COUNTY OF MILWAUKEE
INTEROFFICE COMMUNICATION

DATE: October 14, 2013

TO: Marina Dimitrijevic, Chairwoman, County Board of Supervisors
FROM: Kerry Mitchell, Director, Department of Human Resources“\&t”
Prepared by Rick Ceschin, Deputy Director, Department of Human Resources

SUBJECT: “Crosswalk” of collective bargaining contract terms to County ordinances

Issue
The genesis of this report is the requirement for Milwaukee County to evaluate and adopt a large

number and variety of employment and personnel policies that previously were contained in collective
bargaining agreements (CBAs) for six unions at Milwaukee County and which, because of Act 10, no
longer may be contained in CBAs. The Department of Human Resources is recommending
amendments to various sections of the Milwaukee County Code of General Ordinances in order to do

SO.

Background
2011 Wisconsin Act 10 made all non-base wage collective bargaining items prohibited subjects of

bargaining for non-public safety worker collective bargaining units. In the absence of those contract
terms, guidance and authority for the administration of some employment terms and conditions,
primarily those related to pay policies, would default to Milwaukee County ordinances which, upon
review, proved not be adequate to provide administrative authority on certain employment terms.

The Division of Labor Relations in the Department of Human Resources has separately submitted
proposed 2013 collective bargaining contracts with five certified bargaining units which, when
adopted, will prohibit the recognition of all non-base wage employment terms of the expiring
contracts. Those contracts are currently before the Committee on Finance, Personnel and Audit. The
certified bargaining units with proposed 2013 base wage-only contracts are:

Federation of Nurses and Health Professionals (Nurses)

Association of Milwaukee County Attorneys (Attorneys)

Milwaukee Building and Construction Trades Council (Building and Trades)
Int’] Association of Machinists and Aerospace Workers (Machinists)
Technicians, Engineers and Architects of Milwaukee County (TEAMCO).

Additionally, in February 2012, Milwaukee County adopted an “emergency and temporary” ordinance
to preserve employment conditions that would become inapplicable upon the decertification of
AFSCME District Council 48 (File No. 12-161). The action was “expressly intended not to be
precedential” and was to be in effect only until such time as Milwaukee County could adopt new
policies on employment conditions that previously were contained in the collective bargaining
agreement. The resulting ordinance is codified in Chapter 17.015 of the Milwaukee County Code of

General Ordinances (MCGO).



The changes discussed here are intended provide the policy direction necessary to clarify employment
terms for Milwaukee County’s employees, and for those who administer pay and employment policies
in the interests of those employees.

Items previously addressed

Following the enactment of 2011 Wisconsin Act 10, Milwaukee County adopted a number of
ordinance revisions that replaced contract terms for non-public safety worker collective bargaining
units on major employee fringe benefit topics, including standardizing health care benefits and
contributions, mandatory pension contributions, pension benefit changes, wage freezes, overtime, and
sick leave policies. Those ordinances remain unchanged and, as such, those items are not further

discussed in this report.

Review and mapping of Contract Terms
In the past several months, the Department of Human Resources has worked with Corporation Counsel

and the Office of the Comptroller to review the expiring collective bargaining agreements with the
above referenced certified bargaining units as well as the last contract (2007-2008) with AFSCME
District Council 48. Human Resources, including Labor Relations, met several times with District
Council 48, the Nurses, Building and Trades and TEAMCO (the machinists and attorney’s associations
did not participate) collectively and also held individual meetings with those groups. Those meetings
were open exchanges to receive input on terms and conditions of their prior collective bargaining

agreements.

The review identified no fewer than 80 distinct contract sections that covered subjects as diverse as, for
example, management rights, severe weather procedures, weekend and shift differentials, grievance
procedures, seniority definitions, the issuance of equipment and uniforms, and safety committees. In
many cases, the collective bargaining agreements had language that was consistent across each
bargaining unit - each unit had provisions that defined ‘employee’, expressed the rights of
management, established affirmative action and non-discrimination policies, and set vacation
allocations — and some of those terms had corresponding (in some cases identical) terms in the

ordinances.

In order to appropriately map the contract terms to County policies, each term was reviewed to
determine if it was or should be addressed within County ordinances, civil service rules, departmental
work rules, administrative policies, or should be allowed to evaporate with no further action required.
The items that require ordinance revisions are included in the attached resolution/ordinance. Those
items that will be covered by civil service rules, departmental work rules or administrative policies will
be identified in this report, but no County Board action is required.

Items addressed in the attached proposed resolution/ordinance

Fundamentally, prior to Act 10, the usual distinction made in the ordinances was between represented
and nonrepresented employees, but now the distinction is between public safety workers in unions and
all other employees. The primary goal of the attached ordinance amendments is to adopt some non-
base wage employment and personnel policies for all employees not covered by public safety worker
CBAs. Doing so requires amending the language of the ordinances to provide that they apply to all
employees not represented by a public safety worker union. After that language change, the
ordinances will address all employees previously represented by one of the five collective bargaining
units above and all those employees previously represented by the AFSCME DC48 unit.
Consequently, there no longer will be any need to continue the temporary “status quo™ ordinance that

addressed DC48.
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Thus, the first section of the attached ordinance revisions repeals Chapter 17.015 pertaining to the
continuation of certain compensation and fringe benefits for employees formerly represented by
AFSCME District Council 48. The repeal of that section is the necessary and corresponding action to
the expiration of contract terms for the other five non-public safety worker unions. As envisioned
when that section was adopted in February 2012, the terms that had been preserved within that
ordinance are comprehensively addressed either in the proposed resolution and ordinances, or in civil
service rules, work rules or administrative policies and, as such, Chapter 17.015 can be repealed.

The following are the major employment terms that are addressed in the attached proposed ordinance
revisions and are broken out by those items that continue (or slightly change) employment terms and
those ordinances which will have a larger impact. Employees and policy makers will notice that many
pay policies and provisions of the respective contracts are maintained in these revisions. However,
those pay policies will receive further review by the Compensation Division of the Department of
Human Resources and may result in recommendations for revisions at a later date.

Continued provisions

o Shift differential, weekend differential, stand-by pay, call-in pay, vacation, holiday and
personal days, short term disability insurance availability, and pre-tax dependent care
deductions, and life insurance are all maintained at, generally, the same terms as contained in
the collective bargaining agreements, resulting in standardized terms for those items. Some
bargaining unit members, however, will see minor adjustments in pay practices — for instance,
call-in pay is set at a uniform three hours minimum paid at the base wage rate rather than four
hours minimum at the overtime rate. Vacation for TEAMCO members will change going
forward, but those members will not lose vacation time while transitioning to the normal

vacation allocation.

e Uniform allowances and tool allowances are continued at existing rates but will switch to a
reimbursement model rather than being a direct payment intended to be used for uniforms.
Employees will be required to submit receipts for applicable uniform purchases in order to be

reimbursed.

Modified provisions
e Grievance procedures in the prior collective bargaining contracts are no longer legally
permissible. Thus, the applicable grievance procedure will be based on the grievance
procedure in Chapter 17.207 that currently applies only to “nonrepresented” employees.

e Using both the City of Milwaukee and the State of Wisconsin’s grievance procedure as a guide,
and with input from the Office of Corporation Counsel on the legal requirements for grievance
procedures, the recommendation is to amend the ordinance to authorize the Director of Human
Resources to create an administrative procedure that addresses employee discipline, to the
extent permitted by law, and workplace safety, for employees not covered by a public safety
worker CBA. The proposed administrative grievance procedure for applicable disciplinary
matters and workplace safety is attached to this report. As noted in that proposed procedure,
employee discipline greater than written reprimands are either heard by the Personnel Review
Board or, as provided in State Statute, are outside the scope of a grievance.



Any previously grievable matter involving the application of wage schedules or benefits, will
be referred to and handled by department-based Human Resources representatives or the
Employee Relations Division of Human Resources, depending on the circumstances of the

issue.

¢ Reimbursement for professional activities such as seminars, credentialing, license fees,
continuing education and conferences had been covered under prescriptive contract language
that specified dollar values for certain activities. The proposed ordinance gives department
heads authority to develop reimbursement policies for these activities, dependent on availability
of funding and further requires prior approval of the department prior to undertaking the
professional activity.

Nurses
The economic terms contained in the collective bargaining agreement with the Federation of Nurses

and Health Professionals were different in many areas than the terms in the other prior agreements and
did not translate as well to ordinances addressing all employees. As such, the economic terms in
Federation’s contract are mapped to a separate ordinance section with no major changes. However, the
proposed resolution calls for the Compensation Division to review those pay provisions and develop
appropriate recommendations. Those terms are contained in the attached proposed Chapter 17.34.

Items covered by Civil Service Rules

As mentioned above, a number of subjects covered by collective bargaining language are addressed
within Milwaukee County’s Civil Service Rules. The County’s Civil Service system was established
by the Civil Service Commission, as authorized and directed under Wisconsin State Statute Chapter
63. The two most significant collective bargaining terms that map to Civil Service rules are the

definition of seniority and the process for handling layoffs.

Seniority
Seniority is generally defined within the prior collective bargaining agreements as the number of

scheduled or paid hours an employee had logged within the collective bargaining unit. An employee’s
level of seniority would often be the principal consideration for whether an employee could transfer to
a different job, receive overtime assignments, select vacation, holiday or other off days, be laid off, or
even receive a promotion. The definition also provided for how seniority could be “broken”.

In the absence of the collective bargaining definition of seniority, Civil Service Rule I, Section 1(26)
provides the definition of seniority:

Seniority. For the purposes where it applies, seniority shall be measured by the length of an
employee's continuous full time service with Milwaukee County, including temporary,
emergency and hourly employment. Seniority for employees with continuous but less than full
time service shall be measured by the total straight time hours paid. If employees have the same
hiring date then seniority shall be based on the last four (4) digits of their social security
number with the highest number being the most senior. Continuous employment shall be
interrupted and seniority shall be measured from the most recent date of hire under the
following circumstances:

(a) An employee who resigns employment with the county and is not reinstated to county

employment within thirty (30) days of the effective date of resignation; and
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(b) An employee is discharged and is not reinstated to county employment pursuant to an
appeal of such discharge.

Based on preliminary calculations, using the Civil Service definition could impact approximately 500
employees, of who approximately 330 would gain in seniority while, potentially, an estimated 170
could lose seniority. The attached resolution specifies that, upon converting to the new definition of
seniority, any employee who might otherwise lose seniority will have their hours preserved at the

current level.

Additionally, and aside from layoff considerations, seniority may no longer be the exclusive
determinant when considering employee preferences, depending on applicable work rules and
department policies. The Department of Human Resources will work with departments to ensure
equitable rules are maintained with regard to all department work rules, but especially regarding those
items that had previously been governed exclusively by the employee’s seniority.

Layoffs
When layoffs have been required for represented employees in the past, the layoffs were conducted

based solely on the employee’s seniority within the affected classification, with provisions for
‘bumping’ less senior employees and placement options for displaced employees. Civil Service Rules
(Rule VII, Section 4) requires layoffs of represented employees to be conducted by seniority within
classification and affected department, with no provision for placement.

For non-represented classified employees, Civil Service Rules (Rule VII, Section 5) permit layoffs to
be conducted by seniority, job performance, attendance, available funding, knowledge or skill in a
program or function, or all of the above. In contrast to the layoff rule for represented employees, under
this rule, if the layoffis conducted by seniority, some employees will have bumping rights (depending
on classification) and may be entitled to placement in comparable positions. The attached resolution
specifies that all layoffs of classified employees made in conjunction with the adoption of the 2014
Adopted Budget will be conducted on the basis of countywide seniority. The Civil Service
Commission will be asked to re-evaluate and amend its rules to eliminate the distinction between

represented and nonrepresented employees.

Other Civil Service Considerations
Also mapping to Civil Service rules are provisions relating to leaves of absence with and without pay,

scope of job duties (to be consistent with the classification) and provisions for promotions and
probation. Generally, the Civil Service provisions and the contract provisions are consistent, with one
notable exception: under the prior contract of AFSCME District Council 48, certain Civil Service
Rules amendments adopted in 1987 did not apply to District Council 48 members, including how
promotions are handled, return to a position after a leave, and the definition of hourly employee.
Going forward, those rules and amendments will apply to all classified employees regardless of
bargaining unit status (with the possible exception of provisions in public safety worker CBAs). In the
case of promotions specifically, rather than receive weighted credit for seniority in promotions, merit
and fitness for the position will be the only consideration.

Items Covered by Work Rules
The main employment terms and conditions that will be addressed via work rules include overtime

assignments, shift assignments (where applicable), vacation/holiday/off days selection, and time off
requests from bargaining unit representatives to conduct union business.
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The Department of Human Resources is currently reviewing all existing departmental work rules and,
where such rules do not exist, will advise departments on how to create and apply equitable work rules.
In many cases existing work rules largely adhere to the terms of the prior collective bargaining
agreements. The attached resolution specifies that departments are to submit work rules and work with
the Human Resources to create, and properly promulgate, equitable work rules so that all employees
have an understanding of their department’s working conditions.

Items Covered by Administrative Rule or Applicable Law

Among the collective bargaining agreement terms that map to existing administrative rules or
applicable laws are participation in the County’s Deferred Compensation program, indemnification
against lawsuits for performance of job duties, access to personnel files, discrimination, military leave,
workplace safety, jury duty, employee parking fees, and worker’s compensation.

Items discontinued

Each prior collective bargaining agreement included language that is not recommended to be
continued. In most cases, those terms were outside the scope of employment terms or conditions, are
obsolete, or are otherwise prohibited. Those terms include the definition of management rights, fair
share agreements, cafeteria hours, access to employee data, political contributions, and general contract

clauses, among other terms.

Conclusions and Recommendations

The Department of Human Resources takes its obligations to Milwaukee County’s employees very
seriously and is committed to treating all employees fairly, equitably, and as uniformly as possible.
The collective bargaining agreements that have been in force to this point addressed many of the same
items that are normally captured within the purview of human resources departments in other public
and private enterprises. The Department of Human Resources and Milwaukee County and its
employees are best served by building an environment where employees are treated fairly, are well-
informed, are recognized for their performance and have an understanding of what is expected of them.
To that end, the Department believes the recommended revisions to County ordinances outlined in the
attached proposed resolution/ordinance are in the best interest of our employees, the County and its

taxpayers.

Please refer this report, the attached resolution/ordinance, proposed grievance procedure and fiscal
note to the Committee on Finance, Personnel and Audit for consideration at the October 31, 2013

meeting.

Note: The Fiscal Note will be completed and signed by the Comptroller’s office and will be submitted
separately.

cc:  County Executive Chris Abele
Amber Moreen, Chief of Staff, County Executive's Office
Kelly Bablitch, Chief of Staff, County Board
Don Tyler, Director of Administrative Services
Scott Manske, Comptroller
Paul Bargren, Corporation Counsel
Mark Grady, Deputy Corporation Counsel
Kerry Mitchell, Executive Director of Human Resources
Steve Cady, Fiscal and Budget Analyst, County Board
CJ Pahl, Comptroller’s Office
Janelle Jensen, Committee Clerk



Grievance Procedure

This administrative process is intended to conform to Wisconsin State Statute 66.0509 (1m) and
Milwaukee County Code of General Ordinances 17.207. Under State law, Milwaukee County is
required to have a civil service system. Statutes require that discipline greater than ten (10) day
suspensions (or a second suspension within six (6) months) must be addressed by the Civil
Service Commission. By ordinance, that duty has been given to the Personnel Review Board.
However, statutes, §63.10(1), provide that Milwaukee County department heads are entitled to
discipline employees with suspensions of up to ten (10) days without further review. Statutes
further provide that Milwaukee County is required to maintain grievance procedures that address
workplace safety. Under MCGO Chapter 33, employee discharges, demotions, and suspensions
in excess of 10 days are automatically referred for a hearing before the Personnel Review Board.

Grievable Matters
A grievance means any dispute which exists on a grievable matter as a result of an unsatisfactory

adjustment or failure to adjust a claim or dispute by an employee or group of employees who are
not represented by a public safety worker collective bargaining agreement. An employee may
file a formal grievance through this grievance procedure on the following matters:

e  Written reprimands (only through Step 2 of this procedure) if the employee alleges the
action was taken without just cause.

e Workplace safety. “Workplace safety” means conditions of employment related to the
health and safety of employees, and includes safety of the physical work environment,
the safe operation of workplace equipment and tools, use of personal protective
equipment, training requirements, warning requirements, workplace violence, and
accident risk.

Considerations on Work Place Safety Issues

Every reasonable effort should be made by employees and supervisors to resolve work place

safety concerns or problems before filing a grievance. Safety concerns or problems requiring

immediate action or follow-up shall not be delayed due to the initiation of the grievance process.

Any grievance filed regarding workplace safety must relate to issues personal to the grievant

filing the grievance. To file a grievance on work place safety, the grievant must have been

personally affected by or witness the alleged violation. The resolution may take into account:
e Whether the concern or hazard can be isolated

The number and location of employees affected

Whether appropriate temporary measures are possible or desirable

Whether environmental monitoring is desirable

The time that may elapse before the hazard or risk is permanently corrected

A formal grievance must be filed with and received by the employee’s immediate supervisor
within 30 calendar days from the date the grievant first became aware, or should have become
aware (with reasonable diligence), of the matter grieved. Grievances or appeals not timely
submitted under the timelines expressed in this procedure cannot be processed through the

grievance procedure.

Representative



An employee may designate, in writing, a representative who shall be authorized to represent the
employee at each step of the grievance procedure. If the grievant selects a County employee as
a representative, the employee representing the grievant will have to receive permission to be
excused from their regular duties and may be required to act on their own time. However, upon
reasonable notice, the appointing authority will permit the employee and the representative a
reasonable period of time, as determined by the appointing authority, during normal work hours
to prepare and present a grievance without loss of pay.

After a grievance has been filed, the department will provide the employee with any documents
management used to impose the written reprimand within three (3) days after receipt of a written
request for such information from the employee.

Timin

Grievances or appeals not submitted within the designated time limits at any step of the
grievance procedure will be considered as having been adjudicated on the basis of the last
preceding management response and will not be further heard. Whenever possible, grievances
will be handled during the regularly scheduled working hours of the parties involved. These
timelines may be waived by mutual agreement of the parties involved.

Steps in the procedure

Employees and supervisors are encouraged to work together informally to resolve a potential
grievance prior to the initiation of formal grievance procedures. Employees should first discuss
the complaint with their immediate supervisor within three (3) working days of the situation
whenever possible. If the complaint is not resolved as a result of this discussion, proceed to begin

the formal grievance process.

To begin the formal grievance process, the employee must complete a Grievance Initiation Form
that clearly specifies the issue being grieved and submit the form to the employee’s immediate
supervisor with a copy to the HR representative assigned to the employee’s department. A
representative may not file a grievance or an appeal on behalf of the employee.

The Step 1 meeting will be conducted by the employee’s immediate supervisor or a departmental
representative designated as the Step 1 hearing officer.

Step 1.
1 The supervisor or departmental representative must schedule a Step 1 meeting

with the employee within three (3) working days of receipt of the Grievance
Initiation Form.

Z The employee alone or with their representative will explain the grievance
verbally to their immediate supervisor or the departmental representative
designated to respond to Step 1 grievances.

3. The supervisor or departmental representative will verbally inform the employee
of their decision on the grievance presented within three (3) working days of the
Step 1 meeting,.

Step 2.



Step 3.

1. If the grievance is not settled at the first step, the employee may appeal in writing
on the Grievance Appeal form and will forward the appeal to the HR
representative assigned to the employee’s department, with a copy to the person
who issued the Step 1 decision and the employee’s appointing authority, within
ten (10) working days of the verbal decision.

2, The HR representative in the department will serve as the hearing officer and will
schedule a hearing with the person concerned within ten (10) working days from
the date of service of the grievance appeal form.

3. Within 10 days of the conclusion of the hearing, the hearing officer shall inform
the aggrieved employee and the department in writing of his/her decision. If the
matter grieved was a written reprimand, the decision of the hearing officer in Step
2 is the final decision and cannot be appealed to Step 3.

4. If the grievance is not resolved at step 2 as provided, the employee or the
department may appeal such grievance within ten (10) working days to step 3 if
applicable.

If the grievance is not settled at the second step, the employee may appeal to the
Employee Relations Division of the Department of Human Resources, within five (5)
working days after receiving the written decision provided in step 2, provided the
grievance is not related to a written reprimand.

The grievance officer in Employee Relations will review the record of the case, hold a
hearing thereon as soon as practical, notify all interested persons of the time and place of
the hearing.

Within ten (10) days of the conclusion of the hearing, the grievance officer will notify all
interested persons of its decision in writing,
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(ITEM ) From the Director, Department of Human Resources, recommending adoption
of a resolution/ordinance to amend various sections of the Milwaukee County Code of
General Ordinances to provide clarification on certain employment terms and conditions
for employees represented by or formerly represented by non-public safety worker
collective bargaining units, by recommending adoption of the following:

A RESOLUTION

WHEREAS, Milwaukee County Department of Human Resources — Division of
Labor Relations has submitted proposed 2013 collective bargaining agreements with the
following certified collective bargaining units for approval in July 2013:

Federation of Nurses and Health Professionals (Nurses)

Association of Milwaukee County Attorneys (Attorneys)

Milwaukee Building and Construction Trades Council (Building and Trades)
Int’l Association of Machinists and Aerospace Workers (Machinists)
Technicians, Engineers and Architects of Milwaukee County (TEAMCO), and

WHEREAS, because 2011 Wisconsin Act 10 permits negotiation only on base
wages for the non-public safety worker unions listed above, the proposed 2013 collective
bargaining contracts with the five certified bargaining units, when adopted, will prohibit
the recognition of all non-base wage employment terms of the expiring contracts; and

WHEREAS, the proposed 2013 collective bargaining agreements were laid over
in July 2013 and again in September 2013 pending a review by the Department of Human
Resources to assess how expiring non-base wage employment terms would map to
Milwaukee County Ordinances, Civil Service Rules, and/or administrative rules or
applicable laws; and

WHEREAS, after the enactment of 2011 Wisconsin Act 10, and conditioned on
the decertification of AFSCME District Council 48 as a collective bargaining
representative, Chapter 17.015 of the Milwaukee County Code of General Ordinances
was created and adopted as an “emergency and temporary policy” to preserve a status
quo condition for some contract terms in the 2007-2008 collective bargaining agreement
between Milwaukee County and AFSCME District Council 48 (File No. 12-161); and

WHEREAS, as expressed in File 12-161, Chapter 17.015 was intended as a non-
precedential action and was to be in effect “until such time as Milwaukee County enacts
policies” on the status quo employment terms and conditions for employees formerly
represented by AFSCMED District Council 48; and

WHEREAS, the Department of Human Resources has completed its review on
non-base wage contract terms and is recommending amendments to ordinances to
transition expired contract terms and the terms of Chapter 17.015 to incorporate
employment terms and conditions in order to treat all County employees as equally as
possible under uniform policies and ordinances; and
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WHEREAS, for many employees who are or have been represented by non-public
safety worker bargaining units, this transition will result in changes to certain
employment terms and conditions to which they have become accustomed; and

WHEREAS, although 2011 Wisconsin Act 10 granted Milwaukee County
significant authority on employment decisions, it is not in Milwaukee County’s interest
as an employer, the interests of its employees, or in the interest of the taxpayers served by
the County’s employees, to treat employees unfairly, irresponsibly or unreasonably; and

WHEREAS, Milwaukee County, as an employer, is required to maintain
compliance with a host of State and Federal employment regulations, including but not
limited to, the Family and Medical Leave Act, the Fair Labor Standards Act, regulations
of the Department of Labor, and Equal Rights and anti-discrimination laws; and

WHEREAS, the Milwaukee County Department of Human Resources, with the
advice of Corporation Counsel, will continue to have definitions and procedures for
handling grievances, layoffs, employee transfers, the development of work rules,
seniority, and other employment conditions; and

WHEREAS, due to the timing of the execution of successor contracts, it is
necessary to continue certain aspects of prior agreements pending further review and/or
the development of appropriate replacement policies; now therefore

BE IT RESOLVED, that Milwaukee County recognizes that it is in the best
interest of Milwaukee County’s employees, and the taxpayers served by them, that
Milwaukee County treats its employees fairly, equitably and uniformly, as permitted or
required by applicable laws; and

BE IT FURTHER RESOLVED, that no employee shall have a reduction in
existing seniority hours due to the conversion to countywide seniority as defined in
Milwaukee County Civil Service Rule 1, Section 1 (26); and

BE IT FURTHER RESOLVED, that in the interest of fairness to the employee
and for ease of administration, for layoffs that will occur as a result of the 2014 Adopted
Budget and be processed under applicable Civil Service Rules, Milwaukee County will
use county-wide seniority when determining the order of layoffs for classified
employees; and

BE IT FURTHER RESOLVED, that the Department of Human Resources will
review the various pay provisions and pay practices that are incorporated within this file
and will submit recommended revisions, if any, no later than June 1, 2014; and

BE IT FURTHER RESOLVED, that all County departments shall submit existing
work rules to the Department of Human Resources for review and approval, and where
no such rules exist, shall work with the advice and counsel of the Department of Human
Resources to develop and promulgate departmental work rules; and



83
84
85
86
87
88
89
90
91
92
93

94
95

96
97
98

99
100

101
102
103

104
105
106
107

108
109
110
111
112
113
114
115
116
117
118

119
120

121

BE IT FURTHER RESOLVED, that all collateral agreements and past practices
with the above referenced certified and uncertified collective bargaining units are hereby
discontinued, with the exception of the 1998 career ladder collateral agreement with
TEAMCO which will be reviewed by the Department of Human Resources with
revisions, if any, to be recommended no later than June 1, 2014; and

BE IT FURTHER RESOLVED, that the Milwaukee County Board of Supervisors
hereby amends various sections of Chapter 17 and Chapter 62 MCGO to provide
clarification on certain employment terms and conditions, by adopting the following:

AN ORDINANCE

The County Board of Supervisors of the County of Milwaukee does ordain as
follows:

Section 1. Section 17.015 of the General Ordinances of Milwaukee County —
Continuation of certain compensation and fringe benefits for former members of
AFSCME, is repealed in its entirety.

Section 2. Section 17.055 of the General Ordinances of Milwaukee County —
reallocation of classifications, is amended as follows:

17.055. - Reallocation of existing nenrepresented classifications, with the exception of
elected officials, and constitutional officers, and classifications provided for differently in
an applicable collective bargaining agreement.

Whenever labor market conditions or other factors indicate that compensation for
existing classifications is not sufficient to recruit and retain qualified employees a
department head or appointing authority may request the director of human resources to
review the compensation provided for the classification:

(1) The director of human resources shall review the request and inform the requestor of
his/her findings. All recommendations of the director to reallocate a renrepresented
classification as provided herein shall be included in a report distributed to all county
board supervisors. In the event the requestor does not concur with the director's
recommendation it may be appealed to the committee on finance, personnel and audit
within thirty (30) days of receipt of such notice. The decision of the county board on the
committee recommendation, subject to review by the county executive, shall be final. In
the event the county board approves an adjustment in the level of compensation for a
classification the action shall be implemented the first day of the pay period following
that in which the resolution adopted by the county board is approved by the county
executive.

Section 3. Section 17.14(2) of the General Ordinances of Milwaukee County —
Employment definitions, is repealed in its entirety and re-created as follows:

(2)  Paymentforpart-time-employmentEmployment Definitions




122
123
124
125
126
127

128
129
130
131
132
133
134

135
136
137
138

139

140
141
142

143

144
145
146

147
148
149

150
151
152
153
154
155
156

157
158

159
160
161
162
163
164

The following definitions apply regardless of the number of hours worked by an

employee in any pay period or pay periods and are based on the designation of the
position occupied by the employee:

(a) A “full-time” employee shall mean an employee who is appointed to a
position with a designated work week of at least thirty (30) hours per week, but not
more than forty (40) hours per week.

(b) A “part-time” employee shall mean an employee who is appointed to a
position with a designated work week of at least twenty (20) hours per week, but less
than thirty (30) hours per week.

(c) A “seasonal” employee shall mean an employee who employed on the basis
of seasonal needs of departments, not to exceed 1,560 hours per year.

(d) _An “hourly” or “pool” employee shall mean an employee who is employed in
a position with a designated work week of less than twenty (20) hours per week, or who
does not work a uniform period of time within each pay period or who works a uniform
period of time of less than twenty (20) hours per week. Hourly and pool employees shall
have no expectation of any number of hours of work in any given week or at any time.

Section 4. Section 17.14(6) of the General Ordinances of Milwaukee County — Extra
payment for shift assignment, is amended as follows:

(6) Extra payment for shift assignment. Employees in the classified service, including
those in the building and mechanical trades group in section 17.32(2)(c), except part-time
and seasonal employees, employees paid on an hourly or per call basis: E, employees in
title codes 347, 352, 352.6, 353, 356, 357, 358, 359, 360, 361.2, 361.5, 361.7, 362.1,
371.5, 372, 375, 376, 377, 378, 615, 616, 617, 618, 618.1, 642, 642.1, and 742,
employees in the executive compensation plan and employees in pay range 30M or
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above, shall receive a shift differential of thirty-five-cents{$0-35) forty cents ($0.40) per
hour for all hours worked during shifts beginning at or after 2:30 p.m. and ending at or
before 7:15 a.m., unless otherwise as may be provided for in public safety worker

coIIectlve bargalnlng unlt agreements AHy—H@H-F&p-FB&&H-tEd—&H-p&FVB@-Fy—HH—FH—Hg—Glﬁ

b&rgamng—ag#eemem— Employees Whose shlfts do not begln or end as lndlcated above are
to be paid thirty-five-cents{$0-35) forty cents ($0.40) per hour for all hours worked
between 6:00 p.m. and 7:00 a.m. However, no shift differential payment shall be made
for any fraction less than ene-half one-tenth (1/10) hour worked, and said thirty-five-cents
{$0-35) forty cents ($0.40) per hour shall not be considered as part of the salary for
purposes of computing vacation, sick leave or holiday rates of pay.

Section 5. Section 17.14(7) of the General Ordinances of Milwaukee County — Group
health benefit, is amended as follows:

(y) The provisions of C.G.O. 17.14(7) shall not apply to seasonal, ard hourly and pool
employees. An Seasonal, hourly and pool employees shall have the same meanmg as
deflned in C G O 17 14(2)(b) y ' M

Section 6. Section 17.14(10) of the General Ordinances of Milwaukee County — Special
Uniform Allowance, is amended as follows:

Except for public safety worker employees covered by a collective bargaining agreement,

(10)  Special Uniform AHewanee Reimbursement
(a) Employees who are required to wear uniforms shall be alowed eligible for

uniform alewanees reimbursements as feHows:set forth in this section.
Procedures for processing reimbursement requests shall be established by the
Comptroller.
1) Deputy sheriff lieutenants, deputy sheriff captains, deputy sheriff deputy
inspector, communications supervisor (sheriff’s department), director/internal
affairs, identification bureau supervisor, investigator (exempt), and chief
investigator (exempt) shall be patd eligible for an annual clothing alewanece
reimbursement equal to the amount paid to deputy sheriff I’s and I1’s and deputy
sheriff sergeants.

(—3}(_) The alrport fire chlef and aSS|stant alrport flre chlef shaII be furnished a
full uniform at the time of hire or as soon thereafter as practicable if no uniform
had previously been issued. The uniform so furnished shall be in accordance with
the regulations of the department setting forth prescribed minimum equipment for
each employee. Any employee whose employment is terminated within two (2)
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years from the date of hire shall return all uniform items furnished by the county
to the department within seven (7) days of termination. After completion of one
(1) year of service, after obtaining an authorized uniform, an employee under this
subsection shall be eligible for an annual clothing alHewanee reimbursement equal
to the amount paid firefighter and equipment operators and firefighter and
equipment operators in charge shal-bepaid.

4)(3) Custodial workers | and Il at the airport who are employed on a full-time
basis and who are required to wear a uniform shall be paid eligible for a uniform
aHlewanee reimbursement as institutional employees after six (6) months of
service and at the completion of each year of service thereafter.

£5)(4) Institutional employees, medical interns, resident physicians, and LPNs
who are employed on a full-time basis and who are required to wear a uniform,
except those who receive some type of uniform alewance reimbursement under
paragraph (a) hereof, shall be paid eligible for a uniform alewance
reimbursement of one hundred ten dollars ($110.00) after six (6) months of
service and at the completion of each year of service thereafter.

6)(5) Cooks and bakers may have their uniforms laundered at an institutional
laundry without charge.

(6) Full time Machinist employees having completed one year of service who are
required to wear a uniform shall be eligible for a one-time uniform reimbursement

of up to $200.

. Hootive | e .
£9)(7) Any employee required to carry firearms shall be furnished with such
firearm by the county, provided that this firearm shall remain the property of the
county and be returned when the employee leaves the county service or is no
longer required to carry such firearm.

10\a) 2 e halll tocl the full initial :

(8) At time of reqular appointment, Corrections Officers will be provided with a
fully issued uniform. Corrections Officers shall be reimbursed up to $200.00 per
calendar year for the purchase of uniforms in accordance with this section.

(9) Welders, Forestry Workers |1, Iron Workers, Forestry Supervisors and Iron
Worker Supervisors shall be reimbursed up to $70 per calendar year for the
purchase of specialized safety shoes in accordance with the provisions of this
section. All Forestry Workers shall be reimbursed up to $15 per calendar year for
rubber over boots in accordance with the provisions of this section.
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(10) Forensic Investigators shall be eligible to be reimbursed up to $150 per
calendar year for clothing cleaning in accordance with the provisions of this
section.

(11) Airport management will provide coveralls at no cost to the employees in
the classification of Heating and Ventilating Mechanic | while working on the
ducts.

(12) The County shall furnish a T-shirt to Children's Zoo Attendants.

(13) Parks Department employees required to wear uniforms shall be provided
with such uniform furnished by the Department of Parks, Recreation and Culture.

me%eeeww—smee#&ee#»pleﬂermf—ene—él%—ye&mf—seme& Emplovees aDpomted

to a reqular appointment and issued a uniform at time of appointment shall not be eligible
for reimbursement under subsection (a) until the following calendar year unless otherwise
specified. Employees considered hourly or part-time shall not be eligible for
reimbursement under subsection (a) until the completion of two-thousand eighty (2,080)
hours paid. All employees eligible for reimbursement provided for under subsection (a)
shall be paid upon the employee furnishing a receipt from a vendor which indicates the
type of clothing or expense and a purchase date in the same calendar year for which the
employee is seeking reimbursement. No employee shall receive reimbursement beyond
the maximum amount provided for per calendar year in subsection (a).

(c) The initial uniform alewanee reimbursement provided by this paragraph section
shall not be granted to employees on temporary or emergency appointments, but the
institutions and departments concerned may purchase and have available for loan to such
employees whatever minimum uniforms are required.

Section 7. Section 17.14(15) of the General Ordinances of Milwaukee County — Salary
reduction for dependent expenses, is amended as follows:

Salary reduction for the purpose of paying work-related dependent expenses with pre-tax
dollars. Employees whe-are-hotrepresented-by-colective-bargaining-units:-shall be
eligible to enroll in a salary reduction program for the purpose of paying work-related
dependent care expenses with pre-tax dollars in accordance with federal and state
regulations. Employees who are represented by a public safety worker collective
bargaining unit shall be eligible to take part in this program only if such participation is
authorized in their collective bargaining agreement.

Section 8. Section 17.14(17) of the General Ordinances of Milwaukee County — Short
term income continuation insurance, is amended as follows:
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Short term income continuation insurance. Employees who are eligible for health
insurance coverage in accordance with the provisions of section 17.14 shall be eligible
for enrollment in the optional short term income continuation insurance coverage
program. New employees shall be provided with the option of enrolling in such coverage
at the time of hire, with the coverage becoming effective in accordance with the schedule
distributed annually by the employee benefits division of the department of human
resources. Employees may opt to enroll in, or discontinue such coverage, annually during
open enrollment periods which shall be conducted annually by the employee benefits
division of the department of human resources. Participating employees shall pay the full
premium for the coverage by payroll deduction. During unpaid leaves of absence, or in
the event the employee’s earning are insufficient to cover the cost of the premium, the
coverage shall cease. However, the employee may, at the insurance carrier's option, pay
the premium directly to the insurance carrier. Short term income continuation benefits
shall be provided in accordance with the benefit schedule of the insurance carrier and the
option selected by the employee. The county may discontinue the provision of optional
short term income continuation coverage in the event an insurance carrier acceptable to
the county cannot be identified or is unwilling to reimburse the county for the
administrative costs associated with the provision of such optional coverage. Short term

income continuation coverage shall be offered to ren-represented-employees-and

employees represented by public safety worker collective bargaining units who have

agreed to the provrsrons of this sectron Jﬂ—theevem—anempleyeeee\ases—te-beehgmle—fer

Section 9. Section 17.14(19) of the General Ordinances of Milwaukee County, standby
pay, is repealed in its entirety and re-created as follows:

(19) Standby pay Ihedrstrre%mey—&ehre#m#esﬂg&teean@mvesﬂga@ers#r&lwe
Hfs: Except for public safety

Worker emplovees covered by a collectrve barqamlnq agreement, employees in FLSA
non-exempt positions shall receive sixty (60) cents per hour for all hours scheduled on
standby duty. For purposes of this section, "standby" shall mean the employee, at the
direction of the employer, is required to be available for work upon notice during a
specified period of time. Standby shall not apply to any employee or group of
employees who, as part of their reqular duty assignment are expected, but not required,
to be available for work at all times in emergency situations. Failure of the employee to
respond when called shall be cause for forfeiture of standby pay and disciplinary action
where the employee is unable to furnish acceptable justification for his/her failure to
respond.

(a) If called in while on standby, the employee shall be paid a minimum

of 4 hours pay at the employee’s regular rate for work in one session and

additional pay at the overtime rate when such hours exceed forty (40) hours

worked in the week.

(b)  The district attorney's chief investigator and investigators shall receive the
same standby benefit as deputy sheriffs.
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Section 10. Section 17.14(21) of the General Ordinances of Milwaukee County — Call-in
pay, is created as follows:

(21). Call-in Pay. Except for public safety worker employees covered by a collective
bargaining agreement, employees in FLSA non-exempt positions who are called in to
work outside of the employee's reqularly scheduled shift shall be paid a minimum of
three (3) hours pay at the regular rate for work in one session and additional pay at the
overtime rate when such hours exceed 40 hours worked in the week. Call-in pay shall
not apply to hours worked outside of an employee's reqularly scheduled shift where the
reqular shift starting time is modified to meet emergency situations.

Section 11. Section 17.14(22) of the General Ordinances of Milwaukee County — Tool
reimbursement, is created as follows:

(22) Tool Reimbursement. Departments requiring employees to use tools to perform
daily tasks shall, wherever possible, provide those tools necessary for employees. At the
discretion of the department head and based on the needs of the department, employees
who require additional tools to perform daily tasks may be reimbursed for the purchase of
approved tools up to $100 per calendar year. Employees appointed to a regular
appointment during a calendar year shall not be eligible for a tool allowance until the
following calendar year. Employees considered hourly or part-time shall not be eligible
for reimbursement until the completion of two-thousand eighty (2,080) hours paid. All
employees eligible for reimbursement provided for under this section shall be paid upon
the employee furnishing a receipt from a vendor which explicitly indicates the type of
tool purchased and a purchase date in the same calendar year for which the employee is
seeking reimbursement. No employee shall receive reimbursement beyond the maximum
amount provided for per calendar year.

Section 12. Section 17.14(24) of the General Ordinances of Milwaukee County —
Rollback and wrecked equipment operators, is created as follows:

(24) Rollback and wrecker equipment operators. All Central Automotive Maintenance
Division personnel operating rollback and wrecker equipment shall receive a differential
of $0.50 per hour for all hours spent operating the equipment. This differential shall be
paid at $.50 per hour even when hours qualify for overtime compensation.

Section 13. Section 17.14(25) of the General Ordinances of Milwaukee County —
Reimbursement for professional activities, is created as follows:

(25) Reimbursement for professional activities. Except for public safety worker
employees covered by a collective bargaining agreement, departments are authorized,
within the limits of authorized departmental budgets, to establish reasonable
reimbursement policies for professional certification, re-certification, training, seminars,
educational materials, conferences, reasonable travel expenses, and professional licensing
required to continue employment with Milwaukee County, but in no case shall the
reimbursement amount exceed actual costs, as documented by itemized receipts. All
professional activities require prior approval of the appointing authority in order to be
eligible for reimbursement.
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Section 14. Section 17.165 of the General Ordinances of Milwaukee County — Weekend
differential, is amended as follows:

Weekend Shift Differential. Employees in the classified service, including those in the
building and mechanical trades group in section 17.32(2)(c), except part-time and
seasonal employees, employees paid on an hourly or per call basis, other than registered
nurses paid on an hourly or part-time basis, senior citizen program instructors, and
employees in title codes 347, 352, 352.6, 353, 356, 357, 358, 359, 360, 361.2, 361.5,
361.7, 362.1, 371.5, 372, 375, 376, 377, 378, 615, 616, 617, 618, 618.1, 642, 642.1 and
742, shall be paid a weekend differential of thirty-five-cents{$0-35) forty cents ($0.40)
per hour or as otherwise may be provided for by collective bargaining agreements for all
hours worked between 6:30 a.m. Saturday and ending at or before 7:15 a.m. Monday, or
as otherwise provided for by collective bargaining agreements. This weekend differential
shall not be applicable to employees in the executive compensation plan or to employees
in pay range 30 or above except those who are covered by weekend differential in a labor
agreement. Weekend differential, when earned, shall not be added to the employee’s
regular rate for purposes of determining vacation, sick leave, or holiday rates of pay.

Section 15. Section 17.17 of the General Ordinances of Milwaukee County — Vacations
and holidays, is amended as follows:

Except for public safety worker employees covered by a collective bargaining agreement,

1) (a) The heads of all departments, bureaus, institutions, boards or commissions
shall make provision for, designate, and allow annual leaves with pay to serve as vacation
equivalent to eighty (80) hours for each employee who has completed one (l) year or
more of service; wise m ,

agreements; one hundred twenty (120) hours for each emponee Who has completed five
(5) years or more of service; one hundred sixty (160) hours for each employee who has
completed ten (10) years or more of service; two hundred (200) hours for each employee
who has completed fifteen (15) or more years of service; two hundred and forty hours
(240) for each employee who has completed twenty (20) years or more of service;
assistant chiefs of airport rescue and firefighting employees shall be allowed annual leave
with pay to serve as vacation equivalent to one hundred four (104) hours for each
employee who has completed one (1) year or more of service; one hundred fifty six (156)
hours for each employee who has completed five (5) years or more of service; two
hundred eight (208) hours for each employee who has completed ten (10) years or more
of service; two hundred sixty (260) hours for each employee who has completed fifteen
(15) years or more of service; and three hundred twelve (312) hours for each employee
who has completed twenty (20) years or more of service; firefighterand-eguipment
operators; employees paid on an hourly or per diem basis who customarily work less than
forty (40) hours per week or two thousand eighty (2,080) hours per annum, employees
paid on a per call or clinic hourly basis, and part-time employees paid on a biweekly
ba3|s whose serwces are requwed Iess than half-time, unless—asethemasepteweled—fepby
3 ators shall be allowed
annual Ieave W|th pay to serve as vacatlon as follows f|ve (5) work days for each
employee who has completed one (1) year or more of service, seven (7) work days for
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each employee who has completed five (5) years or more of service, ten (10) work days
for each employee who has completed ten (10) years or more of service, and twelve (12)
work days for each employee who has completed twenty (20) years or more of service.

(b) During the first year of employment, or in a return to service, an employee
will be granted a proportional share of their hours of vacation entitlement based on the
number of full calendar months remaining in the calendar year in which the employee
was first hired or in which the employee was rehired, divided by twelve (12) and rounded
up to the nearest whole hour, and shall be granted their full vacation entitlement on
January 1 of the calendar year after being hired or rehired by the County.

(c)  Years of service for a new nen-represented employee, or nen-represented
employee returning to service, who was not discharged or involuntarily separated from
the County, shall include any creditable pension service earned with Milwaukee County,
the State of Wisconsin or any municipality within the State of Wisconsin, provided the
employee has not withdrawn pension funds or begun receiving a pension benefit from the
jurisdiction where the employee earned the pension service credit.

(d)  Anemployee shall not receive payment for unused vacation credit upon
any termination of employment, including, but not limited to, a retirement, unless the
employee has served 2080 hours after the employee’s initial date of hire or rehire.

(e)  Anemployee, who was terminated or laid off from the County, and who
received a payout of accrued vacation leave, and who returns to employment in the same
calendar year as the termination or layoff, shall not be entitled to any additional vacation
leave in that calendar year, unless the employee repays to the County the dollar value of
the vacation leave paid out following the termination or layoff.

(f) Employees represented by TEAMCO and hired prior to the execution of
the 2013 collective bargaining agreement shall transition to the uniform vacation
allowance under this section at appropriate incremental stages of vacation allowance, but
shall not have a reduction in previously allocated vacation allowance.

(2) Effective January-12013beginning with carry-over from 2012 to 2013, an employee
may not carry over beyond the end of any calendar year any more than seven days (56
hours) of unused vacation leave. Departments may request to carry over hours in excess
of 56 hours for any employee by submitting a request to the Director of Human
Resources and must include in the request the written rationale for the request, the reason
the department limited the use of vacation by the employee, and any other information
requested by the Director. The Director shall have discretion to approve or deny such
requests. All vacation leave previously credited to the employee in excess of seven days
that has not been used prior to the end of the calendar year and that has not been
approved by the Director for carry over shall be forfeited.

(3) The following days of each year are holidays: January 1, the third Monday in
February, the last Monday in May, July 4, November 11, the fourth Thursday in
November, December 25, the day appointed by the governor as Labor Day, and the day
of holding the general election in November, unless as otherwise may be provided for by
collective bargaining agreements; county department, offices, and institutions may be
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closed on these holidays: January 1, the last Monday in May, July 4, the first Monday in
September, the fourth Thursday in November, and December 25. Effective in 2002 the
Friday after the fourth Thursday in November shaII be a hollday for nen—reeresented
employees and-em which
agteed—te—thte—ptewelen All county departments offlces and |nst|tut|ons shaII be open to
the public for business on all other statutory holidays. All employees, including those in
the building and mechanical trades group in section 17.32(2)(c), except employees paid
on an hourly or per diem basis and firefighter and equipment operators who receive off
days in lieu of holidays, shall be granted leave with pay on these days, provided that if an
employee is required to work on such days because of the needs of the service, he shall
be given equivalent time off or shall receive additional compensation, if such
compensation is authorized by the provisions of subsection 17.16(5). Firefighter and
equipment operators, who receive seven (7) off days in lieu of all holidays, shall be
granted such off days during their first calendar year of employment as provided for in
their collective bargaining agreements.

(4) (a) A holiday falling on a Saturday shall be observed on the preceding scheduled
workday and a holiday falling on a Sunday shall be observed on the following scheduled
workday, except in the seven-day service where the present system of accruing and
exhausting holidays shall remain in effect. This provision shall not apply to public safety
worker employees represented by a collective eertified bargaining agreement
representation.

(5) For all employees-netrepresented-by-certified-bargatning-unitrepresentatives;
beginning-in-January;-1988-and-every-year-thereafter, the third Monday in January will be

observed as a holiday. All county departments, offices, and institutions shall be open to
the public for business on this holiday.

(6) FereEmployees notcovered-by-a-colective-bargaining-agreement; beginning-in
1997 -employees-with an assigned work week of forty (40) hours who use no sick
allowance and take no time without pay during the year, shall receive eight (8) hours of
holiday time which may be used in the subsequent year. Use of excused time, including
excused time used for medical appointments or bereavement leave, shall not be
considered as sick allowance under this section.

Section 16. Section 17.172 of the General Ordinances of Milwaukee County — Personal
days, is amended as follows:

Except for public safety worker employees covered by a collective bargaining agreement,
eEmployees entitled to holldays—e*eept—ﬁteﬁghtepsrand—equment—epetateps shall
receive three (3) days leave per year known as "personal days" in addition to earned leave
by reason of vacation, accrued holidays and compensatory time. Assistant chiefs of
airport rescue and firefighting shall receive thirty-one (31) hours of personal

time. Employees shall accrue personal days during their first calendar year of
employment as follows:

|Hired on or before April 30 |-three days
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From May 1 through August 31 -two days

From September 1 and thereafter -one day

Personal days may be liquidated in accordance with civil service rule VIII, section
3(2)(b) relating to liquidation of compensatory time, except that such days may be taken
at any time during the calendar year. Supervisory personnel shall make every reasonable
effort to allow employees to make use of personal days as employees see fit, it being
understood that the purpose of such leave is to permit employees to be absent from duty
for reasons which are not justification for absence under other existing rules relating to
leave with pay.

An employee, who was terminated or laid off from the County, and who received a
payout of accrued personal days, and who returns to employment in the same calendar
year as the termination or layoff, shall not be entitled to any additional personal days in
that calendar year, unless the employee repays to the County the dollar value of the
personal days paid out following the termination or layoff.

Section 17. Section 17.176 of the General Ordinances of Milwaukee County — voluntary
time off without pay, is amended as follows:

Employees are allowed to request voluntary time off without pay, subject to the approval
of the director of human resources. The appropriate appointing authority may recommend
that the director of human resources approve or deny such requests, based upon
workload, staffing requirements, budgetary constraints and other factors which are
pertinent to the respective department. Employees shall not lose any benefits as a result
of taking a voluntary time off without pay, including postponement of salary increments,
continuation of insurance benefits, seniority and accrual of holiday time, sick allowance
and vacation. No employee shall be allowed to take more than one hundred sixty (160)
voluntary hours without pay in a calendar year and the position may not be filled during

the employee S absence Ihrs—seeﬂen—s#al#mi—apely%&empleyeeswhe—are—%presemed

Ieaclﬂga{mﬂg-ageeemem.—Thls sectlon shall not applv to employees represented by a public
safety worker collective bargaining unit where not provided for, or provided differently,
in an applicable collective bargaining agreement.

Section 18. Section 17.182 of the General Ordinances of Milwaukee County — Pro Rata
benefits, is amended as follows:

Except for public safety worker employees covered by a collective bargaining agreement,

(1) Any employee scheduled to work fewer than forty (40) hours in a week, other
than a seasonal, hourly or pool employee, shall be entitled to vacation, sick leave,
holidays and personal days on a pro rata basis.

(2) Any seasonal employee, as defined in Chapter 17.14(2) employed-as-a Hfeguard
HE hifeguard supervisor, or Tood service operator (seasonal), who works one

thousand forty (1,040) or more hours per calendar year shall accrue vacation, sick
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leave, and personal days on a pro rata basis. At the end of calendar year 1981 and
each year thereafter, such employees who work one thousand forty (1,040) or
more hours during calendar year 1981 and each year thereafter shall be credited
with accrued accounts based on the number of hours worked in the preceding
year. Such account other than sick leave must be exhausted in the calendar year
following that in which they were accrued. Such employees shall not be laid off
for the purpose of avoiding the accrual of pro rata benefits. In no event shall an
employee receiving pro-rata benefits, after being appointed to a full-time position,
accrue, through a combination of pro-rata and full-time benefits, more benefits in
one-year than a full-time employee.

who-work-five-hundred{500)-or-more-hours-percalendaryear shall accrue
vacation, sick leave, holiday time and personal days on a pro rata basis. Any such
employee as previously defined who worked five hundred (500) or more hours
during calendar year 1986 and each year thereafter shall be credited with accrued
accounts based on the number of hours worked in the preceding year. Such
account other than sick leave must be exhausted in the calendar year following
that in which they were accrued. Such employees shall not be laid off for the
purpose of avoiding the accrual of pro rata benefits. In no event shall an
employee receiving pro-rata benefits, after being appointed to a full-time position,
accrue, through a combination of pro-rata and full-time benefits, more benefits in
one-year than a full-time employee.

Section 19. Section 17.186 of the General Ordinances of Milwaukee County — Accrued
time off donor program, is amended as follows:

The department of human resources shall establish and maintain an accrued time off
donor program for the purpose of enabling employees who have utilized all of their
available accrued off time, including sick leave, to receive donations of accrued time off
from other employees who have elected to donate accrued time off to the employee in
need of such time. Employees shall be permitted to donate, in increments of one (1) hour,
accrued vacation time, personal time, or holiday time to a designated employee who has
exhausted all of his/her time off including sick leave, because hefshe the employee, or the
employee’s spouse, child or step-child is suffering from a potentially terminal illness as
certified by a medical physician. Only employees who are not represented by a public
safety worker collective bargaining unit and those employees who are members of a
public safety worker collective bargaining unit which has elected to recognize the
accrued time off donor program in their memorandum of agreement, or a collateral
agreement with Milwaukee County shall be eligible to donate time to an individual
eligible for receipt of such time. The hours donated to an eligible employee shall be
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exhausted at the rate of pay of the recipient, regardless of the rate of pay of the donor, and
such donations shall be irrevocable.

Section 20. Section 17.207 of the General Ordinances of Milwaukee County —
Grievance procedure, is repealed and recreated as follows:
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The Director, Department of Human Resources, shall establish and maintain a grievance
procedure for Milwaukee County employees who are not represented by a public safety
worker collective bargaining unit, as authorized under applicable state law. The
grievance procedure shall address employee discipline to the extent permitted under state
law, and matters of workplace safety. The procedure shall clearly articulate the steps of
the process, and ensure an expeditious timeline to ensure that employee concerns are
addressed and resolved in a timely manner.
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Section 21. Section 17.34 of the General Ordinances of Milwaukee County —
Nonrepresented Registered Nurses, is amended as follows:

17.34. Nenrepresented Registered nurses.

(1) For purposes of this section, the term “nurse” shall include those positions
represented by the Federation of Nurses and Health Professionals and non-represented
nursing positions as determined by the Director, Department of Human Resources.
Nursing positions in the executive compensation plan or its salaried equivalent are not
covered by this section.

(2) Any nurse, except a nurse who is included in the Executive Compensation Plan, will
be eligible for pay at twice their base rate for all hours worked on Thanksgiving and the
December 25" holiday-in-accordance-with-the Federation-of Nurses-and-Heakth

Professionals collective bargaining agreement Section 2.23(4).

(23) All nurses shall be eligible for seminar reimbursement and annual certification pay
up to a maximum of $550 per year per employee and $300 for annual certification and
such relmbursement mav onlv be ut|I|zed Wrth the prror approval of the apporntrnq

authority i 3 3 3 ; v , y ,
I I F onals colloctive | e .

(4) In addition to paragraph (3) above, Advanced Practice Nurse Prescribers,
Occupational Therapists and Music Therapists shall be eligible for up to $2,000 per year
as reimbursement for costs incurred to maintain their practitioner certification.

(85) All nurses shall be eligible for tuition reimbursement. Such reimbursement may be
approved up to $3,000 per year per employee, up to a maximum of $30,000 total for this
purpose. Eligibility for such reimbursement shall be established after six (6) months of
employment with Milwaukee County. Tuition reimbursement shall be granted in

accordance with qurdelrnes establrshed by the Department of Human Resources inr-the

(46) Specialty certification. Any nurse who meets the qualifications and is awarded a
"specialty certification” from a nursing agency approved by the county shall receive a

three hundred doIIar ($300) certrfrcatron pavment the—sanﬁreameunt—asempleyeeseewred

(57) Any nurse who has been credentialed as an advance practice nurse prescriber, and
who is performing the function, shall be paid an additional two dollars and fifty cents

($2 50) per hour for aII hours worked the—sameameunt—asreeen&d—byenﬁrpleyeeseewred

The county shaII pay the costs of obtarnrng state certrfrcatron and the DEA certrfrcate for
advance practice nurse prescriber.

(8) Shift differential. Nursing employees shall receive shift differential of two dollars
and fifty cents ($2.50) per hour for all hours worked during shifts beginning between
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1:30 p.m. and 11:00 p.m. provided employees whose shifts do not begin as indicated
above shall be paid two dollars and fifty cents ($2.50) per hour for all hours worked
between 6:00 p.m. and 11:00 p.m. For those employees who work overtime from day
shift to P.M. shift to meet staffing requirements, two dollars and fifty cents ($2.50) per
hour shift differential shall be paid from the beginning of the P.M. shift. Employees
working 10 or 12 hour scheduled shifts in units with 24-hour coverage shall receive two
dollars and fifty cents ($2.50) for all hours worked between 3:15 p.m. and 11:00 p.m.
Employees shall receive three dollars and fifty cents ($3.50) per hour for all hours
worked between 11:00 p.m. and 7:00 a.m. Shift premium, when earned, shall be added to
the employee’s reqular rate for purposes of determining overtime compensation.

(9) Standby pay. Nurses shall be eligible for standby pay at the rate of one dollar and
twenty-five cents ($1.25) per hour for all hours scheduled on standby duty. For purposes
of this section, "standby" shall mean the employee, at the direction of the employer, is
required to be available for work upon notice during a specified period of time. Standby
shall not apply to any employee or group of employees who, as part of their reqular duty
assignment are expected, but not required, to be available for work at all times in
emergency situations. Failure of the employee to respond when called shall be cause for
forfeiture of standby pay and disciplinary action where the employee is unable to furnish
acceptable justification for his/her failure to respond.

(a) If called in while on standby, the employee shall be paid a minimum
of 4 hours pay at the employee’s regular rate for work in one session and
additional pay at the overtime rate when such hours exceed forty (40) hours
worked in the week.

(10) Call-in pay. Any nurse called in to work outside of the employee’s reqularly
scheduled shift shall be paid a minimum of three (3) hours pay at the regular rate for
work in one session and additional pay at the overtime rate when such hours exceed 40
hours worked in a week. Call-in pay shall not apply to hours worked outside of an
employee’s reqularly scheduled shift where the reqular shift starting time is modified to
meet emergency situations.

(11) Weekend differential. Registered nurses shall be paid a weekend differential of one
dollar ($1.00) per hour for all hours worked during shifts beginning at or after 6:30 a.m.
Saturday and ending at of before 7:15 a.m. Monday. Weekend differential shall be paid at
this rate even when hours qualify for overtime compensation.

(12) Charge differential. Nurses employed in the Inmate Medical Unit who are assigned
Charge Nurse duties shall receive one dollar ($1.00) per hour differential for the
performance of those duties.

(13) Mandatory overtime. Nurses who are assigned mandatory overtime shall be paid at
twice the normal rate of pay.




778  (14) Employee parking. Nurses reqularly scheduled to work at the Community
779  Correctional Facility — Central (the Jail) shall be reimbursed up to $50 per month to
780  offset parking fees.

781  (15) Nursing Pool employees. A nursing pool employee is an employee credentialed by
782  the State of Wisconsin and employed on an hourly basis.

783 (a) Nursing Pool employees shall receive a bonus at the end of each payroll year
784  based on total hours worked as a nursing pool employee, as follows:

785 201-400 hours $250

786 401-800 hours $600

787 801 or more hours  $1,000

788 (b) Nursing pool employees may participate in group health and dental plans by
789 paying the monthly premiums.

790 (c) Nursing pool employees who work major holidays shall be paid at time and one-
791 half.

792 (d) A nurse on a permanent appointment who elects nursing pool status shall, upon
793 return to a permanent appointment, have vacation and sick balances restored
794 pursuant to Chapter 17.17.
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Section 22. Chapter 62.04 of the General Ordinances of Milwaukee County — Group life
insurance, is amended as follows:

62.04. Premium payment.
(1) The county shall pay the full premium:

()

(a)
(b)

(©)

(d)

In case of a retirement for disability.
After attainment of age sixty-five (65) while employed, and after attainment
of age sixty-five (65) while retired, provided that at the time of retirement, the
employee is eligible for normal retirement benefits under the employees'
retirement system of the county, or under the sheriffs' retirement system, and
provided that he/she maintains insurance in force in group plan from
retirement to attainment of age sixty-five (65) on the employee-employer
basis by monthly deductions from his/her monthly retirement allowance.
After attainment of age sixty-five (65) where person terminated under section
62.02(7) provided person has maintained premium payments in force in group
plan from date of termination to attainment of age sixty-five (65) by
remittances to the department of human resources therefor.

While an employee is on a leave of absence granted by the civil service
commission for military service, but not to exceed a period of two (2) years
from date of entry into service.

The premium shall be shared by employer-employee:

(a)
(b)

(©)

While the employee is employed by the county.

When retirement has been effected before age sixty-five (65), except for
employees in title codes 613, 615, 616 and 617.

The formula for sharing premium payments between the employer and
employee shall be as follows:

1) Fifty-eight and eighty-two hundredths (58.82) percent of monthly
premium per one thousand dollars ($1,000.00) shall be charged to the
employee, and forty-one and eighteen hundredths (41.18) percent of
monthly premium per one thousand dollars ($1,000.00) shall be charged
to the county.

2 Fifty-eight and eighty-two hundredths (58.82) percent of dividend
monthly rate per one thousand dollars ($1,000.00) calculated on
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estimated dividend shall be credited to the employee, and forty- one and
eighteen hundredths (41.18) percent of dividend monthly rate per one
thousand dollars ($1,000.00) calculated on estimated dividend shall be
credited to the county.

3 Net premium per one thousand dollars ($1,000.00) arrived at by
deducting the resultant of subsection (2) from the resultant of subsection
(1) shall be the employee's cost per month for each one thousand dollars
($1,000.00), except as provided in subsection (5).

4 The employee's cost, as in subsection (3), deducted from the premium
rate per month will yield the county's cost per month for each one
thousand dollars ($1,000.00).

(5) The monthly life insurance premiums for ren-represented employees
and retirees, to a maximum coverage of twenty-five thousand dollars
($25,000.00), shall be paid for by the county, or as may be included in a
collective bargaining agreement.

3) Insufficient earnings—Ilapse of insurance. When an employee is absent from work
without pay in any period to the extent that there are not sufficient earnings to permit
deducting the insurance premium, the insurance shall lapse unless the employee shall
make a direct payment of such premium to the department of human resources employee
group benefits division on or before the date stated on the county notice of employee
insurance premium payment due. The mailing of such notice shall relieve the county of
any liability for not contacting an employee upon the expiration of the premium payment
due date.

4) Except for employees represented by a public safety worker collective bargaining
unit, tFhe provisions of subsections 62.04(1)(a), (1)(b), (2)(b), and (2)(c)(5) shall not
apply to employees netrepresented-by-a-collective-bargaining-agreement who become

members of the county employees retirement system on or after January 1, 1994, who
retire. Employees netrepresented-by-a-coHective bargatning-agreement-who become
members of the county employees’ retirement system on or after January 1, 1994, may
upon retirement opt to continue their basic life insurance coverage, for which they are
eligible, upon payment of the full monthly premium.

(5) The provisions of subsections 62.04(1)(a), (1)(b), (2)(b), and (2)(c)(5) shall not
apply to employees represented by the Federation of Nurses and Health Professionals
who become members of the county employees’ retirement system on or after final
approval of the 2013 collective bargaining agreement. Employees represented by the
Federation of Nurses and Health Professionals who were hired prior to the final approval
of the 2013 collective bargaining agreement and retired after that date shall be eligible for
retiree life insurance as set forth above.

SECTION 23. The provisions of this resolution and ordinance shall be effective upon
passage and publication.
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Fiscal Impact of the Department of Human Resources Request to Amend Various
Sections of the Milwaukee County Code of General Ordinances

The Department of Human Resources is requesting to amend various sections of the Milwaukee County
Code of General Ordinances (MCGO), to provide clarification on certain employment terms and
conditions for employees formerly represented by American Federation of State, County and Municipal
Employee (AFSCME) District Council 48 (DC48) and for employees represented by non-public safety
worker collective bargaining units. These actions seek to incorporate the financial compensation and
fringe benefit provisions of the following contracts into ordinance:

AFSCME District Council 48 2007 — 2008 Contract

Association of Milwaukee County Attorneys (Attorneys) 2009 — 2011 Contract

International Association of Machinists and Aerospace Workers (Machinists) 2009 — 2011 Contract
Federation of Nurses and Health Professionals (Nurses) 2012 Contract

Technicians, Engineers, and Architects of Milwaukee County (TEAMCO) 2009 —2011 Contract
Milwaukee Building and Construction Trades Council (Trades) 2009 — 2011 Contract

These recommended changes result in the following changes to the status quo and are discussed in detail
in the corresponding sections below:

Provision Cost/(Savings)

Shift Differential $3,316

Uniform Allowance ($17,138)
Standby Pay ($3.,321)
Call-In Pay $0
Tool Allowance ($375)
Weekend Differential $1,595
Vacation & Holiday ($95,626)
Life Insurance $764
Lunch Overtime ($5,770)
Pager Pay ($6,776)
Pulling Fee ($6,520)
Total Estimated Cost/(Savings) ($129,851)

Section 1. Repeal of Status Quo Ordinance for DC48
Fiscal Impact: $0

This action results in the repeal of MCGO 17.015. This section of the ordinance codifies certain
provisions of the American Federation of State and Municipal Employees (AFSME) District Council 48
(DC 48) 2007 — 2008 Contract into ordinance.

This action has no direct fiscal impact, although specific provisions may be affected by other changes
recommended in the ordinance change.
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Section 2. Reallocation of Existing Positions
Fiscal Impact: $0

This action applies MCGO 17.055, which provides the reallocation policy and procedure for non-
represented classification, to all classifications within the County with the exception of elected officials,
constitutional officers and classifications provided differently in a collective bargaining agreement.

The practice in MCGO is the same as the practice in prior labor agreements. Therefore, the status quo is
maintained resulting in no fiscal impact.

Section 3. Employment Definitions
Fiscal Impact: In Process

This action defines full-time, part-time, seasonal, hourly and pool positions. Based on these definitions,
this fiscal note assumes that any employee that exceeds 1,560 hours in a year (30 hours per week) will be
considered a full-time employee. The Affordable Care Act will require in 2015 that the County define a
full-time employee for health care benefits, who is paid on-average thirty hours or more per week: a full-
time employee. The County is reviewing this change to determine if employees who are currently
receiving the benefit will no longer be afforded health benefits, and if other employees will now receive
the health care benefit. A separate report will have to be submitted to the committee regarding
compliance with the Affordable Care Act based on the new definition within the Act. The 2013 Adopted
Budget assumes an annual cost of $15,089 per employee for healthcare.

Section 4. Shift Differential
Fiscal Impact: $3,316

Employee Group Current Proposed Change
DC48 Designated $0.40 $0.40 $0.00
Nurses' $2.50 or $3.50 $2.50 or $3.50 $0.00
Trades $0.35 $0.40 $0.05
Machinists $0.35 or $0.40 $0.40 $0.05
TEAMCO None $0.40 $0.40
Attorneys None $0.40 $0.40
Non-Represented $0.35 $0.40 $0.05

This action maintains the status quo on shift differential for DC48 designated employees and Nurses
members. It increases the shift differential for all Trades, Machinists and non-represented staff from

$0.35 to $0.40.

This change would result in a total of $3,316 in additional costs in future years as shown below:

2011 2012 Average Additional Cost
Trades 1,688 2,836 2,262 $113
Machinists 13.5 0 7 $0
Non-Represented 58,095 70,009 64,052 $3,203
Total Cost $3,316

This change could potentially provide for a $0.40 shift differential for Attorneys (1 FTE) and TEAMCO
(17 FTE) members whose pay grade is less than 30M and whose shift begins at or after 2:30 p.m. It is
worth noting that the County may pay shift differential to a TEAMCO member working a third shift

! The Nurses shift differential is shownhere for illustrative purposes. The actual revision to ordinance occurs in Section 21.
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project at the General Mitchell International Airport (GMIA), but these costs would be charged to the
project and would not result in any tax levy cost. Therefore, for purposes of this fiscal note, we assume
no fiscal impact for the Attorneys and TEAMCO change.

Section 5. Pool Employees
Fiscal Impact: $0

This action modifies MCGO 17.14(7)(y) to include pool employees as a group not eligible to participate
in County health plan unless the pool employee pays the full premium.

The practice in MCGO is the same as the practice in prior labor agreements for pool employees.
Therefore, the status quo is maintained resulting in no fiscal impact.

This provision will have to be reviewed for 2015 to ensure compliance with the Affordable Care Act.

Section 6. Uniform Allowance
Fiscal Impact: ($17,138)

This action maintains the status quo on the amount provided to certain classifications for uniform
reimbursement. It does however change the payment mechanism from allowance to reimbursement.
Although eligible County employees will still receive reimbursement for uniform purchases, they will
only receive reimbursement for actual purchases. This differs from past practice in which employees
received the entire uniform allowance, regardless of whether a uniform was purchased.

Uniform allowances have been provided for certain classifications of non-represented employees, DC48
designated employees and for certain classifications of employees represented by other unions. The
recommendation is to continue to provide uniform reimbursement to all employees who previously were
eligible, but to change the method of payment from an allowance to a reimbursement. As an allowance,
employees automatically received the payment, regardless of whether they purchased a uniform or not.
Under the allowance method, the payment is subject to income tax, decreasing the value of the payment.
If the recommended change is approved, employees will continue to receive reimbursement, but only
when presenting a valid receipt for the type of uniform allowed. Under the reimbursement method,
employees receive reimbursement for the full value of their uniform cost (it is not taxable). This change
may result in savings to the County if employees do not seek reimbursement for their purchases. The
average spent on uniform allowances in 2011 and 2012 was $171,381. Because the County has no
historical data to base the rate of reimbursement on, this analysis assumes a 90 percent reimbursement
rate in future years. At a 90 percent reimbursement, there is an estimated expenditure savings of $17,138.

Section 7. Dependent Care Expenses
Fiscal Impact: $0

This action codifies the current Dependent Care Flexible Spending Account benefit for all employees
except those represented by a public safety union. It maintains the status quo and therefore, has no fiscal
impact.

Section 8. Short Term Income Continuation Insurance
Fiscal Impact: $0

This action codifies the current short term income continuation insurance benefit for all employees except
those represented by a public safety union. It maintains the status quo and therefore, has no fiscal impact.
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Section 9. Standby Pay
Fiscal Impact: ($3,321)
Employee Group” Current Proposed Change
DC48 Designated $0.60 $0.60 $0.00
Nurses’ $1.25 $1.25 $0.00
Trades $0.55 $0.60 $0.05
Machinists None $0.60 $0.60
TEAMCO None $0.60 $0.60
Attorneys None $0.60 $0.60
Non-Represented None $0.60 $0.60

This action maintains the status quo on standby pay for Nurses members and most DC48 designated
employees. There are thirteen (13) FTE that are FLSA exempt, who would not be entitled to standby pay
under the change in rules. The proposed change increases the standby pay for all Trades members from
$0.55 to $0.60. It also implements standby pay for all FLSA non-exempt Machinists, TEAMCO,
Attorneys and non-represented positions. This action also maintains the current provision that if an
employee is called in while on standby, they will be paid a minimum of four hours of pay.

This change would result in a total of $14,429 in additional costs in future years as shown below:

2011 - Hours 2012 - Hours Average - Hours Additional Cost
Trades 45,213 108,327 76,770 $3,838
Machinists’ 0 0 6,680 $4,008
Non—Represented5 8,693 13,250 10,972 $6,583
Total Cost $14,429

This change could potentially provide for $0.60 standby pay for Attorneys (1 FTE) and TEAMCO (17
FTE) members who are FLSA non-exempt. It is unlikely that these employees would ever be placed on

standby pay. Therefore, for purposes of this fiscal note, no fiscal impact is assumed for the Attorneys and
TEAMCO change.

MCGO currently has no provision for standby pay for non-represented employees except for district
attorney investigators. However, various non-represented employees other than district attorney
investigators have been receiving standby pay. Based on the changes recommended, these non-
represented, FSLA-exempt employees would no longer be eligible for standby pay which would provide a
savings to the County. Assuming an average of 29,584 hours per year paid at $0.60 per hour, the County
would save $17,750.

In total, these changes result in a savings of $3,321: Savings of $17,750 from Non-Represented
employees, who currently receive benefit, which will end, offset by payment that will now occur for
Trades, Machinists and Non-represented (currently not receiving benefit) with a cost of $14,429

? Assumes that only employees that are FLSA non-exempt within these groups will be eligible for standby pay.

® The Nurses standby pay is shown here for illustrative purposes. The actual revision to ordinance occurs in Section 21.

4+ Assumes that one Machinist will be on call for every hour of the day outside of normal working hours for a total of 6,680 hours.

5 For this fiscal note, it is assumed that only non-represented FLSA non-exempt employees will receive standby pay after this change. Currently,
various FLSA exempt employees are receiving standby pay.
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Section10. Call-In Pay
Fiscal Impact: $0

Employee Group® Current Proposed Change
DCA48 Designated 3 hours 3 hours 0
Nurses’ 3 hours 3 hours 0

Trades 4 hours 3 hours 1 hour

Machinists 4 hours 3 hours 1 hour

TEAMCO None 3 hours 3 hours

Attorneys None 3 hours 3 hours

Non-Represented None 3 hours 3 hours

This action maintains the status quo on call-in pay for Nurses members and DC48 designated employees.
It decreases the number of hours paid for a call-in occurrence for Trades and Machinists members from
four hours to three hours.

This change could potentially provide for call-in pay for Attorneys (1 FTE), TEAMCO (43 FTE) and
non-represented (267 FTE) staff who are FLSA non-exempt. It is unlikely that members of the
TEAMCO and Attorneys would ever be called in outside of their normal working hours. Therefore, for
purposes of this fiscal note, we assume no fiscal impact for the Attorneys and TEAMCO change. It is
more likely that non-represented staff may be called in outside of their normal working hours and be
eligible for call-in pay. However, because the County’s Ceridian Time & Attendance system (CTA) does
not track an employee’s time worked under the call-in provision, it is impossible to calculate the fiscal
impact that this change will have.

Any potential savings from limiting the number of call-in hours from four to three is likely mitigated by
any new hours paid out for non-represented staff called in. Therefore, while there is likely a fiscal impact
to this recommendation, it is incalculable. Changes will be made to the payroll system to track this
payment in the future.

Section 11. Tool Reimbursement
Fiscal Impact: ($375)

This action maintains the status quo on the amount provided to certain classifications for tool
reimbursement. It does however change the payment mechanism from allowance to reimbursement.
Although certain County employees will still be eligible for reimbursement for tool purchases, they will
only receive reimbursement for actual purchases. This differs from past practice in which employees
received the entire uniform allowance, regardless of whether a tool was purchased.

Tool allowances have been provided for at $100 per calendar year for certain classifications of non-
represented employees and DC48 designated employees and for certain classifications of employees
represented by other unions. The recommendation is to continue to provide tool reimbursement to all
employees who previously were eligible, but to change the method of payment from an allowance to a
reimbursement. As an allowance, employees automatically received the payment, regardless of whether
they purchased a tool or not. Under the allowance method, the payment is subject to income tax,
decreasing the value of the payment. If the recommended change is approved, employees will continue
to receive reimbursement, but only when presenting a valid receipt for the type of tool allowed. Under
the reimbursement method, employees receive the full value of their tool cost (it is not taxable). This
change may result in savings to the County if employees do not seek reimbursement for their purchases.

6 Assumes that only employees that are FLSA non-exempt within these groups will be eligible for call-in pay.
7 The Nurses call-in pay is shown here for illustrative purposes. The actual revision to ordinance occurs in Section 21.
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The average spent on tool allowances in 2011 and 2012 was $3,750. Because the County has no
historical data to base the rate of reimbursement on, this analysis assumes a 90 percent reimbursement
rate in future years. At a 90 percent reimbursement, there is an estimated expenditure savings of $375.

Section 12. Rollback and Wrecker Equipment Operators
Fiscal Impact: $0

This action maintains the status quo on the amount of differential paid to employees who operate rollback
and wrecker equipment; therefore, there is no fiscal impact.

Section 13. Reimbursement for Professional Activities
Fiscal Impact: $0

This action intends to provide reimbursement to employees for things such as seminar and tuition
reimbursement and certification fees. Although not specifically provided for as in prior labor contracts,
the intent is to maintain the status quo at the discretion of the department. For purposes of this fiscal note,
the status quo is assumed, and therefore, there is no fiscal impact anticipated.

Section 14. Weekend Shift Differential
Fiscal Impact: $1,595

Employee Group Current Proposed Change
DC48 Designated $0.40 $0.40 $0.00
Nurses’ $1.00 $1.00 $0.00
Trades $0.30 $0.40 $0.10
Machinists $0.35 $0.40 $0.05
TEAMCO None $0.40 $0.40
Attorneys None $0.40 $0.40
Non-Represented $0.35 $0.40 $0.05

This action maintains the status quo on weekend differential for Nurses members plus most DC48
designated employees. It increases the shift differential for all non-represented staff, Trades members,
and Machinists members to $0.40.

This change would result in a total of $1,595 in additional costs in future years as shown below:

2011 2012 Average Additional Cost
Trades 1,786 1,300 1,542 $154
Machinists 12 0 6 $0
Non-Represented 30,489 27,153 28,821 $1,441
Total Cost $1,595

This change could potentially provide for a $0.40 weekend differential for Attorneys (1 FTE) and
TEAMCO (17 FTE) members whose pay grade is less than 30M and whose shift is on a weekend. The
current fiscal impact due to Attorneys and TEAMCO members would be zero. It is worth noting that the
County may pay weekend differential to a TEAMCO member working a weekend shift project at the
General Mitchell International Airport (GMIA), but these costs would be charged to the project and
would not result in any tax levy cost.

8 The Nurses shift differential is shown here for illustrative purposes. The actual revision to ordinance occurs in Section 21.
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Section 15. Vacation and Holiday
Fiscal Impact: ($95,626)

This action results in three changes to the status quo:
e Amends the vacation allotment for TEAMCO members for future years only
Discontinues the practice of the payout of accrued vacation for Nurses members.
e Provides eight hours of holiday time to any full-time employee who is a Nurse, TEAMCO,
Attorney, Machinist or Trade member if in the prior year, that employee used no sick time, and
took no time without pay.

All employees, with the exception of employees represented by a public safety union, would be subject to
the same vacation policies regarding initial allotment, annual allotment and carryover under this policy

change.

For TEAMCO members, the allotment would change for future years as follows:

Years of Service Current Recommended

At hire - 80 hours pro-rated

6 months 50 hours -
1 year 100 hours 80 hours
5 years 140 hours 120 hours

10 years 180 hours 160 hours

15 years - 200 hours

20 years 220 hours 240 hours

TEAMCO members will continue to earn their current allotment. The new schedule will only be
applicable when the member is entitled to the next increase in their allotment. For example, an employee
with 8 years of service would continue to be allotted 140 hours until10 years of service. At that point, the
employee would be allotted 160 hours under the new schedule instead of 180 hours.  This
recommendation only results in savings when an employee who would have otherwise been eligible for a
payout of higher vacation hours becomes eligible for a lesser amount and is actually paid out. This
recommendation results in a potential cost when employees with 15 years of service or more become
eligible for a potential payout of more vacation hours under the recommended policy. Based on the
current tenure of employees, there are 14 employees who will be entitled to additional vacation on
January 1, 2014, resulting in 280 hours of additional liability. Based on current salaries, this is an
additional annual liability of $10,137 for the County for 2014.

For Nurses members, the current practice allows any retiring or resigning member to be paid out for
vacation both earned and awarded and vacation earned but not yet awarded. For example, an employee is
currently earning vacation time for the following year. The County awards that earned time on January 1
of each year. A nurse with 80 hours of vacation who leaves on June 30™ would be entitled to any unused
portion of the awarded time in the current year and one-half of her annual allotment for the following year
(in this scenario, 40 hours). No other employees are currently entitled to the payout of earned, but not yet
awarded vacation time. In order to approximate a savings, it is assumed that an average of 38 employees
will resign or retire each year with 92 hours of earned, but not yet awarded vacation. Based on an average
hourly salary of $32.1676, this results in an annual savings of $113,050.

In future years, Nurses, TEAMCO, Attorneys, Machinists and Trades members will be eligible for eight
hours of holiday time if in the prior year the employee used no sick time and took no time without pay. In
order to approximate a cost, it is assumed that an average of 28 employees will receive an additional eight
hours of pay each year or 224 hours of pay. Based on an average salary of $37.00 of the employees
eligible for the benefit at the end of 2012, the result is an annual cost of $8,287.




Memo re: Fiscal Impact of the Department of Human Resources Request to Amend Various Sections of the
Milwaukee County Code of General Ordinances
Page 8

The total savings resulting from these changes is estimated to be $95,626.

Section 16. Personal Days
Fiscal Impact: $0

This action codifies the current personal days benefit for all employees except those represented by a
public safety union. It maintains the status quo and therefore, has no fiscal impact.

Section 17. Voluntary Time Off Without Pay
Fiscal Impact: $0

This action codifies the voluntary time off without pay provision for all employees except those
represented by a public safety union. It maintains the status quo and therefore, has no fiscal impact.

Section 18. Pro-Rata Benefits’
Fiscal Impact: $0

This action codifies the vacation, personal, sick and holiday benefits allotment and accrual for all
seasonal, hourly and pool employees except those represented by a public safety union. It maintains the
status quo and therefore, has no fiscal impact.

Section 19. Accrued Time Off Donor Program
Fiscal Impact: $0

This action codifies the accrued time off donor program for all employees except those represented by a
public safety union. It maintains the status quo and therefore, has no fiscal impact.

Section 20. Grievance Procedure
Fiscal Impact: Unknown at this time

This action repeals the grievance procedure policy and procedure for non-represented staff and allows the
Director of Human Resources to establish a grievance procedure for all staff not represented by a public
safety worker collective bargaining unit.

The fiscal impact of a new grievance process cannot be calculated until the process is established.

Section 21. Registered Nurses
Fiscal Impact: $0

This action codifies the current benefits for all nurses. It maintains the status quo, and therefore, has no
fiscal impact.

e Pay at twice the base rate for work on Thanksgiving and December 25™

e Seminar reimbursement and annual certification pay up to $550 per year per employee

e Annual certification pay of $300

o Up to $2,000 per year for cost incurred to maintain their practitioner certification for Advanced
Practice Nurse Prescribers, Occupational Therapists and Music Therapists

e Up to $3,000 per year per employee for tuition reimbursement

% It is worth noting that at the time this fiscal note was created, there exists a discrepancy between the benefits provided to part-time employees
under MCGO 17.17 (see Section 15) and this section. It is the Comptroller’s understanding that current practice will be maintained, and that the
benefits provided under this section will be enforced.
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Specialty certification pay of $300

Advance practice nurse prescriber pay of $2.50

Standby pay of $1.25

Call-in pay at a minimum of three hours of pay

Weekend differential of $1.00

Charge differential of $1.00

Pay at twice the base rate for mandatory overtime

$50 parking reimbursement for nurses scheduled at the Community Correctional Facility —

Central

e Nursing pool employees retain the following

o Bonus payment - $250 for 201 — 400 hours; $600 for 401 — 800 hours; and $1,000 for
801 or more hours

o Eligible for participation in group health and dental if monthly premiums paid

o Pay at time and one-half for major holidays

o A nurse on permanent appointment that elects pool status and then returns to permanent
status shall have all vacation and sick balances restored

This section also eliminates reference to the weekend program. Under current ordinance, the
administration has the right to discontinue the weekend program at any time. For purposes of this fiscal
note, it is assumed that the one employee who still participates in the weekend program will continue to
do so and that upon her departure, the program will be officially eliminated. Therefore, the status quo is
maintained and there is no fiscal impact.

Section 22. Life Insurance
Fiscal Impact: $764

This action affects the following:
e Codifies the current life insurance benefit for all employees not represented by a public safety
bargaining unit
e Increases the maximum coverage amount by the County to $25,000 for Attorneys members
e Requires payment of the full monthly premium for life insurance premiums of Nurses members
hired on or after November 7, 2013 that retire from the County

Based on the current premium rates, increasing the portion of salary fully paid by the County from
$20,000 to $25,000 for Attorneys members would cost the County $764 annually. All employees, except
members of a public safety bargaining unit, would have the same life insurance benefit.

The County currently provides Nurses members with the same life insurance benefit at retirement. This
benefit will no longer be provided to nurses hired on or after November 7, 2013. This results in no
current year savings, but will reduce the County’s Other Post Employment Benefits (OPEB) costs in
future years, when nurses hired on or after November 7, 2013 begin to retire without this benefit. This
savings will be reflected in future OPEB valuation studies and is not calculated as part of this fiscal note
as any notable savings would likely not be recognized for decades.

Other Areas Impacted by Recommendations

Overtime
Fiscal Impact: ($5,770)

The current practice of paying Nurses members time and one-half for all hours worked through a lunch
period is not recommended for continuation. Nurses members will continue to be paid for all time
worked through a lunch period, but will only be paid at straight time unless those hours exceed 40 hours



Memo re: Fiscal Impact of the Department of Human Resources Request to Amend Various Sections of the
Milwaukee County Code of General Ordinances
Page 10

worked in a week. In practice, an employee who works all 40 hours and works through each one-half
hour lunch for the entire work would still earn overtime, but not until Friday afternoon. The final two and
one-half hours worked on Friday would be paid at time and one-half.

On average, employees work approximately 18.4 hours of overtime during lunch periods. At time and
one-half, this is an average cost of $888 per pay period. Assuming that the County will continue to pay
overtime (albeit at a later point in the pay period), it can be conservatively anticipated that the County will
continue to pay approximately 75 percent of the average overtime hours for a total savings of $222 per
pay period. This results in an annual savings of $5,770.

Pager Pay
Fiscal Impact: ($6,776)

The current practice of paying Pager Pay is not recommended for continuation. Pager Pay is paid as an
additional $2.00/hour on all regular hours worked when an employee is required to carry a pager during
non-duty hours.

On average, employees are paid Pager Pay for 3,388 hours annually. Therefore, discontinuing this
practice will result in an estimated annual savings of $6,776.

Nurses — Pulling Fee
Fiscal Impact: ($6,520)

The current practice of paying employees a pulling fee is not recommended for continuation. The pulling
fee is paid to an employee who, when required to work in an area where the employee is not presently
assigned, volunteers to do so. When that employee is reassigned, they are paid an additional $2.50 for all
hours worked in the reassigned area.

On average, employees are paid 2,608 hours for reassignment for a total of $6,520. Assuming that this
pulling fee will no longer be paid results in a total savings of $6,520 annually.
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