to receive their present rate of

pay until the pay range maximum exceeds their present red circled pay rate. Such employees shall not be

eligible to receive any cumulative pay adjustments, except as authorized in the compensation plan or the

appropriate collective bargaining agreement.

CF. “Temporary Appointment Maximum” means an appointment maximum which is established
temporarily for a specific covered position due to special market needs. Except as otherwise provided in
Section 4/E. (Pay on Promotion), F. (Pay on Voluntary Transfer), G. (Pay on Involuntary Transfer) and L. (Pay
on Reinstatement or Restoration), below, the “temporary appointment maximum” is the maximum base hourly
rate an employee may be granted when appointed to the specific position for which the “temporary appointment
maximum” is approved. Once the position for which the “temporary appointment maximum” has been

approved is filled, the “temporary appointment maximum” expires.

A “temporary appointment maximum” will be established only under exceptional circumstances

and must be pre-approved by the DepartmentOffice of State Employment Relations (POSER). See also
“Appointment Maximum.”

PG. “Within Range Pay Step” means an amount equal to three percent (3%) of the minimum of the
applicable pay range.
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Section 4 Transaction Pay Adjustments
A Determining Pay Adjustments for Personnel Transactions
1. Except as modified by 2., below, and C. through I., of this section, all transaction pay

“adjustments for employees moving to or between covered positions shall be determined in accordance with ch.

ER 29 (Compensation Administration Provisions), Wis. Admin. Code.

2. For purposes of Appendix A, all references to “PSICM” shall be changed to “minimum”
in applicable sections of ch. ER 29, Wis. Admin. Code. '

B. Pay on Completion of All Pay Transactions (Minimum Reqtﬁrement for Employees)

Upon completion of any personnel transaction, employees shall receive a base péy rate not less

than the minimum rate for the classification whether or not the employee is serving a probationary period.
C. Pay on Completion of the First Six Months of a Probationary Period

No six month probationary increases shall be granted to employees upon completion of the first

six months of any probationary period.

D. Pay on Original Appointment

An employee’s base pay may be set at any rate which is not less than the minimum of the

applicable pay range and not greater than the applicable appointment maximum.

E. Pay on Promotion

1. Except as provided in 2. below, an employee’s base pay rate may be set, at the discretion

of the appointing authority, in accordance with either of the following:

a. The minimum of the pay range through its applicable appointment maximum, or
b. The minimum of the pay range through a rate equal to the employee’s current

base pay rate plus four (4) within range pay steps, subject to the pay range maximum.
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2. An employee’s base pay will be increased by an amount not less than eight percent (8%)

of the pay range minimum, subject to the applicable appointment maximum.
F. Pay on Voluntary Transfer

1.  Except as provided in 2., below, an employee’s base pay rate may be set, at the discretion

of the appointing authority, in accordance with either of the following:
a. The minimum of the pay range through its applicable appointment maximum; or

b. The minimum of the pay range through a rate equal to the employee’s current

base pay rate plus four (4) within range pay steps, subject to the pay range maximum.
3. Employees who voluntarily transfer to a position in a classification assigned to a higher
appointment maximum or higher classification series level within the same pay range will receive an increase of

not less than eight percent (8%) of the pay range minimum, subject to the new appeintmentpay range maximum.

G. Pay on Involuntary Transfer or Pay on Transfer in Lieu of Layoff

The appointing authority may use the pay on appointment flexibility provided for voluntary
transfers to set pay rates for employees who are involuntarily transferred or who transfer in lieu of layoff, with

the following limitations:

1. Pay on involuntary transfer does not apply to employees who are involuntarily transferred
for disciplinary purposes.
2. Employees who are involuntarily transferred or who transfer in lieu of layoff shall be paid

at least the employee’s present rate of pay. If the employee’s present rate of pay exceeds the new pay range

maximum, it shall be red circled.

23.  Employees who are involuntarily transferred, for other than disciplinary pﬁrposes, or who
transfer in lieu of layoff to a position in a classification assigned to a higher appointment maximum or higher
classification series level within the same pay range, will receive an increase of not less than eight percent (8%)

of the pay range minimum, subject to the new appointmentpay range maximum.
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H. Pay on Demotion in Lieu of Layoff

The appointing authority Vmay use the pay on appointment flexibility provided for voluntary
transfers to set pay rates for employees who demote in lieu of layoff, except that employees shall be paid at least

the employee’s present rate of pay. If the employee’s present rate of pay exceeds the new pay range maximum,
it shall be red circled.

HI. Pay on Reclassification and Reallocation

1. Except as provided in B-/3-/d—of AppendicesJ-& K of this-Agreement-and 2., below, pay |
on regrade as a result of reclassification or reallocation will be in accordance with s. ER 29.03(3), Wis. Admin.
Code, except that an employee reclassified or reallocated to a classification in a higher pay range will receive an

increase in the amount of eight percent (8%) of the pay range minimum or the minimum of the pay range,

whichever is greater.

2. Regraded employees whose positions are reclassified or reallocated to a classification
assigned to a higher appointment maximum or higher classification series level within the same pay range will

receive an increase in the amount of eight percent (8%) of the pay range minimum, subject to the new

appointment pay range maximum.
1. Pay on Reinstatement or Restoration

Pay on reinstatement or restoration will be set in accordance with s. ER 29.03(6) or (7), Wis.
Admin. Code, respectively, with the following exception. If the appointment maximum cdrresponding to the
position to which the employee is reinstating or restoring is greater than the last rate received plus intervening
adjustments, as determined under the applicable section of ch. ER 29, Wis. Admin. Code, the appointing
authority may set the employee’s pay at a rate not to exceed the appointment maximum. Refer to Section 5./1

for the treatment of Discretionary Compensation Adjustments when determining an employee’s pay on

reinstatement or restoration.
JK. Pay on Movement of Classification to a Higher Appointment Maximum

. Employees whose positions are allocated to a classification that is moved to a higher
appointment maximum within the same pay range will receive an increase in the amount of eight percent (8%)

of the pay range minimum, subject to the new appeintmentpay range maximum.
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KL. Reporting Requirements

1. Agencies will provide a Pay on Appointment Report as required by DEROSER.
Information provided on this report will include the following:

- a. Agency name and number
b. Employee name
c. Employee classiﬁcatioh title
d. Salary prior to adjustment (excluding Pay on Original Appointment)
€. Salary after adjustment
f. Employee seniority date

g. Effective date of the appointment

2. DOSER will provide the Union office with the Pay on Appointment Report on a quarterly

basis within forty-five (45) days of the end of the quarter, and in electronic format. BPOSER will meet with
WPEC to review the Pay on Appointment quarterly report.

Section 5 Discretionary Compensation Adjustment

A. Granting of Adjustments. Discretionary Compensatlon Adjustments (DCAs) will be granted at
the sole discretion of the appointing authority.

B. Concept. The DCA is intended to provide the appointing authority with the discretion to
provide employees with additional economic recognition. The appointing authority shall only grant DCA’s in
accordance with the following criteria. The criteria must be applied in a non-discriminatory manner. Written
justification must be provided to substantiate the adjustment.

1. Significant and permanent changes in job duties: This shall be defined as newly assigned
duties, or duties which were an evolution of the originally assigned functions and which are of a greater scope,

impact, and/or complexity compared to the previous functions.

2. Pay Equity: This shall be defined as when the employee is determined to have a salary

that is lower than other employee(s) in the same classification performing the same type of work.
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3. Retention: This shall be defined as the knowledge base or skill sets an employee utilizes

which, if lost, would disrupt operations and/or be costly to replace.

C. Amount.

1. Except as provided in 3., below, the DCA may be granted in any amount up to four (4)

- within range pay steps, subject to the maximum of the pay range The DCA may be granted as a base pay
adjustment and/or in a lump sum dollar amount.

2. An employee may receive more than one DCA during the fiscal year, however, the total
amount granted in the form of DCAs in the fiscal year may not exceed an amount equal to four (4) within range
pay steps, except as provided in 3., below. The DCA four (4) within range pay step limit per fiscal year per
employee includes DCAs granted by one agency or by multiple agencies. For the purpose of applying the four
(4) within-range step limitation, lump sum Discretionary Compensation amounts will convert to base pay
equivalents as follows: the lump sum Discretionary Compensation amount, divided by the number of standard

work hours in the fiscal year, equals the base pay equivalent.

3. In exceptional circumstances, an agency Secretary may submit a request to the Seeretary

of DERDirector of the Office of State Employment Relations to exceed the four (4) within range pay step limit

specified in 1. and 2., above. This request must be accompanied by comprehensive justification. If approved by
the SeeretaryDirector of DOSER, the request will be forwarded to the Secretary of the Department of
Administration (DOA) for final approval. Approval of both the DOSER Director and DOA Secretariesy must
be obtained priof to awarding any DCAs which exceed the four (4) within range pay step limit.

D. Effective Date. DCAs may be granted at any time during the fiscal year. The effective date of

an adjustment will be the beginning of the first pay period following effective receipt of the DCA
recommendation.

E. Agency Administration. Agencies must develop administrative procedures which will be used
to grant DCAs prior to award of any DCAs. No agency or university campus may award DCAs until its
procedures have been reviewed by DOSER. Information regarding each agency’s procedures will be provided

to covered employees in that agency annually.
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F. DCA Advisory Group

1. Each agency or university campus with WPEC represented broadbanded employees will
establish a DCA Advisory Group. Each DCA Advisory Group will consist of not more than two )
management representatives and two (2) union representatives. The union will select the two (2) union
representatives to serve on the Advisory Group, who must be broadbanded employees or a union steward,
employed within the agency or university campus. The union will keep the Employer informed of bargainiﬁg
unit Group members in each agency or university campus. Absent selection of union representatives, no

Advisory Group will be formed in that agency or university campus.

2. The purpose of the DCA Advisory Group is to independently review DCA
recommendations proposed under the provisions of this collective bargaining Agreement and advise the
appointing authority as to whether the agency’s DCA criteria have been met. The Advisory Group may not
comment on the amount of the proposed DCA or recommend that additional DCAs be awarded. This Group

will function in an advisory capacity only. The appointing authority or his/her designee has the sole discretion

to approve or deny award of DCAs.

3. The management designee as determined by the appointing authority, will forward DCA
recommendations to DCA Advisory Group members for review prior to submittal to the appointing authority
for decision. Documentation provided to Group members for review will be that which is required by the
agency’s DCA process. A management representative will chair the DCA Advisory Group. The DCA
Advisory Group will meet or teleconference for discussion purposes at times coordinated by the Group chair.
The chair will determine the amount of time in which the Advisory Group will provide a written response.
- Whenever feasible, the Advisory Group will be given five (5) working days after receipt of documentation for
review. The chair will provide the written response from the Advisory Group to the appointing authority.
Group comments shall be taken into consideration by the appointing authority. Bargaining unit Group members

may request use of work time to review DCA recommendations.

G. Reporting Requirements.

1. Agencies that grant DCAs will provide reports as required by DOSER, including a DCA

Recommendation Report. Information provided on this report will include the following:
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Agency name and number

ISR

Employee name
Employee classification title
Amount of DCA

oo

Employee salary prior to DCA
Employee salary after DCA

Employee seniority date

P w oo

Applicable criteria
Effective date of the award

[y

2. DOSER will provide the Union office with the DCA Recommendation Report on a

quarterly basis within forty-five (45) days of the end of the quarter, in electronic format. DOSER will meet
with WPEC to review the DCA quarterly report.

3. Copies of the written DCA justification will be retained on file at the awarding agency,
and will be available upon request of the Union.

H. Funding. The DCA is not considered a “salary adjustment” for which supplemental allotments
may be provided under s. 20.865, Wis. Stats.

I DCAs will not be considered an intervening adjustment for purposes of determining an

employee’s pay on reinstatement or restoration.

J. At the annual performance review, an employee may discuss with the supervisor the employee’s
opportunity for DCAs.

K. Employees may self-nominate to their supervisbr no more than once per fiscal year.
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APPENDIXC
2001-20032003-2005 Agreement

Progression Adjustﬁent for Certain WPEC Classifications
A. Effective Date. The provisions of this appendix are effective July 14, 2002.

" B. Eligibility. All employees in positions allocated to classifications specified in C., below, will be

eligible for a base-building pro gressmn adjustment, except as follows:

1. An employee whose base pay rate is equal to or greater than the applicable pay range
limitations stated in C., below.

2. An employee who has received an unsatisfactory performance evaluation within six (6)
months prior to the granting date. The denial of a progression adjustment based upon unsatisfactory
performance is not grievable under Article IV of this Agreement. Employees must be notified of the
unsatisfactory performance in writing. The written notification will include:

a. Details of each occurrence of unsatisfactory performance; and
b. Identification of goals and expectations stated in terms that are measurable and
which specify how expectations are to be accomplished including supervisory follow-up in intervals of not more

than two months. The two month period may take absences into consideration.

3. An employee who has received an unsatisfactory performance evaluation will receive a

new performance evaluation within six (6) months, or prior to the next scheduled progression adjustment,

whichever is sooner.

4. Upon satisfactory completion of the goals and expectations, the supervisor will, prior to
the next scheduled progression adjustment, provide the employee with written notice of satisfactory

performance. The employee will receive the next scheduled progression adjustment in accordance with D./3.

5. An employee who has already received two (2) progression adjustments in any

position(s) under this or any similar progression adjustment system provided under provisions of the

Compensation Plan or other collective bargaining Agreements.
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6. An employee who has previously received the maximum number of possible progression
adjustments for the employee’s classification, taking into account progression adjustments received while in any
position(s) under this or any similar progression adjustment system provided under provisions of the

Compensation Plan or other collective bargaining Agreements.

For the purpose of eligibility, “any similar progression adjustment' system” shall be defined as any
progression system that provides one or two time annual dollar per hour rate adjustments (i.e., not providing

specific pay rates, except for a maximum adjustment rate).
C. Amount

1. An eligible employee in a position allocated to one of the following collapsed
classifications will receive a two-time progression adjustment of $1.20 per hour on the granting date, subject to

the pay range 07-03 minimum.

Accountant
Agriculture Auditor
A_uditor

ISEEE

Ao

Consumer Credit Examiner
Equal Opportunity Specialist
Financial Examiner

Fuel Tax & Registration Auditor

B oo

IS Business Automation Analyst

-
3

IS Comprehensive Services Professional
IS Data Services Professional

IS Network Services Professional

=

IS Systems Development Services Professional
IS Technical Services Professional

Mortgage Banking Examiner

5 B

e

Motor Vehicle Program Specialist-Journey
Program and Planning Analyst-Senior
Public Utility Auditor

noo g

Revenue Auditor

Revenue Field Auditor

@«
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t. Risk Management Specialist
u. Securities Examiner

V. University Grants and Contracts Specialist
2. An eligible employee in a positién allocated to one of the following collapsed
classifications will receive a one-time progression adjustment of $1.20 per hour on the granting date, subject to

the pay range 07-03 minimum.

Board Steward

o P

Crime Victims Claims Specialist
DOA Program Specialist
Elections Specialist

Emergency Government Specialist
Environmental Coordinator
Grants Specialist

Health Care Rate Analyst

Human Services Program Coordinator

R N

b
.

Insurance Examiner

o

Lottery Customer Service Specialist

[om—
.

Natural Resources Bureau Data Coordinator
Natural Resources Financial Assistance Specialist
PECFA Program Specialist |

Printing Technician

e P B

Public Defender Investigator
Real Estate Specialist

noo P

Revenue Agent

@»

Revenue Field Agent
Technical Writer

Tourism Specialist Assistant

o+

Trust Funds Specialist
University Benefits Specialist

¥ € < F

Workers Compensation Examiner
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3. An eligible employee in a position allocated to the following collapsed classification will

receive a two-time progression adjustment of $1.50 per hour on the granting date, subject to the pay range 07-04
appointment maximum.

Insurance Financial Examiner

4, The individual increase limit provided in s. 230.12(5)(d), Wis. Stats., doesA not apply to

progression adjustmehts granted pursuant to these progression adjustment provisions.

D. Granting Date.

1. Progression adjustments for eligible employees will be awarded based on the employee’s
state service seniority date. Seniority dates may be adjusted (for progression adjustment purposes only) at the
discretion of the appointing authority for absence from employment of more than one hundred and seventy four

(174) work hours within a six-month time period, for approved leaves of absence, layoff, and resignation.

2. Progression adjustments will be effective on the first day of the pay period following the
employee’s seniority date. If the employee’s seniority date occurs on the first day of a pay period, the

progression adjustment will be effective on that date.

3. If eligible, an emplpyee whose progression adjustment has been previously denied due to

unsatisfactory performance as described in B./2., above, will receive the progression adjustment effective the

first day of the first pay period following the employee’s receipt of the written satisfactory performance
evaluation.
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APPENDIX D

TRAVEL GUIDELINES

MEAL CLAIMS:

Meal claims must be actual, reasonable and necessary and represent the actual amount spent. For a |
claim to be reimbursed in excess of the maximum amount, an itemized receipt or charge card credit slip (tear
tabs are not acceptable) must be provided and there must be documentation that the cost was incurred outside of
the traveler’s control. To be allowed reimbursement for breakfast, the employee must leave home before 6:00
a.m.; lunch, departure must be before 10:30 a.m. and return after 2:30 p.m.; dinner, return must be after 7:00
p-m. These time frames are for employees working standard hours of 7:45 a.m. to 4:30 p.m. These time frames

may be modified for employees working varied work schedules.

On any particular day, an employee entitled to reimbursement for two (2) or more consecutive meals,
may divide claims between meals as desired, provided the combined maximum is not exceeded. Each day is
considered separately for application of this policy. If meal maximums are not reached on one (1) day, the

unspent amount does not accrue and cannot be applied to meals on another day or other costs incurred.

Maximum reimbursement rates for meals (in-state and out) are included in the section entitled

“Maximum Reimbursement Rates.”
LODGING

IN-STATE LODGING:

State employees should rarely have to pay full price for lodging. Government and other discount rates
should be requested when making reservations or registering at hotels/motels. Employees should carry an ID
that identifies them as a State employee. Reimbursement is limited to the single room rate. If employees share

a room, the reimbursement rate may be divided equally but not in excess of the maximum permitted for each

employee had each stayed in a single room.
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State employees are exempt from paying sales tax in Wisconsin on lodging and should avoid such by

furnishing retailers with written documentation stating they are traveling on government business. In the event

the employee must pay taxes, the taxes will

also be reimbursed.

Maximum reimbursement rates for in-state lodging are included in the section entitled

“Maximum Reimbursement Rates.”

HIGH-COST OUT-OF-STATE LODGING:

The DepartmentOffice of State Employment Relations issues a bimenthlyperiodic bulletin listing High-

Cost Out-Of-State Cities and the maximum lodging rates allowed. Contact your agency travel coordinator in

advance of travel for rates in a specific city.
AUTOMOBILE TRANSPORTATION

Use of Fleet Vehicles:

When using fleet vehicles, passengers must be limited to State employees or travelers engaged in official

state business. Fleet vehicles shall not be used for personal business. In the event a fleet vehicle is not

available, the fleet office will issue a non-availability slip.

All agency fleet managers will ensure that each fleet vehicle has an auto incident kit in the vehicle,

which contains forms and instructions for reporting incidents and accidents and a fleet policies and procedures

manual.

Upon request of WPEC, representatives of WPEC shall meet with fleet managers of each department to

discuss vehicle purchase needs and proposed vehicle specifications. The meeting shall take place prior to the

development and submission of proposed vehicle specifications to the Department of Administration. WPEC

may also submit a letter to the Department

of Administration with the agency fleet manager’s response, listing

the needs and concerns of the WPEC membership.
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Use of Personal Vehicles:

An employee may use a personal vehicle. When using a personal vehicle, in order to be reimbursed at
the higher rate, under certain conditions the employee is required'to_ obtain a non-availability slip stating there
was no fleet vehicle available. If an employee chooses to use a personal Véhicle and does not obtain a non-
availability slip when required, the mileage is reimbursed at a rate determined by DOA. Non-availability slips

are not required when employees do not have access to fleet vehicles in their headquarter city.

Upon request, representatives of WPEC shall meet with representatives of the respective agencies to

discuss the application of policies and procedures dealing with the required twenty-four (24) hour notice for

non-availability slips.

Employees with a demonstrable medical reason for use of a personal vehicle may apply to the

Department of Administration for a waiver of the non-availability slip requirement.

Mileage reimbursement rates are included in the section entitled “Maximum Reimbursement
Rates.”

Rental Vehicles:

Rental vehicles should be used in situations where it is the most cost efficient means of transportation or

the efficient conduct of state business precludes the use of other means of transportation.

- For one (1) or two (2) travelers an economy-size vehicle shall be rented. A larger size vehicle may be
rented and fully reimbursed if there are three or more travelers involved in state business or extra space is

needed for equipment. Claims for larger vehicles must be justified in writing.

The State has contracts with vehicle rental companies for discounted rates. All contract vendor rates

include free collision and liability insurance. A non-contract vendor should only be used when none of the

contract vendors have vehicles available.

When renting from non-contract vendors within the U.S., the collision damage insurance (CDW) is

reimbursable and must be purchased.
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Companies that require the vehicle to be returned with a full tank of gas charge substantially more for
filling the tank. Therefore, employees should fill the tank before returning the vehicle.

AIR TRAVEL:

Reimbursement for air travel is limited to the lowest appropriate air fare. Lowest appropriate air fare is
defined as coach fare which provides for not more than a two (2) hour window from the traveler’s preferred
departure or arrival time and may require one plane transfer. Reimbursement at a rate other than the lowest

appropriate air fare must be approved by the agency head or designee in the form of a written explanation of the

reasonableness of the expense.

Benefits from any airline promotion program, such as frequent flier points or credit vouchers,

belong to the State and should be turned over to the agency travel coordinator or fiscal officer.

TAXI AND LIMOUSINE:

Reasonable charges for taxi-or-limousine-service taxis and airline shuttles, including taxi tips at a
maximum rate of 15% of the charge as provided in s. 20.016(9)(d)2., Wis. Stats.. are reimbursable when other -
modes of travel are not available or practical. However, limousineshuttle service (usually less expensive or

free) should be utilized in place of a taxi whenever possible. Unless properly justified, claims for taxi service to

and from the airport should be limited to the rate for the shuttle service. Receipts are required for one-way fares

exceeding fifieen-dollars{($15.00)twenty-five ($25.00).

TRAVEL BY TRAIN, BUS OR PRIVATE PLANE:

Travel by train shall be limited to coach unless overnight, where accommodations should be limited to

roomette. Receipts are required for reimbursement.

Employees traveling within the headquarter city and between cities convenient to be reached by bus,

shall travel by bus whenever feasible as determined by the agency head or designee. Receipts are required for

travel between cities.

Under s. 20.916(5)(a), Wis. Stats., use of a private plane may be authorized by the appointing authority.
Reimbursement will be made at the mileage reimbursement rate.
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MISCELLANEOUS ALLOWABLE EXPENSES

Laundry: If the employee is away for more than three days, reasonable amounts will be allowed for
laundry, cleaning, and pressing service. Only one (1) charge per calendar week is reimbursable. Employees are
expected to pack sufficient clothing for the duration of their expected travel. Receipts are required for

reimbursement.

Telephone: One personal call home is reimbursable up to five dollars ($5.00) for each night in travel
status, or for an unscheduled geographical location change, or for an unscheduled change in travel status

resulting in more than an hour extension to the employee’s original scheduled return time.

For business telephone calls, STS must be used whenever possible.

Gratuities and Porterage: Necessary Ggratuities to hotel employees are reimbursable up to four-delars
(34-00)-for-each-stay-at-a-hotel/motel$2.00 on the day of arrival, $2.00 on the day of departure and $2.00 per
each night of stay.

Porterage costs at a1rports or bus terminals willshall be reimbursed enl-yum—ba-g%ﬂy—unusual-smatms
: R g e—e : : : The claim must be fully

explamed on the travel voucher and should not exceed three-dolars<($3.00)one dollar ($1.00) per departurefrom
erreturn-to-the-terminalpiece of luggage. -

Registration Fees: Registration fees over twenty five dollars ($25.00) must be supported by an original

paid receipt, copy of the check, copy of credit card statement, or traveler’s customer copy of the credit card

receipt.
EXPENSES FOR REASONABLE ACCOMMODATIONS

Individuals traveling on official state business may require a reasonable accommodation, as required by
the Federal Americans with Disabilities Act and/or Section 504 of the Rehabilitation Act of 1973. Reasonable

accommodations could take various forms such as payment of porterage costs or allowing a personal attendant

to accompany the individual while in travel status.
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MAXIMUM REIMBURSEMENT RATES
LODGING IN-STATE: Excluding sales and/or room taxes:
In state travel in counﬁes other than Milwaukee, Racine and Waukesha: $62.00

Milwaukee, Racine and Waukesha counties: $72.00

MEALS:

In-State: Breakfast $8.00
Lunch $9.00
Dinner $17.00

BagLunch $4.00

Out-Of-State (odging-rate-mustbe-at least-$60):
Breakfast $10.00

Lunch $10.00
Dinner $20.00
MILEAGE:
‘Personal Vehicle: $0.325/mile when a fleet vehicle is not available and employee obtéins a non-availability

slip OR at a rate determined by DOA when an employee prefers to use a personal vehicle.

Handicapped: $0.50 when State van is not available OR
Equipped Van: $0.45 when State van is available and employeé uses personal van.
Motorcycle: $0.162 per mile

Private Airplane: $0.325 per mile
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EXPENSES NOT REIMBURSABLE*

-- Alcoholic Beverages

-- Spouse or family members’ travel costs

- Cancellation charges (unless fuily justified)

- Lost/stolen cash or personal property-

-- Personal items, e.g., toiletries, luggage, clothing, etc.

-- Traffic citations, parking tickets and other fines

-- Excessive mileage charges incurred for personal reasons, e.g., sightseeing, side trips, etc.
-- Parking costs at the assigned workplace

-- Repairs, towing service, etc., for personal vehicle

-- Additional charges for late checkout

-- Taxi fares to and from restaurants

- Meals included in the cost of registration fees or air fare

-- Flight insurance

-- Pay for view movies in motel room; personal entertainment

- Child care costs and kennel costs

*This list is not all inclusive.
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