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ARTICLEI
AGREEMENT

This Agreement made and entered into this 1st day
of July 2005, at Des Moines, lowa, pursuant to the
provisions of Chapter 20 of the Code of lowa, by and
between the State of lowa (hereinafter referred to as
the Employer) and the American Federation of State,
County, and Municipal Employees, lowaPublic
Employees Council 61, AFL-CIO (hereinafter referred
to asthe Union), and its appropriate affiliated locals,
as representatives of employees employed by the
State of lowa, as set forth specifically in Appendix A.

ARTICLEII
RECOGNITIONANDUNIONSECURITY

Section 1 Bargaining Units

A. The Employer recognizesthe Union asthe
exclusive collective bargaining agent for employees
ascertified by thelowa Public Employment Relations
Board (PERB) asset forthin Appendix A. The
Employer will not, during thelife of thisAgreement,
meet and negotiate with any group of employees or
with any other employee organization with respect to
terms and conditions of employment covered by this
Agreement.

B. Employeesexcluded from the bargaining unit are
all employees of the State of lowawho are managerial,
supervisory or confidential, part-time employeeswho
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are scheduled for less than seven hundred eighty
(780) hours per fiscal year and who are scheduled for
less than an average of fifteen (15) hours per week,
and all other employees specifically excluded by the
provisions of Chapter 20 of the Code of lowa.

C. Employeeswho are scheduled for an average of
less than twenty (20) hours per week, but more than
fifteen (15) hours per week, will not be entitled to sick
leave, holiday, vacation, and insurance benefits.
However, where permanent part-time employeesare
currently receiving prorated benefits, such benefits
shall be continued. In order to comply with pay
equity, all employeesat their date of hire shall be paid
in accordance with collectively bargained pay
schedules.

D. The Employer shall notify the Union prior to
adding or deleting classes in the classification plans.
The Union shall request ameeting within twenty (20)
calendar daysfollowing receipt of the noticeto review
the proposed additions and/or deletions. If no
meeting is requested, the Employer may proceed to
implement the proposals. If the parties meet to review
the additions and/or deletions, and if they are unable
to reach agreement asto their inclusion or exclusion
from the bargaining unit, they shall submit the
disputed class additions and/or deletions to PERB for
final resolution.

(Board of Regents see Appendix M-1)

Section 2 DuesDeduction
A. Upon receipt of avoluntary written individual
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order from any of its employees covered by this
Agreement, on forms provided by the Union, the
Employer will deduct from the pay due such employee
those dues required as the employee’s membership
duesin the Union and fees for Union insurance
programs.

B. Such order shall be effective only asto member-
ship dues becoming due after the date of delivery of
such authorization to the payroll office of the
employing unit. Deductions shall be made only when
the employee has sufficient earnings to cover same
after deductionsfor social security, federal taxes, state
taxes, retirement, health insurance, dental insurance
and lifeinsurance. Deductions shall bein such
amount as shall be certified to the Employer in writing
by the authorized representative of the Union.

C. Such ordersshall be terminable with written
notice to the Employer and the Union either between
June 15th and June 30th of the second or last year of
each Agreement or within atwo-week period follow-
ing the anniversary date of the employee’s authoriza-
tion to withhold dues. The Employer agrees not to
hold requests to terminate authorization for payroll
dues deduction. Such deductions shall cease within
sixty (60) calendar daysfrom receipt of the employee’'s
notice to terminate dues deduction.

D. TheUnion shall indemnify and hold the Em-
ployer harmless against any and all claims, demands,
suits, or other forms of liability which may arise out of
any action taken or not taken by the Employer for the
purpose of complying with the provisions of this
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Section and the provision of the social security
numbers of dues payers.

E. No other employee organization shall be granted
or allowed to maintain payroll deduction for employ-
ees covered by this Agreement.

F. The Employer shall submit to the Union, with
each remittance of deductions, alist of all employees
having such deductions, including all information
presently provided by each department and agency.
On amonthly basis, and at no cost to the Union, the
Employer shall provide the Union with acomputer
tape or diskette, whichever ismutually agreeable,
which, in aformat agreeable to both parties, shows
each bargaining unit employee's name, home address,
home number in the public domain, payroll number,
work location, work number (if available), pay grade,
step, and hourly wage rate, as well as a header tape
with insurance information, and any other information
mutually agreed to. Each timethe 10-digit payroll
header file is changed, but no less than annually, the
Employer shall provide the Union with alist showing
the header codes and code key. For those employee
groups, such as employees of Community Based
Corrections, lowa School for the Deaf, and lowa
Brailleand Sight Saving School, where acomputer
tape isnot available on amonthly basis, the Employer
will, a no cost to the Union, provide the Union with a
diskette showing the above information.

G Loca unionswithin AFSCM E may independently
adjust their dues structures to meet local needs. The
local unionswill provide written noticeto Council 61
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regarding any dues deduction changes. The Em-
ployer will effectuate one change per local per fiscal
year at no cost to the union within sixty (60) calendar
days after receipt of notice of such change from
AFSCME/lowaCouncil 61. However, such notice
may be given only from December 1 through January
31, or June 1 through July 31. A second change
requested by alocal in afiscal year or achange
requested at a time other than the periods stated
abovewill beimplemented within sixty (60) calendar
days from the Employer’sreceipt of such request, but
thelocal unionwill be charged for programming costs.
Such change will not beimplemented during the
months of December, January or July.

H. The Employer agreesto deduct from the wages
of any employeewho isamember of the Union a
PEOPL E deduction as provided for in awritten
authorization. Such authorization must be executed
by the employee and may be revoked by the em-
ployee at any time by giving written notice to both
the Employer and the Union. The Employer agreesto
remit any deductions made pursuant to this provision
promptly to the Union, together with an itemized
statement showing the name of the employee from
whose pay such deductions have been made and the
amount deducted during the period covered by the
remittance. Reporting shall be consistent with Article
1, Sec. 2(F).



Section 3 Bulletin Boards

A. TheUnion shall beallowed to utilize one-half (1/
2) of the space on existing bulletin boards customarily
used for the posting of information to the employees
in the unit. It isunderstood that there shall be no
pyramiding by the Union and that no more than one-
half (1/2) of any existing bulletin boards shall be used
by the Union regardless of the number of bargaining
units represented.

B. Nopoalitical campaign literature or material
detrimental to the Employer or the Union shall be
posted. This provision shall not apply to bulletin
boards customarily used for the posting of notices to
students, patients or inmates at state institutions.

C. The Employer agreesthat during working hours,
without loss of pay, and on the Employer’s premises,
Union representatives shall be granted a reasonable
amount of time for the purpose of posting Union
notices on designated bulletin boards.

(Capital Complex seeAppendix L-5)

Section 4 Union Leave

A. Elected constitutional officers of the Union and/
or its affiliated local s/chapters shall, upon written
request of the Union and/or its affiliated locals/
chapters, be granted a leave of absence without pay
for theterm of office, not to exceed two (2) years.
Appointed officials of the Union and/or its affiliated
locals/chapters shall, upon written request of the
Union and/or its affiliated |ocals/chapters, be granted
aleave of absence without pay for the term of office,
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not to exceed two (2) years unless the absence of the
employee would cause a substantial hardship on the
operating efficiency of the employing unit.

The Employer agreesto provide the Union an
explanation of why the request constitutes a hard-
ship. Grievancesinvolving theissue of whether a
substantial hardship does, in fact, exist may be
appealed directly to arbitration pursuant to Article 1V
of thisAgreement. Notwithstanding the above,
elected or appointed officials of the Union and/or its
affiliated local s/chapters may elect to take vacation or
earned compensatory timein lieu of aleave of
absence without pay.

B. These same elected officers shall be rel eased for
monthly local/chapter meetings and quarterly Council
61 meetings under the same rules as above. The
employeewill providethe employee’s supervisor with
ten (10) calendar days written notice for these
meetings. A Union officer’sleave supersedes any
other scheduled leave of bargaining unit members.
Any special meeting requiring less than ten (10)
calendar days notice must be arranged through the
Department of Administrative Services-Human
ResourcesEnterprise (DAS-HRE). Unionleavewith
less than ten (10) calendar days advance notice shall
belimited to ten (10) days per employee per year.

C. Upon thereguest of the President of AFSCME/
lowa Council 61 to the Chief Operating Officer of the
Department of Administrative Services—Human
Resources Enterprise, employees shall be granted a
union leave for other union activities. Such leave(s)
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shall belimited to ninety (90) calendar days per

person in each fiscal year. Pursuant to subsection A
of this Section, the leave may be denied if the absence
of the employee would cause a substantial hardship
on the operating efficiency of the employing unit.

D. During union leave without pay for thirty (30)
calendar days or less, employees shall continue to
accrue sick leave and annual (vacation) leave and the
Employer will continueto pay the Employer’s share of
all insurances.

At the Union’s written request, during periods of
leave of thirty calendar daysor less, the Employer will
continue to pay the Employee's wages so that the
Employee’sretirement contributionswill be uninter-
rupted. The Employer shall receive reimbursement
from the Union within fifteen calendar (15) days
following paycheck issuance for such gross wages
including the Employer’sshare of retirement and
Federal payroll taxes paid during such periods of
union leave without pay. Failureto reimburse the
Employer in accordance with this provision will nullify
this subsection in its entirety for the period remaining
inthe term of thisAgreement.

Section 5 Union Conventionsand Conferences

A. Duly elected Union delegates or aternates to the
annual conventions of AFSCM E/lowa Council 61,
AFL-CIO and the | owa Federation of Labor, AFL-CIO
shall be granted time off without pay, not to exceed a
total of ten (10) work days annually, to attend said
conventions.



B. Duly elected Union delegates or aternates to the
biennial convention of AFSCME International, AFL-
ClO shall be granted time off without pay, not to
exceed atotal of ten (10) work days, to attend said
convention.

C. Union representatives selected to attend Union
conferences shall be granted time off, without pay,
not to exceed ten (10) work days annually, to attend
said conferences.

D. TheUnion shall givethe Employer at least ten
(10) work days advance notice of the employeeswho
will be attending such functions whenever possible.
Time off taken pursuant to this Section may be
charged to vacation, earned compensatory time, or
leave of absence without pay as the individual
employee may designate.

Section 6 Union Activity

Bargaining unit employees, including Union officers
and representatives, shall not conduct any Union
activity or Union business on State time except as
specifically authorized by the provisions of this
Agreement.

Section 7 Discrimination

The parties agree that their respective policieswill
not violate any bargaining unit member’srightswhich
are provided in this Agreement because of union or
non-union affiliation.



Section 8 Union Activity Protection

A. Chapter 20 of the Code of lowa provides that the
Employer isprohibited from interfering with concerted
union activity, as set forth in Sections 20.10 (2) a-h of
the Code of lowa.

B. Bargaining unit employeeswho allege aviolation
of these rights may elect to file charges pursuant to
Section 20.10 (2) of the Code of lowa. Inadditionto
the procedures set forth in the Code of 1owa, Section
20.11 and PERB Rules, Chapter 3, PERB shall, at the
request of the parties and pursuant to this Agreement,
provide an expedited procedure for the resolution of
alleged violations of subsection A of this Section.
When one of the parties submits arequest to utilize
this expedited procedure, the other party shall agree
or disagreeinwriting within fourteen (14) calendar
days of itsreceipt of the request. The procedure shall
provide for an adjudicator designated by PERB to
conduct a hearing and issue appropriate decisions
and orders. The adjudicator shall endeavor to issue
such decisions and orders within thirty (30) days. If
the bargaining unit employee electsto utilize the
expedited procedure, the parties to this Agreement
agree that those procedures shall be exclusive and
that the adjudicator’s decision and order shall be final
and binding.

Section 9 Union Visitation

Upon request, Union representatives will be allowed
to meet with bargaining unit employees during the
employees non-work time on the Employer’spre-
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mises, provided suitable meeting facilitiesare
availableand practical.

Section 10 No Reprisal

The Employer shall not take reprisal action against
an employee for disclosure of information by that
employeeto amember of the General Assembly, the
L egidlative Service Bureau, the Legidlative Fiscal
Bureau or the respective caucus staff of the General
Assembly, or for disclosure of information which the
employee reasonably believesis evidence of a
violation of law or rule, mismanagement, agross
abuse of funds, an abuse of authority, or a substantial
and specific danger to public health or safety.

Section 11 Electronic Communication

For purposes of this section, the term
“electronic communication device” isdefined to mean
atelephone, acellular telephone, apager, afacsimile
machine, and the employer’se-mail system.

Only representatives of the union whose
names have been provided to the employer shall be
permitted to use electronic communication devices
subject to the following conditions:

1. Theamount of time used by the union repre-
sentative must be reasonable and must not unduly
interfere with the performance of the union
representative’s work duties.

2. Communicationislimited to the processing of
grievances, matters pertaining to investigatory
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interviews, labor/management meetings, and other
information normally posted on union bulletin boards.

3. Nopolitical campaign literature or material
detrimental to the Employer will be transmitted by the
union representative.

4. Employeeswho use el ectronic communication
devices will be responsible for payment of costs
incurred by the Employer which arein addition to
normal operating Costs.

5. Employer work rulesand policies, notin
conflict with thissection, will apply.

Nothing herein should be construed as creating
restrictions on previously permitted uses or as
authorizing usein locations where useis prohibited
due to health, safety or security reasons.

Section 12 New EmployeeOrientation

One representative of the local Union shall be granted
up to thirty (30) minutesfor Union orientation during
theformal orientation for new employeeseither asa
group or with individuals.

Where the Employer does not have aformal orienta-
tion program, the Employer will notify the Local Union
President/Chapter Chair that a new employee(s) has
been hired. The Employer will allow, astheUnion
may elect, either up to thirty (30) minutesfor Union
orientation with the new employee to be scheduled by
the Employer within thirty (30) days of the date of
hire, or the distribution to new employees represented
by the Union a packet of information material fur-

12



nished to the Employer by thelocal Union.

The Employer retainstheright to review materials
provided for new employees by the Union and refuse
to distribute any political campaign literature or
material detrimental to the Employer.

Thethirty (30) minute Union orientation shall be
voluntary and without loss of pay for the new
employee(s).

The Union representative shall be in pay status for
thethirty (30) minute Union orientation only if the
representative is on duty at the time the orientation is
presented. No loca Union representative shall
receive overtime, call-back pay, etc., for participating
inthe employee orientation program while off duty.
This does not supersede the current agreement on
New Employee Orientation between the Union and
the Department of Corrections. That agreement
remainsin effect.

ARTICLEIII
MANAGEMENT RIGHTS

Consistent with thisAgreement, management shall
have, in addition to all powers, duties and rights
established by constitutional provisions, statute,
ordinance, charter or special act, the exclusive power,
duty, and the right to:

1. Direct thework of itsemployees.

2. Hire, promote, demote, transfer, assign, and retain
employeesin positions within its agencies.

3. Suspend, discipline or discharge employeesfor
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proper cause.

4. Maintain the efficiency of governmental operations.
5. Relieve employees from duties because of lack of
work or for other |egitimate reasons.

6. Determine and implement methods, means, assign-
ments and personnel by which the Employer’s
operations are to be conducted.

7. Take such actions as may be necessary to carry out
the mission of its agencies.

8. Initiate, prepare, certify and administer its budget.
9. Exercise dl powers and duties granted to the
Employer by law.

ARTICLEIV
GRIEVANCE PROCEDURE

Section 1 Definition

A. A grievance shall be awritten complaint alleging
aviolation involving the application and interpreta-
tion of the provisions of this Agreement.

B. A grievance shall contain a statement of the
grievance by indicating the issue(s) involved, the
relief sought, the date the incident(s) or violation(s)
took place, if known, and the specific section or
sections of the Agreement involved. The grievance
shall be presented to the designated supervisor on
forms mutually agreed upon and furnished by the
Union, and signed and dated by the Union. The
grievance formwill state the name of the employee(s)
authorizing thefiling of the grievance. An aggrieved
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Employee shall have theright to a Union representa-
tive appointed by the Union.

C. Any bargaining unit employee shall have the
right to meet and adjust his’her individual complaint
with the Employer.

D. Thearbitration provisions of thisAgreement
may only be invoked with the approval of the Union
and, in the case of an employee’s grievance, only with
the approval of the employee.

E. All grievances must be presented promptly and
no later than fourteen (14) calendar days from the date
the grievant first became aware of, or should have
become aware of with the exercise of reasonable
diligence, the cause of such grievance; however,
under no circumstances shall a grievance be consid-
ered timely after six (6) monthsfrom the date of
occurrence.

Section 2 Grievance Seps

A. Stepl

Within seven (7) calendar days of receipt of the
written grievance from the employee or his’her Union
representative, the supervisor will meet with the
appropriate Union representative at amutually agreed
upon time and date (with or without the aggrieved
employee) and attempt to resolve the grievance. A
written answer will be placed on the grievance
following the meeting by the appropriate supervisor
and returned to the employee and the Union represen-
tative within seven (7) calendar days from receipt of
the written grievance submitted to the supervisor.
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B. Step2

If dissatisfied with the supervisor’s answer in Step
1, to be considered further, the grievance must be
appealed to the Appointing Authority or the designee
within seven (7) calendar daysfrom receipt of the
answer in Step 1. The Appointing Authority or
designee will meet at amutually agreed upon time and
date with the appropriate Union representative (with
or without the aggrieved employee) and attempt to
resolvethe grievance. A written answer will be placed
on the grievance following the meeting by the
Appointing Authority or designee and returned to the
employee and the Union representative within seven
(7) calendar days from receipt of the appeal to the
Appointing Authority.
(Board of Regents see Appendix M-2; Community
Corrections seeAppendix S-1)

C. Step3

If dissatisfied with the Employer’sanswer in Step 2,
to be considered further, the grievance must be
appealed by facsimiletransmission, regular U.S. mail,
local mail (institutional, departmental or interdepart-
mental) or hand-delivered to the Chief Operating
Officer of the Department of Administrative Services—
Human Resources Enterprise or the Officer’sdesignee
within fourteen (14) calendar daysfrom receipt of the
answer in Step 2. Within forty-five (45) days after the
receipt of the appeal at Step 3, the designee of the
Chief Operating Officer of the Department of Adminis-
trative Services— Human Resources Enterprise will
meet with the appropriate Union representative (with
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or without the aggrieved employee) and attempt to
reach resolution of the grievance. On grievances
which do not involve discipline or discharge, the
partieswill, where practicable and feasible, meet viaa
telephone conference. Within thirty (30) calendar
daysfollowing this meeting awritten answer will be
issued and attached to the grievance by the Chief
Operating Officer of the Department of Administrative
Services—Human Resources Enterprise or the
Officer’s designee and returned to the grievant and
the Union representative. Third step answers shall be
sent by facsimiletransmission, regular U.S. mail, local
mail (institutional, departmental or interdepartmental)
or hand-delivered.

(Board of Regents see Appendix M-2; Community
Corrections seeAppendix S-1)

D. Step4

1. GrievanceArbitration

Grievances which have not been settled under the
foregoing procedure are eligiblefor arbitration. The
issue as stated in the third step shall constitute the
sole and entire subject matter to be heard by the
arbitrator, unless the parties mutually agree to modify
the scope of the hearing. If an unresolved grievance
isnot arbitrated, it shall be considered terminated on
the basis of the third step answer without prejudice or
precedent in the resolution of future grievances.

For the purpose of selecting animpartial arbitrator,
the parties will meet upon request and if unable to
agreeon animpartial arbitrator, the parties or party,
acting jointly or separately, shall request the lowa
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Public Employment Relations Board to submit afive-
member panel of arbitrators. If the panel submitted by
the Public Employment Relations Board is unaccept-
able to either party, the parties shall request a second
panel of arbitratorsfrom the Public Employment
Relations Board. The AFSCME representative and the
DAS-HRE representative will contact the assigned
arbitrator and set adate for the arbitration hearing.
After the date for the arbitration hearing is estab-
lished, the AFSCME representative and the DAS-HRE
representative will schedule a meeting, not less than
one (1) week prior to the grievance arbitration hearing
date, to exchange all evidence relevant to the griev-
ance that is available to them at that time through the
exercise of reasonable diligence. If not provided at
the pre-arbitration meeting, evidence cannot be
offered at the arbitration hearing unless the party can
prove that the evidence was not available to the party
through the exercise of reasonable diligence.

Where two (2) or more grievances are appealed to
arbitration, an effort will be made by the partiesto
agree upon the grievances to be heard by any one
arbitrator. On the grievances where agreement is not
reached, a separate arbitrator shall be appointed for
each grievance. The cost of the arbitrator and
expenses of the hearing will be shared equally by the
parties, however, the costs of transcripts shall be
borne by the requesting party without having to
furnish a copy to the other party, unless the parties
mutually agree to share the entire cost. Except as
provided in Section 8 of thisArticle, each of the
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parties shall bear the cost of their own witnesses,
including any lost wages that may beincurred. The
parties agree to share any cancellation fees for
arbitration hearings canceled or postponed by mutual
agreement. The party that is solely responsible for
the cancellation or postponement of an arbitration
hearing without the mutual consent of the other party
shall pay the entire cancellation fee.

The arbitrator shall only have authority to determine
the compliance with the provisions of this Agreement.
The arbitrator shall not have jurisdiction or authority
to add to, amend, modify, nullify, or ignorein any way
the provisions of this Agreement and shall not make
any award which in effect would grant the Union or
the Employer any matters which were not obtained in
the negotiation process.

The decision of the arbitrator shall be final and
binding on both parties to this Agreement provided
any such decision does not exceed the arbitrator’s
jurisdiction or authority as set forth above.

Section 3 TimeLimits

Grievances not appeal ed within the designated time
limitsin any step of the grievance procedure may be
denied by the Employer on the basis of timeliness.
The Union reserves the right to submit such griev-
ancesto arbitration. The parties agree, however, that
in grievances where timelinessis an issue the
grievance may be submitted by the Union to the next
higher step, through Step 3, in order to allow the
parties to attempt to resolveit.
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Grievances not answered by the Employer within
the designated time limitsin any step of the grievance
procedure may be appeal ed to the next step within
seven (7) calendar daysfor Step 2, and fourteen (14)
calendar daysfor Step 3. In order to be considered
timely, agrievance must be scheduled for an arbitra-
tion hearing no later than nine (9) months from the
date the grievance was answered by the Employer at
Step 3. In order to be considered timely, adischarge
grievance must be scheduled for an arbitration
hearing no later than one hundred twenty (120) days
from the date the grievance was answered by the
Employer at Step 3. The Union may, at itsoption,
seek to schedule an arbitration hearing any time after
the Step 3 response was due in the event the Em-
ployer failsto timely provide a Step 3 response.
Authority to schedule a hearing rests with the
arbitrator should the parties disagree. The parties
may, however, mutually agreein writing to extend the
time limitsin any step of the grievance procedure.

In the event the U.S. mail is used, the mailing of the
grievance or response thereto shall be considered
timely if postmarked within thetimelimits.

Section 4 Retroactivity

Settlement of agrievance may or may not be
retroactive as the equities of particular cases may
demand. Inany case, whereit is determined that the
award should be applied retroactively, the maximum
period of retroactivity allowed shall be a date not
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earlier than six (6) months prior to the date of initiation
of thewritten grievancein Step 1.

Section 5 Exclusive Procedure

The grievance procedure set out above shall be
exclusive and shall replace any other grievance
procedure for adjustment of any disputes arising from
the application and interpretation of this Agreement.

Section 6 Number of Sewards

For informational purposes only, the Union shall
provide DAS-HRE with awritten list setting forth the
names and jurisdictional areas of Union representa-
tives.

The Employer shall supply thelocal Unionwith a
list of supervisors to contact on grievance matters.

Section 7 Representation

An employee may consult with alocal union
representative during working hoursrelativeto a
grievance matter by first contacting the employee’s
supervisor. The employee's supervisor shall arrange
ameeting to take place as soon as possible for the
employee with a union representative through the
union representative’s supervisor.

Section 8 Processing Grievances

Union representatives who are members of Judicial
Branch or Executive Branch bargaining unitsand
grievantswill be permitted areasonable amount of
time to process grievances during their regularly
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scheduled hours of employment. Processing griev-
ances shall be defined asinvestigating, filing, and
attending any step meetings and/or hearing(s)
regarding grievances. However, only one (1) local
union representative will be in pay status for any one
(1) grievance. Whenever possible the union repre-
sentativeswill provide twenty-four (24) hours notice
to their supervisor(s).

Further, in agroup grievance, up to three (3)
percent, but not less than one (1) nor more than ten
(20), of the grievants shall be in pay status as
spokesperson(s) for the group. Group grievances are
defined as, and limited to, those grievances which
cover more than one employee and which involvelike
circumstances and facts for the grievants involved.

The Employer is not responsible for any compensa-
tion of employees or union representatives for time
spent processing grievances outside their regularly
scheduled hours of employment. The Employer isnot
responsible for any travel or subsistence expenses
incurred by grievants or Union representatives in the
processing of grievances.

Notwithstanding the foregoing provisions of this
Section, the Employer agreesto conduct all grievance
meetingsinvolving third shift employees either during
that shift or at atime which is contiguous to the
employee’s shift. The Employer isnot responsible for
any compensation of third shift employees for such
grievance meetings unless the Employer specifically
requests, or if the parties mutually agree, that the
grievant attend the hearing, in which case the
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grievant shall be compensated for the actual time
spent in such hearing at his’her regular hourly rate
and shall not be counted as hours worked for
purposes of computing overtime.

Section 9 Disciplineand Discharge

The parties recognize the authority of the Employer
to suspend, discharge or take other appropriate
disciplinary action against employees for just cause.
The employee who alleges that such action was not
based on just cause may appeal a suspension or
discharge taken by the Employer beginning with the
third step of the grievance procedure. All other
disciplinary action shall begin with thefirst step of
the grievance procedure.

Any disciplinary action or measure imposed upon
an employee may be processed as a grievance
through the grievance procedure. The Employer shall
not discipline an employee without just cause,
recognizing and considering progressive discipline
whereapplicable.

(SeeAppendix K for disciplinerelated to attendance)

Written reprimands, clarifications of expectations, or
other similar memoranda shall beremoved fromthe
employee’s personnel file after one year provided no
further disciplinary action has been taken against the
employee.

The Employer shall provide written notification to
affected employees prior to beginning an investiga-
tion into allegations of child abuse pursuant to
Chapter 235A of the Code of lowa and all egations of
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dependent adult abuse pursuant to Chapter 235B of
the Code of lowa and at the conclusion of such
investigation.

Whenever the Employer determines that an em-
ployee must be removed from a current work assign-
ment pending the completion of an investigation by
the Employer to determineif disciplinary actionis
warranted, the Employer may:

1. Reassign the employee to another work assign-
ment at their current rate of pay for up to twenty-one
(21) calendar days, or

2. Suspend the employee from work for up to
twenty-one (21) calendar days.

If the employee is suspended under number two (2)
above, the employee shall be in pay status at their
current rate of pay. If, at the completion of the
investigation, the Employer decides that suspension
or discharge is warranted, the Employer shall have the
right to recover the pay provided during the period of
suspension under number two (2) above, consistent
with the disciplinary action.

The Union shall receive written notice of any
disciplinary action or measure imposed upon an
employeewithin three (3) working days of thetime
such action is taken.

Section 10 Exclusion of Probationary Employees

Notwithstanding Section 9 above, nor any other
provision(s) of this Agreement, the release of
probationary employees shall not be subject to the
grievance procedure.
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Section 11 Exclusion of Grievant

The aggrieved employee is entitled to be present at
all steps of the grievance procedure. Should the
employee be excused by either party, the grievance
shall be processed in the absence of the aggrieved
employee and the Union will be allowed amaximum of
two (2) representativesin pay status.

Section 12 Exchangeof I nformation for Processing
Grievances

A. The Union and the Employer agreethat itis
incumbent upon the parties to share al information
available regarding grievancesinvolving the Union,
employees, and the Employer.

B. Weingarten principles (theright of an employee
who reasonably believes that they may be subject to
discipline to have, upon the employee’'s request, a
Union representative present during the investigatory
interview) shall apply during investigatory interviews
of an employee.

C. Upon request from the Union representative, the
Employer will providethat Union representative with
written statements of witnesses, if they exist.

D. Upon request from the Employer’s representa-
tive, the Union will provide the Employer’srepresen-
tative with statements of witnesses, if they exist.

E. Employeeswho receive witness statements must
comply with the State’s policy that witness state-
ments and the information contained in the state-
ments will not be redisseminated to any person not
directly involved with the processing of the griev-
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ance. Employeeswho violate the State’s policy on
redissemination will be subject to disciplinary action.
F. When agrievance is scheduled for arbitration, if
the representative of either party desires to interview
awitness prior to the arbitration hearing and the
witness has been interviewed by the Employer or the
Union in the course of a grievance investigation, the
interview shall be conducted in the presence of a
representative from DAS-HRE. Witnessesare not
required to grant the interview, however, such
interviews, when conducted, shall be limited to the
witness, an AFSCME Council 61 staff representative
or attorney, and the representative from DAS-HRE.

Section 13 Resolution of TimelinessAr bitrability
I ssues

Where an issue exists as to the timeliness
arbitrability of aparticular grievance, the Chief
Operating Officer of DAS-HRE or the Chief Operating
Officer’s designee shall give written notice to the
Union. Following written notice, thetimeliness
dispute shall be submitted to an arbitrator, other than
the arbitrator selected to determine the merits of the
grievance, upon written submissions and by tele-
phone hearing only.

Where the timeliness of a particular grievanceis
submitted to arbitration, the date for such arbitration
shall be scheduled within thirty (30) daysfollowing
the date that DAS-HRE provided notice to the Union,
and adecision rendered within thirty (30) days
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following the date of thetimelinessarbitrability
hearing.

The party that does not prevail in the timeliness
dispute must pay the cost of that hearing.

Section 14 Grievance Procedurel mprovement
Process(GRIP)

By mutual agreement, the parties utilizing the
Grievance Procedure Improvement Process (GRIP),
shall follow the steps as outlined in Appendix N.

ARTICLEV
SENIORITY

Section 1 Definition

A. For employees not covered by a collective
bargaining agreement on July 1, 2003, seniority means
an employee’s length of continuous service with the
Employer in a permanent position since his’her date
of hire. Any length of servicein atemporary position
shall beincluded in the computation of seniority if the
employment was in the same classification as and
contiguous to the appointment to a permanent
position.

B. Intheevent two (2) employees have the same
original date of employment, seniority of one as
against the other shall be determined by the last four
(4) digits of the social security number, with the
employee having the lower last four (4) digits of the
social security number being considered as having
the greater seniority.
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C. An employee’s continuous service record shall
be broken by voluntary resignation, discharge for just
cause, or retirement. However, if an employeeleaves
work for any reason other than those listed above, the
employee shall retain his’her original seniority date
for aperiod equal to his/her length of employment up
to amaximum of two (2) years. Any period of absence
of morethan two (2) years shall represent abreak in
continuous service.

D. Management will be required to apply seniority
as defined above only as specifically provided in this
Agreement and subject to any limitations set forth in
any particular article or section of thisAgreement.

E. An employee covered by anon-AFSCME
collective bargaining agreement shall have no
seniority upon entrance or return to a position
covered by this Agreement.

F. For al other employees, seniority means an
employee’s length of continuous service with the
Employer since hig’her date of hirein apermanent
position covered by this Agreement. Any length of
servicein atemporary position shall beincluded in
the computation of seniority if the employment wasin
aclassification covered by this contract and contigu-
ous to the appointment to a permanent position. No
employee in aposition covered by this Agreement on
July 1, 2003 shall lose seniority by virtue of operation
of this section.
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Section 2 Seniority Lists

A. The Employer shall prepare and post, on existing
bulletin boards, seniority lists as defined in this
Article. Thelists shall be updated semiannually and
contain each employee’s name, classification and
seniority date. A copy of the seniority list shall be
furnished to the local union at the time of posting.

B. Employees shall have ninety (90) daysin which
to appeal their seniority date after which timethe
seniority date shall be presumed correct.

Section 3 Retroactivity Prohibited

Those employees in the bargaining unit employed
prior to the effective date of this Agreement shall
retain their current seniority date (date of hire or
adjusted date of hire, if applicable) as established by
DAS-HRE or the Board of Regents' (BOR) prior tothe
effective date of thisAgreement. For employees at
the Department of Commerce, Alcoholic Beverages
Division, all Warehouse Operations Workers and
Transport Drivers who were employed when the state
became the Employer will have the same seniority
date. The employee'sactual date of hire with the
warehouse and transport operations will determine
seniority.
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ARTICLEVI
LAY OFFPROCEDURE

Section 1 Application of L ayoff

The Union recognizes the right of management to
layoff or to reduce the hours of employment in
accordance with the procedures set forth in this
Article. Such procedures shall not apply to:

A. Temporary layoff; and/or

B. Seasonal layoff of seasonal employees, and/or

C. Employeeswith an academic year appointment at
institutions and schools, during recesses in the
academic year and/or summer.

Section 2 General Layoff Procedures

When alayoff or hours reduction occurs, the
following general rulesshall apply:

A. Layoff shall be by classification and subtitle as
set forth in the job specifications.

B. Layoff shall be by organizational unit.

(General Government and Board of Regents see
Appendix B; Community Corrections see A ppendix
B2; Department of Administrative Services-State
Accounting Enterprise see Appendix Q-7)

C. Anagency may not layoff permanent employees
until they have eliminated all non-permanent employ-
eeswithin the layoff unit in the same classification in
thefollowing order: emergency, temporary, provi-
sional, intermittent, trainee, and probationary.
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D. The Employer shall notify the Union at |east sixty
(60) calendar daysin advance of any anticipated
layoff.

E. Each employee affected by areductioninforce
shall be notified in writing of layoff at |east twenty
(20) working days prior to the effective date of the
layoff unless budgetary limitations require alesser
period of notice.

F. Employeesin thelayoff unit shall belaid off in
accordance with seniority and ability. Layoff shall be
by seniority with the least senior employee being laid
off first unless the least senior employee possesses
special skillsand ability required to meet the needs of
the Employer, and that the senior employee must also
possess the academic qualifications required for the
position. In the case of classifications which are used
in research laboratories in academic departments of
the Board of Regentsinstitutions, the Employer need
not retrain an employee to acquire the skills specific
to the research projects conducted.

G. A permanent employeein aclassificationinwhich
layoffsareto be effected may, in lieu of layoff, elect
bumping to the next lower classification in the layoff
unit in the same series as the classification in which
layoffs are to be effected or, in the absence of alower
classification in the same series, to aclassificationin
the layoff unit which the employee hasformerly
occupied while in the continuous employ of the
agency, or in the absence of aclassification in the
layoff unit which the employee hasformerly occupied
while in the continuous employ of the agency, to an
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equal or lower classification in the layoff unit for
which they meet the minimum qualifications of the
job. Theassignment in the classification will be at the
Appointing Authority’s discretion; however, such
assignment shall not be permitted if the result would
be to cause the bumping of a permanent employee
with greater seniority. To exercisetheright of
bumping, inlieu of layoff, the employee must notify
the Appointing Authority, in writing, of such election,
which must be received or postmarked not later than
five (5) calendar days after receiving notice of layoff.
Any permanent employee displaced under these
provisions shall have the right of election as provided
herein.

The Employer shall notify the employeein writing of
the exact location of the position to be bumped into.
After receipt of this notification the employee shall
again havefive (5) calendar daysin which to notify
the Appointing Authority, in writing, to either accept
the position or be laid off.

Any employee who electsto bump in lieu of layoff
shall havetheright of recall to the classification he/
she formerly occupied, provided he/she meets the
qualifications of the position, before any other person
may be promoted to or a new employee hired for such
classification by the Appointing Authority enforcing
thelayoff. Upon bumping, an employee shall retain
his/her current rate of pay except that if such rate of
pay is higher than the highest rate currently paid for
the classification to which the employee bumps, his/
her pay shall be reduced to that rate of pay. Addition-
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aly, if federal funds are involved, the employee upon
bumping will receivethe salary provided by the
federal grant. Insuch an event, the Employer will
make agood faith effort to obtain additional federal
funds. Any employee laid off because of reduction in
force shall be offered aposition in the classification
from which he/she was laid off provided he/she meets
the minimum qualificationsfor the position, beforea
new employee may be hired for such position by the
Appointing Authority enforcing the layoff, if such
opening becomes available within two (2) years of
such layoff because of areductioninforce. Employ-
ees who are covered by another collective bargaining
agreement cannot bump an employee covered by this
Agreement.

H. The Employer shall maintain arecall list of
employeeswho werelaid off, who exercised their
bumping rights, or who made written notice to the
Employer of their recovery from long-term disability or
injury after the expiration of aleave of absence:

1. Employeeswho exercised bumping rights shall be
placed on therecall list for the class from which they
werelaid off.

2. Employeeswho arelaid off or who makewritten
notice to the Employer of their recovery from along-
term disability or injury shall be placed on therecall
list for the classthey held prior to layoff or disability.
In addition, the employee may also designate up to
fifteen (15) other classes, provided he/she meets the
qualifications and/or passes the applicable DAS-HRE
merit or BOR merit test, and the specific countiesto
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which the employee will accept recall. Thedesigna-
tion of classes or counties may be changed monthly
by the employee through procedures agreed to by
AFSCME/IowaCouncil 61 and the Employer. If an
employeeisrecalled to apositionin aclassification
which the employee has not previously held, the
employee will serveaprobation period. If therecalled
employee failsto successfully complete the probation
period, the employeewill belaid off without bumping
rights and placed on the recall list as described above
for aperiod of two (2) years.

3. Employees who refuse to accept any reassign-
ment in excess of twenty-five (25) milesof the original
work site shall be placed on the recall list as described
in numbers one (1) and two(2) above.

4. Failureto accept any position listed by the
employee pursuant to number two (2) above when
offered by certified mail within five (5) calendar days
after notice of recall shall negate any further recall
rights.

5. If alaid off employee accepts atemporary
position, he/she shall remain on therecall list.

I. The determination of the layoff order is subject to
the grievance procedure commencing at Step 3. The
implementation of such layoff shall not be delayed
pending the resolution of such grievances.

J. Whenever a permanent vacancy as defined in
ArticleVII, Section 5 occurs, before anew or tempo-
rary employeeishired, employees shall be alowed to
transfer or berecalled in the order set forthin Article
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VI, Section 6.
(Board of Regents see Appendix M-3)

Section 3 Temporary L ayoff Procedures

A. When the Employer determines that atempo-
rary layoff must beimplemented, the Employer will
determine the total number of days. The temporary
layoff shall not exceed ninety (90) consecutive
calendar days[30 calendar daysfor PFS (Appendix Q)
and Blue Collar (Appendix G)] per employee per state
fiscal year and shall not carry contiguously into the
following fiscal year.

B. Prior to implementing atemporary layoff, the
Employer will first terminate al non-permanent
employeeswho perform similar dutiesincluding
temporary service (i.e. Manpower, Olsten, etc.)
employees.

C. Employeeswill betemporarily laid off by
seniority within the entire classification seriesand
temporary layoff unit asfollows:

DOC: Institutions, Central Offices, and P
(Plants)

CBC: Didtricts
DOT: Ames/DesMoines Complex and Districts (but
not more than 50% of any work unit).

DHS: Ingtitutions, Central Office, ServiceAreas

IVH
IWD: Divisionswith exception of the Workforce
Development Center Administration Division where
thetemporary layoff unitsare Service Delivery Areas
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(seeAppendix T)

DAS: Statewide

All other State Agencies. Divisions, Districts or
Regions and Institutions.

No more senior employee may be subject to the
temporary layoff until the preceding less senior
employee (within the classification series and
temporary layoff unit) is scheduled for the maximum
number of temporary layoff days. Employeesshall
receive aminimum of fourteen (14) calendar days
notice of temporary layoff.

D. No more than thirty percent (30%) of the
employeesin thetemporary layoff unit may be
temporarily laid off in any fiscal year.

E. Employeesin thetemporary layoff unit may
volunteer for any part of the temporary layoff with the
most senior volunteer(s) being accepted unless the
absence of the employee would cause a hardship on
operating efficiency. Voluntary temporary layoffs
shall befor aminimum of one (1) calendar week,
unless the parties agree to a shorter length of time.
No more senior employee (except volunteers) may be
subject to the temporary layoff until the preceding
less senior employee (within the classification series
and temporary layoff unit) is scheduled for ninety (90)
consecutive days.

F. During the temporary layoff, employees shall
continue to accrue sick leave and annual (vacation)
leave and the Employer will continue to pay the
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Employer’sshareof all insurance.
G This section does not apply to Regents. For
Regents, see Appendix M.

ARTICLEVII
TRANSFERS
(Transfersfor Community Corrections seeAppendix
S2)

Section 1 Eligibility

A. Employees must have been in their current
classification for at least six (6) monthsin order to be
eligible for transfers pursuant to thisArticle, but may
not transfer more than twice during the life of the
agreement. Transfersto a position under the supervi-
sion of the employee's current supervisor will not be
counted towards the limitation of two transfers during
thelife of the agreement. However, if an employee
goesinto aclassification with alower pay gradein
lieu of layoff, the employee shall immediately be
eligiblefor transfers pursuant to thisArticle. Addi-
tionally, an employee who is required to change shifts
upon promotion shall beimmediately eligiblefor
transfer to adifferent shift within the employing unit.

B. Employeeswho desireto transfer to another
position within the same classification, either between
employing units of a State agency or between State
agencies, shall file awritten request as prescribed by
the agency or, if between State agencies, with the
appropriate departmental personnel officeindicating
that interest.
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Section 2 Transfer swWithin Employing Units

A. The Employer shall post all openingsindicating
the specific location, shift, work unit and days off.
Specific location shall be defined as the organizational
unit of the agency. Specific shift shall be defined as
the hours of work. Specific work unit shall be defined
asthe areainside of the organizational unit where the
employee performshig’her work. Specific work unit
can be defined as rotating post or relief post. Specific
days off shall be the days off that are assigned to the
position.

A period of five (5) work days from the date of the
announcement shall be allowed for interested
employeesto file awritten request to be included in
the group of applicants to be considered for that
vacancy. At the close of the five (5) work day posting
period, the Employer will review those requestsfrom
any employee in the same employing unit whoisin
the same classification as the vacancy. When an
employee applies for a posted position and has not
removed his/her name by the close of the posting, the
employee must accept thejob, if offered. The
Employer shall offer the position to the most senior
bargaining unit employee who hasfiled atransfer
request. In the event an employee is the most senior
bidder for more than one position simultaneously, he/
she shall immediately accept one of the positions.

B. The Employer shall transfer the most senior
employee who makes the transfer request for the open
position provided he/she possesses the ability to
perform the duties as assigned and meets any job
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related special or selective certification requirements.
Such requirements shall be reflected on the posting.
The Employer may deny transfersif the transfer
would substantially impair the Employer’sability to
maintain operational efficiency. The Employer isnot
obligated to retrain employeesin order to qualify them
for transfers under the provisions of thisArticle.
(Board of Regents see Appendix M-4, M-5, M-6, M-7;
Department of Workforce Development see A ppendix

7

Section 3 Transfer sBetween Employing Units
Within aStateAgency

In the event avacancy is not filled by transfer of an
employee under the provisions of Section 2 of this
Article, the Employer shall consider interested
employeeswho are in the same classification asthe
vacancy from other employing units of the agency
who have indicated an interest in the specific
location, shift, work unit and days off by submitting a
transfer request. The Employer shall transfer the most
senior employee who makes such request for the
open position provided he/she possesses the ability
to perform the duties as assigned and meets any job
related special or selective certification requirements.
The Employer may deny transfersif the transfer
would substantially impair the Employer’sability to
maintain operational efficiency. The Employer isnot
obligated to retrain employeesin order to qualify them
for transfers under the provisions of thisArticle. The
employee shall havethree (3) working daysinwhich

39



to accept or decline the offer in writing.
(Department of Workforce Development see A ppendix

7

Section 4 Transfer sBetween State Agencies

In the event avacancy is not filled under the
provisions of Sections 2 or 3 of thisArticle, the
Employer shall consider interested employeesin the
same classification as the vacancy from other state
agencies who havefiled atransfer request. The
Employer shall offer the position to the most senior
employee who makes such request for the open
position. The employee shall havethree (3) working
daysin which to accept or declinethe offer in writing.

Section 5 Definition of Permanent Vacancy

For purposes of thisArticle, a permanent vacancy is
created:

A. When the Employer has approval to increase the
work force and decides to fill the new positions;

B. When any of the following personnel transac-
tions take place and the Employer decidesto replace
the previous incumbent: termination, transfer out of
the bargaining unit, promotion, or demotion;

C. If no employee hasindicated adesire to transfer
to avacancy and the Employer fills such vacancy by
transfer of an employee from another classificationin
the same salary range and determines that the vacated
position isto be filled, such position shall be subject
to the provisions of thisArticle;

40



D. Transferswithin the bargaining unit resulting from
Sections 2, 3, or 4 above;

E. Wherethe Employer creates new shifts and/or
days off schedule.

Section 6 Transfer Limitations

A. The application of the proceduresin thisArticle
shall belimited to the original vacancy and the six (6)
subsequent vacancies resulting from the filling of the
original vacancy.

B. Employees may not transfer under the provisions
of thisArticle more often than once every six (6)
months unless reassigned by management within the
six (6) month period.

C. Employeeswho declinetwo (2) transfer opportu-
nitieswithin atwelve (12) month period will havetheir
namesremoved from theregister for aperiod of six (6)
months. It isthe responsibility of the employee to
resubmit atransfer request following the six (6) month
period.

D. Employeestransferring under the provisions of
thisArticle shall not be eligible for payment of moving
expenses by the Employer.

E. Employeestransferring into federally funded
positions will receive the salary provided by the
federal grant.

F. Inall employing unitsin which vacancy listsare
maintained the local union shall be allowed to inspect
vacancy lists on amonthly basis.

G NothinginthisArticle shall be construed asa
limitation on the Employer’sability toreassign
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employees to meet agency needs as determined by
the Employer. Employeesreassigned morethan 25
milesfrom the original work sitewill be provided a
twenty (20) working day notice. Employeeswho
refuse to accept such reassignment will be afforded
therightsset forthinArticle VI, Section 2(H).

H. Transferswill be granted asfollows:
1. Transfer within the employing unit pursuant to
Section 2.
2. Recall within the employing unit to the classand
status (full-time or part-time) fromwhich laid off.
3. Promotion, demotion, reclassification within the
employing unit (Employer’sdiscretion).
4. Transfer within the employing unit of part-time
employeesto full-time positions or full-time employ-
ees to part-time positions.
5. Transfer between employing units pursuant to
Section 3.
6. Recall between employing unitsto the classfrom
whichlaid off.
7. Promotion or demotion between employing units or
between agencies (Employer’sdiscretion).
8. Transfer between employing units of part-time
employeesto full-time positionsor full-time employ-
ees to part-time positions.
9. Transfer between agencies pursuant to Section 4.
10. Recall between agenciesto the classfrom which
laid off.
11. Recall to aclass other than onefrom which laid
off.
12. New hire (Employer’sdiscretion).
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I. When aunit, office, or post within an employing
unit goes out of existence and the affected employees
arenot laid off, the Employer and the Union shall meet
and attempt to agree upon the procedures for the
assignment of affected employees. If the partiesfail
to agree upon an alternative procedure, the Employer
shall offer existing vacanciesfor which no employee
within the employing unit bid to the employees
affected by the closurein seniority order. Employees
who select a vacancy shall not be subject to the
waiting periods established in (B) above for the
exercise of transfer rights.

J. Thisdefinition shall apply anywhere theterms
“special qualifications’ or “selective certification
requirements” are used in thisAgreement. “Special
qualifications’ and “ selective certification require-
ments” shall consist only of those legal requirements
and job related knowledge, skills, abilities, or compe-
tencies that are:

1. Appropriateto the job classification of the
position;

2. Necessary for successful performance of the
essential duties of the position, and;

3. Of anature and extent that an individual lacking
such “special qualifications’ could not acquire them
and become proficient in them through reasonable
orientation or other training of alimited duration.

All “special qualifications’ and “ selective certifica-
tion requirements’ shall be announced in the job
posting.
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ARTICLEVIII
HOURSOFWORK

Section 1 Work Schedules
(This Section shall not apply to employeesin the
Fiscal and Staff bargaining unit.)

A. Work schedules are defined as an employee's
assigned hours, days of the week, days off and shift
rotations. Nothing herein shall be construed as a
guarantee of the number of hours of work per day or
per work week.

B. TheEmployer shall provide fourteen (14)
calendar days written notice to the Union and the
affected employees prior to making permanent
changesin work schedules. However, employees
who work in research laboratoriesin academic
departments of the BOR institutions may have their
schedules changed to meet research needs without
incurring any overtime obligation until the employee
hasworked forty (40) hoursin aweek. Temporary
work schedule changes shall not be made for the
purpose of avoiding overtime except by voluntary
agreement by the employee.

C. Any permanent schedule change made by the
Employer that isgrieved will not beimplemented until
the 3rd step of the grievance procedure is exhausted.
Such grievances shall begin with the 3rd step of the
grievance procedure.

D. Where practical and feasible as reasonably
determined by Management, the employee may elect
flexible hoursof work including:
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a. Variable starting and ending times,
b. Compressed work week such as:
4-ten hours days, or
4-nine hour days and one four hour day;

c. Other mutually agreeable flexible hour concepts,
which may include weekend work only. When a
reguest for flextimeisdenied thewritten rationale will
be provided to the employee within five (5) working
days after the date management receives the request.
Theterm “management rights’ will not be used as
solejustification for denial of flextime.

(Department of Transportation seeAppendix -1, 1-2;
Fiscal and Staff field staff bargaining unit see
Appendix Q-1; Non-field staff schedulesfor the Fiscal
and Staff bargaining unit see Appendix Q-2;Weekend
work seeAppendix U)

Section 2 Overtime
(This section shall not apply to employeesin the
Fiscal and Staff bargaining unit.)

A. Definitions

1. Overtime:

Timethat an employee worksin excess of forty (40)
hours per work period.

(Airport Firefighters seeAppendix F-1;Patient Care
see Appendix W-2b)

2. Work Period:

A regularly recurring period of one hundred sixty-
eight (168) hoursin the form of seven (7) consecutive
twenty-four (24) hour periods. (Patient Care see
Appendix W)
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3. Work Time:

Thefollowing itemswill be regarded as hours
worked for the purpose of computing overtime pay:

a. Hoursworked excluding standby time.

b. Rest periods.

c. Holidays when paid in cash in the week of
occurrence.

d. Annual leave.

e. Compensatory leave.

f. Unscheduled holidays.

g. Sick leave when used before forty (40) hoursin
pay status are accumulated or if prescheduled at least
sixteen (16) hoursin advance. (Patient Care see
Appendix W)

h. Court appearances asdefined inArticle X,
Section 4.

i. Department approved Workforce Development
training and conferences.

j- Voting leave asdefined inArticle X, Section 4.

k. Jury duty leave asdefined in Article X, Section 4.

I. Travel between job sites during or after the regular
work day.

m. Meal periods of lessthan thirty (30) minutes
where an employee isnot relieved of hig’her post,
station or duty.

n. Wash-up time taken in accordance with Section 5
of thisArticle.

(Department of Transportation see Appendix 1-3)

B. Overtime Compensation

Overtime shall be compensated at a premium rate of
time and one-half (1-1/2) the employee’s base hourly
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pay or actual overtime hours worked whichever is
applicable. Payment shall be madein either cash or
compensatory time asfollows:

1. Thedecision to pay overtimein cash or compen-
satory time rests with the employee; however, the
Employer reservesthe right to require employeesto
take cash payment rather than earned compensatory
time.

2. Compensatory time can only be accumulated to
one hundred twenty (120) hours. Any hours over one
hundred twenty (120) will be paid out in cash.

3. A request can be made by the employee for a
payout in cash of any accumulated compensatory
time. Theremust be at least atwo (2) week noticeto
the personnel office. Themoney will beincludedin
the pay check for the pay period during which the
request is made.

4. Compensatory time may not be carried over into a
new Statefiscal year; however, the Employer may
designate other than the State’s fiscal year for
purposes of utilization of compensatory time. For
those work units where other than the State’s fiscal
year isutilized, the Employer will so notify the Union.
Compensatory time due an employee at the end of the
State’sfiscal year, or other designated year where
applicable, shall be paid out in cash. Theyear for the
purposes of utilization of compensatory time shall end
on the 30th day of September for all Department of
Public Defense employees.

5. Compensatory time off shall be granted at the
request of the employee with the approval of the
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Appointing Authority or his’her designee. Compen-
satory time off shall be granted at the convenience of
the employee, whenever possible, consistent with the
staffing needs of the agency.

(Department of Corrections see Appendix H-2; Patient
Care Unit seeAppendix W-2)

C. Scheduling of Overtime

1. TheEmployer will, asfar aspracticable, distribute
overtime on an equal basis by seniority among those
included employeesin that classification assigned to
thework unit who normally perform thework in-
volved.

2. Overtime opportunities shall be accumulated.
Offered overtime not worked shall be considered time
worked for purposes of overtime distribution.

3. Upon request, the Union may review overtime
equalization records.

(Department of Transportation see Appendix 1-4)

D. Pyramiding Prohibited

Payment of overtime at apremium rate shall not be
compounded or paid in addition to any other premium
rate paid for work incurred during the same work
period. There shall be no duplication or pyramiding
of any premium pay provided for under the provisions
of thisAgreement for the same hours worked.
Holidayswhichfall on an employee' sregularly
scheduled work day will be counted for the purpose
of computing overtimeeligibility. Holidayswhichfall
on an employee’sregularly scheduled day off will be
paid at the employee’sregular straight time rate and
shall not be counted for the purpose of computing
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overtimedigibility.
E. Employees Returning From Leaves of Absence
New employees or employeesreturning from aleave
of absence shall be credited with the average number
of overtime hoursworked by employees within the
work unit.

Section 3 Meal Periods

A. All employees shall be granted an unpaid meal
period of at least thirty (30) minutesin duration or, at
the Employer’sdiscretion, apaid meal period inthose
situationswhere qualified relief isnot available.
Where practicable, the Employer will attempt to
schedule the meal period at approximately themiddle
of each shift.

B. During overtimework hours, the Employer shall
schedule such additional unpaid meal periods as are
reasonable.

(Security Unit seeAppendix O-1; Clerical Unit see
Appendix R-2; Fiscal and Staff Unit seeAppendix Q-
3

Section 4 Rest Periods

A. All employees shall be granted afifteen (15)
minute rest period during each one-half (1/2) shift
provided qualified relief isavailable. Therest period
shall be scheduled at approximately the middle of
each one-half (1/2) shift.

B. Employeeswho work at least one (1) hour
beyond their regularly scheduled shift shall receive a
fifteen (15) minuterest period within the limitations
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set forth above.

C. Driversand Transport Driversshall receivea
thirty (30) minuterest period after twelve (12) hours of
work.

(Clerical Unit seeAppendix R-3; Fiscal and Staff Unit
seeAppendix Q-4)

Section 5 Wash-Up Time

Employees shall receive reasonable and adequate
wash-up time consistent with availablefacilities
immediately prior to the end of the shift. The Em-
ployer shall determine those positions which shall
qualify for wash-up time; however, the Union reserves
the right to grieve the unreasonable denial of such
wash-up time.

Section 6 Shift Differential

A. The Employer agreesto pay, in addition to the
employee’sregular hourly rate, ashift differential of
$0.50 per hour for any regularly scheduled permanent
shift of which four (4) or more hours occur between
6:00 p.m. and midnight and ashift differential of $0.55
per hour for any regularly scheduled permanent shift
of which four (4) or more hours occur between
midnight and 6:00 am. Employeeswho work rotating
shifts on aregularly scheduled permanent basis shall
beeligiblefor shift differential.

B. Employeesshall not be eligiblefor shift differen-
tial pursuant to this Section as aresult of an extension
of their regular work day into ashift differential
period. For purposes of this Section, aregularly
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scheduled permanent shift is defined as those
situations where an employee is assigned to the same
shift for aperiod of timein excess of two (2) weeks
(fourteen calendar days). Employees entitled to shift
differential shall receivethe applicable shift differen-
tial for all hoursworked.

(Park Attendant #05205, Natural Resources Techni-
cian 1 #05301 and Natural Resources Technician 2
#05331 see Appendix P)

Section 7 Sandby

The Employer will specifically designate those
employees in writing who are to be in standby status.
An employee who is in standby status is responsible
for keeping the Employer aware of his’her where-
abouts and shall be immediately accessible by
telephone or beeper. The Employer may establish
reasonable reporting procedures for the implementa-
tion of this Section. An employee in standby status
shall receiveten percent (10%) of his’her normal
hourly rate for each hour in said status. Time spent
actually working shall not be counted in determining
hours spent in standby status for compensation
purposes.
(Park Attendant #05205, Natural Resources Techni-
cian 1#05301 and Natural Resources Technician 2
#05331 see Appendix P)

Section 8 Call-Back Time
A. The Employer agreesthat employees called back
for duty or called in on the employee’s day off will be
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guaranteed a minimum of three (3) hours at the
appropriate rate of pay. This provision shall not be
construed so as to provide for additional compensa
tionif theemployeeisrecalled back for duty within
the original three (3) hour period, except that employ-
eeswho are called back to work in excess of three (3)
hourswill be paid for actual timeworked. To qualify
for callback compensation, the time worked cannot be
contiguous to the beginning or end of an employee’'s
scheduled work shift.

B. Theprovisions of Section 8(A) are not applicable
to employees prescheduled for duty at least forty-
eight (48) hoursin advance.

(Park Attendant #05205, Natural Resources Techni-
cian 1#05301 and Natural Resources Technician 2
#05331 see Appendix P)

Section 9 Travel Between Work Sites
Employeeswho are required by the Employer to
report to awork site for the purpose of picking up
tools, equipment and/or uniforms, and who subse-
guently travel to a second work site, shall be in pay
status for time spent in traveling between work sites.

Section 10 Scheduling of Volunteer Emer gency
Per sonnel

The Employer, upon request, shall attempt to
reschedule employees who have served as volunteer
firefighters, volunteer ambulance personnel or
volunteer emergency medical techniciansfor a
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community during the preceding twenty-four (24)
hours.

All employees of the state, other than employees
employed temporarily for six months or less or those
employees considered essential personnel, who are
volunteer firefightersor emergency medical service
personnel shall be entitled to aleave of absence for
the period of an emergency response without |oss of
status or efficiency rating, and without loss of pay
during such leave of absence.

Section 11 Volunteer Firefighters
A. Employeeswho participate as volunteer
firefightersat their work site shall be compensated
with an additional ten (10) dollars each pay period.
B. The Employer shall not prorate this compensa-
tion during any leave of absence without pay of less
than five (5) daysin duration.
(“Med Passer” differential: Department of Human
Services see Appendix J-1; Department of Veterans
Affairs, Veterans Home Division seeAppendix V-2)

ARTICLEIX
WAGESAND FRINGEBENEFITS

Section 1 Wages

A. Onthefirst day of the pay period that includes
July 1, 2005, employeesin bargaining units covered
by the Agreement shall receive no across the board
increase added to the base salary.

53



All employeeseligiblefor negotiated within-range
step increases shall receive automatic step increases
in accordance with their eligibility date. The step
increases shall be automatic four and one-half percent
(4.5%) within grade increase in accordance with their
eligibility date.

Effective with the pay period that includesApril 1,
2006, the maximum will beincreased by two and one-
half percent (2.5%). Employees at thetop of their pay
grade will receive an increase of two and one-half
percent (2.5%). Their eligibility date shall be changed
to the first date of the pay period that includes April 1,
2006.

B. Onthefirst day of the pay period that includes
July 1, 2006, employeesin the bargaining units
covered by this Agreement shall receive an across-
the-board pay increase of two percent (2%) added to
the base salary.

All employeeseligiblefor negotiated within-range
step increases shall receive an automatic four and
one-half percent (4.5%) within gradeincreasein
accordancewith their eligibility date.

C. All Regentsemployeeseligiblefor negotiated
within-rangeincreases shall receive an automatic
within grade increase of four and one-half percent
(4.5%) in accordance with their eligibility date. In
addition, employees who are promoted, demoted,
reclassified, assigned special duties, or lead workers
will have their pay set based upon the administrative
rules of the Regent Merit System with the value of a
step equal to four and one-half percent (4.5%).
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D. All DOT employeesin the bargaining unit who
are currently receiving longevity payments shall
continue to receive such payments in accordance
with their current longevity step and rate. However,
such longevity payment shall be frozen at the current
longevity step for al DOT employees and no addi-
tional increases shall be granted to any employee
except employeesin the Clerical bargaining unit and
those employeesin the Fiscal and Staff bargaining
unit who were designated “104U” or “004U” prior to
January 1989.

Effective Jduly 1, 2006, all DOT employeesinthe
bargaining unit who are currently receiving longevity
payments shall continue to receive such paymentsin
accordance with the established longevity step and
rate.

Employees not currently receiving longevity
payments shall not be eligible for such payments.

E. All employeesin classificationsrecommended for
apay grade increase shall receive a step-to-step
increase in accordance with negotiated classification
increases.

F. No person brought into an AFSCME bargaining
unit by stipulation by the parties, action by PERB, or
by operation of law shall suffer any loss of salary or
salary potential asaresult of inclusionin the
AFSCME bargaining unit.

Section 2 Deferred Compensation
For employeeswho are eligiblefor Internal Revenue
Code Sec. 457 deferred compensation, the Employer
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shall match employee contributions at the rate of
$1.00 for each $2.00 contributed by the employee, up
to amaximum of $50.00 per month.

Section 3 Selected IRS Pre-Tax Benefits

A. The Statewill offer apremium conversion planin
which employees may elect, during a designated
annual enrollment period, to pay their share of the
health, dental and lifeinsurance premiumswith pre-tax
rather than post-tax salary dollars.

B. The Statewill provide aprogram consistent with
Internal Revenue Code, Section 129 regulations
through which employees may el ect to make apre-tax
reduction in wages which will be paid to an account
from which allowable dependent care expenseswill be
reimbursed.

C. The State will provide a program consistent with
Internal Revenue Code Section 125 regulations
through which employees may elect to make apre-tax
reduction in wages which will be paid to an account
from which allowable medical expenseswill be
reimbursed.

D. If an employee share of the health insurance
surplus fund becomes available, the Employer agrees
that the Union will determinethe utilization of the
employee share of the surplusin outlying years,
subject to the limitations set by the various federa
agencies regarding the use of such funds. These
fundswill be alocated on aplan year basis.
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Section 4 Health Benefits

A. Group Plans and Contributions

The State agrees to continue to provide group
health benefitsto al eligible bargaining unit members.
Employeeswill have health plan options of Program 3
Plus, lowa Select, a PPO with a$50 emergency room
co-payment, without consideration of any other
deductible, aswell as such managed care organization
plans as offered annually by the State with the
benefits at the same level as provided under such
plansduring 2005. Program 3 Plusand |owa Select
will bemodified toinclude athree-tier drug card
program in which thereis aseparate $250/$500 drug
card out-of -pocket maximum and a$5/$15/$30
(generic/brand name formulary/brand name
nonformulary respective) copayment Program 3 Plus
and lowa Select will includeamail order prescription
provision where two co-paymentswill be paid for a90
day supply for maintenance drugs determined by the
carrier. If ageneric equivalent isappropriate and
available and the member chooses a brand name drug,
the member isresponsible for the copayment plus any
difference between the maximum allowablefeefor the
generic drug and the maximum allowablefeefor the
brand name drug, even if the provider has specified
that the brand name drug must be taken. The
deductible carry over provision for both Plan 3 Plus
and lowa Select will beeliminated. A $15 standard
officevisit co-pay will beincluded in both Program 3
Plus and lowa Select. This co-pay applies once per
date of service and appliesto the exam only, deduct-
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ible and coinsurance do not follow the co-pay for the
exam. Coinsurancewould apply to other office
services and the co-pay will not count towards out-
of-pocket maximums. The Statefurther agreesto
contribute to the cost of health benefits in accordance
with thefollowing provisions:

1. SinglePlans:

In each year of thisAgreement the State shall
contribute the full cost of single coverage.

2. Family Plans:

Effective January 1, 2005, the State’s monthly
contribution to al family plansshall be eighty-five
percent (85%) of lowa Select. Employeesmay apply
this dollar amount to the plan of their choice.

Effective January 1, 2006, the State’s monthly
contribution to all plans shall be the difference
between thetotal premium for lowa Select and $155.48
(employee share). Employeesmay apply thisdollar
amount to the plan of their choice.

Effective July 1, 2006, the State’s monthly contribu-
tionto all plansshall be eighty-five percent (85%) of
lowa Select. Employees may apply thisdollar amount
to the plan of their choice.

Family planswill be availableto Domestic Partners,
provided they meet requirements set forth by the
State and its carriers. The State will pay the State’s
contribution toward family premium. Any formsor
affidavitswill not be made part of this contract.

b. Either year of thisAgreement:

Should the monthly premium for any family health
plan option be reduced during this Agreement, the
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State and the employeeswill contribute the same
percentages of total monthly premium paid in the prior
year. The State’s contribution for aMCO not previ-
ously offered will be the State's contribution to lowa
Select.

3. Double-Spouse:

When a husband and wife are employed by the
State, at the option of the couple, one family plan may
be elected. The State’s contribution to double-spouse
family coveragewill bethefull premium.

When a husband and wife are employed by the
State and one spouse is a full-time employee and one
spouseis a benefits-eligible part-time employee, at the
option of the couple, one family plan may be elected.
The State’s contribution to the above stated double-
spouse family coverage will not exceed thefull family
premium.

If both spouses are benefits-eligible part-time
employees, the State’s share of the premium for each
employeewill be one-half (¥%) of the State’s share of
thefull-time double-spouse family premium.

When a husband and wife are employed by the
State, and one spouse is a non-Regents employee and
the other spouse is a non-merit Regents employee, at
the option of the couple, one family plan may be
selected. Thefamily plan selected shall comefrom
those plans administered by DAS - HRE.

B. Cost Containment

Program 3 Plusand lowa Select will include a cost
containment program requiring precertification of all
non-emergency inpatient admissions, post-certifica
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tion of emergency inpatient admissions, continued
inpatient stay review, individual case management,
and payment reductionsfor program non-compliance.
Outpatient mental health and substance abuse care
will require precertification or payment reductionswill
occur for program non-compliance. Additionally,
therewill bea$25,000 lifetime maximum per couplefor
infertility benefits, use of amental health network is
required or benefit reduction will occur, and diabetic
education is a covered benefit.

C. Second Opinions

Second opinionsfor elective surgery remain
voluntary.
(Enrollment Periods, Other Enrollment Changes, and
Movement Among Plans, see Appendix C)

Section 5 Dental Benefits

A. The State agrees to provide dental benefitsto al
eligible bargaining unit membersas set forth in
Appendix D. The State shall contribute the full cost
of single coveragefor afull-timeemployee. The
employee may elect to purchase family coveragein
accordance with the provisions of Appendix C (Dental
Benefits Plan section).

If afull-time employee electsafamily plan, the State
shall contributefifty percent (50%) of thefamily
premium.

Family planswill be availableto Domestic Partners,
provided they meet requirements set forth by the
State and its carriers. The State will pay the State’s
contribution toward family premium. Any formsor
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affidavits will not be made part of this contract.

B. When ahusband and wife are employed full-time
by the State, or one spouse is afull-time employee
and one spouse is a benefits-eligible part-time
employee, at the option of the couple, one family plan
may be elected. The State’s contribution to double-
spouse family coverage will be equal to two (2) single
contributions. If both spouses are benefits-eligible
part-time employees, the State shall contribute the
cost equal to asingle plan.

C. When a husband and wife are employed by the
State, and one spouse is a non-Regents employee and
the other spouse is a non-merit Regents employee, at
the option of the couple, one family plan may be
selected. Thefamily plan selected shall comefrom
those plansadministered by DAS- HRE.

(Enrollment periods and other enrollment changes,
seeAppendix C, Dental Benefits Plan section.)

Section 6 Wor kers Compensation Benefits

A. Workers' compensation insurance has primary
responsibility for workers' compensation injuries.
The Employer shall ensure that medical expenses of
injured workers are paid to the extent coverable under
group medical benefits as set forthin thisArticle
during the pendency of Industrial Commission appeal
proceedings for workers' compensation benefits and
the Employer, or itsinsurance carrier, if any, shall
continue to possess al rights of subrogation as
provided by law arising from the payment of such
expenses.
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B. Employeesshall not berequired to utilize sick
leave, vacation, or earned compensatory time prior to
applying for workers' compensation benefits. Upon
request, employees may supplement workers
compensation benefits with accrued sick leave,
vacation, or earned compensatory time; however, the
total compensation received shall not exceed the
employee’s present salary.

Section 7 Lifelnsurance

A. The Employer agreesthat all bargaining unit
employees shall be eligibleto participate in the State
employees group lifeinsurance program administered
by DAS-HRE.

B. Provisions of the group life insurance program
areasfollows:

1. Eligibility for group life insurance begins on the
first day of the month following thirty (30) days of
continuousfull-time employment. Full-time employ-
ees are those employees whose principal occupation
iswith the group policyholder and who are regularly
scheduled to work at |east thirty (30) hours per week.

2. Each full-time employeewill be provided, at no
cost to the employee, with an amount of group life
insurance, plus an equal amount of group accidental
death and dismemberment (AD& D) coverage, as
indicated in the following schedule:
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Acge Basic AD & DUnder 65

Under 65 $10,000 $10,000
Age65-69 6,600 6,600
Age70-74 4,150 4,150
Age 75 and over 2,850 2,850

3. Eachfull-time employeewill have the option of
applying for supplemental lifeinsurance coverage
plus an equal amount of group accidental death and
dismemberment coverage (to be paid by the em-
ployee) through payroll deduction as provided in the
following schedule:

Maximum Maximum

Supplemental Supplemental
Acge Lifelnsurance AD& D
Under 65 $40,000 $40,000
65-69 26,400 26,400
70-74 16,600 16,600
75-79 11,400 11,400
80 and over 8,000 8,000

4. Thesupplemental lifeinsurancewill beavailable
inincrementsequal to one-eighth (1/8) of the maxi-
mum amount available. Employeesmay elect the
number of incrementsdesired. Theinitial one-eighth
(1/8) increment will not require medical underwriting
provided that empl oyees make application within
thirty (30) calendar days of their date of employment.
All amounts abovethisinitial one-eighth (1/8)
increment will require medical underwriting.
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5. Upon an employee’ stermination from State
service, the lifeinsurance policy may be converted to
anindividual policy of lifeinsurance at the appropri-
ate rates.

6. Notwithstanding Subsection A above, BOR
employees will continue to be covered under the
provisions of the group life insurance programs
currently in effect at BOR institutions.

Section 8 Disability I nsurance

The State agrees to continue the existing disability
insurance programs within the various State depart-
ments and institutions for the duration of the Agree-
ment except that the two thousand dollar ($2,000)
maximum benefit for General Government employees
shall beincreased effective January 1, 2007 to three
thousand dollars ($3,000). TheLTD benefit will be
sixty percent (60%) of covered monthly salary
regardless of length of service (60% of up to $60,000
annual salary). The benefit levelsfor Regents
employeeswill be maintained. The State further
agrees to continue to pay the entire cost for such
disability insurance.

Section 9 School Year Employees

The Employer shall contribute the Employer’s share
of the single and/or family coveragefor all insurance
plans during recesses in the academic year and/or
summer for employeeswho areregularly employed on
aschool year basisfor less than twelve (12) months
out of ayear.
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Section 10 Sick Leave

(Beginning July 1, 2000 Community Based Correc-
tions’ employeesrefer to Appendix Sfor Sick Leave
information)
A.Accrua

Regents’ employees
1. All permanent Regents bargaining unit employees
of the State shall accrue sick leave at the rate of one
and ahalf (1-1/2) daysfor each full month of service.
Sick leave shall not accrue during any absence
without pay.
2. The Employer and the Union will striveto develop a
program in which employees may, at their sole
discretion, select additional benefit optionsin return
for reducing their sick leave accrual.

Non-Regents Employees

1. All permanent bargaining unit employees of the
State shall accrue sick leave at arate for each full
month of service which is based upon the amount of
sick leave balance according to the chartinArticle I X,
Section 10-F below.
2. The Employer and the Union will striveto develop
aprogram in which employees may, at their sole
discretion, select additional benefit optionsin
return for reducing their sick leave accrual.
(Airport Firefighters see Appendix F-2)
B. Utilization of Sick Leave
1. Employees may use accrued sick leave for personal
ilIness (both physical and mental), bodily injuries,
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medically related disabilitiesresulting from pregnancy
and childbirth, or exposure to contagious disease: (a)
which require the employee’s confinement; or (b)
which render the employee unableto perform
assigned duties; or (c) where performance of assigned
dutieswould jeopardize the employee’s health or
recovery.

TheAppointing Authority may require amedical
certificate or other appropriate verification for
absences covered by this Section.

It isnot the Employer’sintent nor will the above
language be construed in such a way as to constitute
harassment of employees. This language is intended
asavehicleby which the Employer may scrutinize
habitual sick leave usage or in those cases where sick
leave abuse is suspected.

Employeeswill be permitted to use compensatory time
off and/or annual leavein lieu of sick leave when they
so request. When aholiday fallswhile an employeeis
on paid sick leave, the employee’s sick |eave account
shall not be charged for the holiday period.

2. Where death occursin theimmediate family of the
employee, accrued sick leave may be used, not to
exceed three scheduled work days for each such
occurrence. Immediatefamily isdefined as, and
limited to, the employee’s spouse, children, grandchil-
dren, foster children, step children, legal wards,
parents, grandparents, foster parents, stepparents,
brothers, foster brothers, stepbrothers, sons-in-law,
brothers-in-law, sisters, foster sisters, stepsisters,
daughters-in-law, sisters-in-law, aunts, uncles, nieces,
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nephews, first cousins, corresponding relatives of the
employee’s spouse, and other persons who are
members of the employee’'s household.

3. When an employeeisapallbearer or funeral
attendant in afuneral service for someone who is not
amember of theemployee'simmediatefamily (as
defined in paragraph 2 above), accrued sick leave
shall be used not to exceed one (1) working day for
each such occurrence.

4. Employees may use accrued sick leave for personal
medical or dental appointments which cannot be
scheduled at times other than during working hours.
5. Employees may use accrued sick leavefor care of
and necessary attention to ill or injured members of
theimmediatefamily (asdefinedin paragraph 2
above). Useof sick leavefor thispurposeislimited to
forty (40) hours (five [5] working days) per year.
Effective July 1, 2005, employeesmay carry over upto
forty (40) hours of unused family care leaveto the
next fiscal year, for amaximum utilization of eighty (80)
hoursin the next fiscal year.

6. Employees may use accrued sick leave during
adoption. Such leave shall not exceed five (5)
working days.

7. Sick leave shall not be used for any reasons not
specifically set forth above.

C. Sick LeaveAccounts

The accrued sick leave shall be placed in an
employee’s sick leave account.

D. Cancdllation of Sick Leave

Separation from state service shall cancel al unused
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accumulated sick leave. However, when an employee
islaid off, any unused accumulated sick leave shall be
restored, provided the employeeis re-employed by
any agency of the State within two (2) years.

E. Payment of Sick Leave Upon Retirement for
Regents Employees

Upon retirement, Regents employees shall receive
cash payment of accumulated unused sick leave not
to exceed atotal of two thousand dollars ($2,000),
payable during the pay period preceding the
employee'sretirement.

F. Payment of Sick Leave Upon Retirement and
Accrual for Non-Regents Employees

Commencing July 1, 2006, employeeswill receivethe
following sick leave provisions

All nontemporary, non-Regents employeesworking a
full-time schedule shall accrue sick leavein accor-
dancewith thefollowing:

Sick Leave

Balance Rateof Accrual Conversion Rate
Zero to 750 hours 18 days per year 60% of Value
Over 750 hours

to1500hours 12 daysper year 80% of value
Over 1500 hours 6 days per year 100% of Value

Sick leave accrual for nontemporary bargaining unit
employeeswho work part-time shall be prorated
based on the number of hours worked in the pay
period. Sick leave shall not accrue during periods of
absence without pay.
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Sick Leave Accounts

The accrued sick leave shall be placed in the
employee’'s sick leave account.

However, when an employeeislaid off, any unused
accumulated sick leave shall be restored, provided the
employeeisre-employed by the State within two (2)
years.

Payment of Sick Leave Upon Retirement

Upon retirement, employees shall receive cash
payment for accumulated, unused sick leave con-
verted at the employee’s current hourly rate. Initialy,
the employee will receive two thousand dollars
(%$2,000) payablewith thefinal pay period that
includes the employee'sretirement date. The
remaining converted balance of the accrued sick leave
balance shall be converted asfollows:

Upon abonafideretirement, employeeswill convert
the remainder, after payment of the $2000 addressedin
the preceding paragraph, of the unused sick leave
balance to a bank for purposes of purchasing health
insurance after retirement. The Sick Leave Balancefor
Conversion Rate purposes will be the employee’s
balance before payment of the $2000 addressed above
and will be converted according to the following
schedule:

Sick L eave Balance Rate of Accrual Conversion Rate
Zeroto 750 hours 18 days per year 60% of Vaue
Over 750 hours

to 1500 hours 12 days per year 80% of value
Over 1500 hours 6 days per year 100% of Value
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The Employer will continueto pay the Employer’s
share of the health insurance premium each month
until the converted value of the employee's sick leave
balanceis exhausted or until the employeeiseligible
for Medicare, whichever comesfirst. Theretired
employee may stay with the same health insurance
program as when employed or switch “down” at any
timewithout underwriting.
The converted value of the sick leave can only be
applied to the Employer’s share of health insurance
payments. It has no cash value and it is not transfer-
able to another use or to an heir.
The State agrees that with regards to employeesin
positions designated by |PERS as Protection Occupa-
tion positionswho have reached retirement eligibility
and have separated from employment with the State,
but who have not yet begun to receive IPERS
retirement benefits, it will work with theUnionto
establish termsfor their use of this benefit.

G Rightsupon return to state employment
If aretired employee who is utilizing this benefit
returnsto permanent state employment, al remaining
benefits eligibility inthe sick leave conversion
programwill beforfeited.

H. Conversion Rights

1. All bargaining unit employees who have

accumulated aminimum of thirty (30) days (240 hours)
in their sick leave account and who do not use sick
leavefor afull calendar month may elect to have one-
half day (4 hours) added to their accrued vacation
account in lieu of the accrual of sick leave.
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2. Inthecaseof eligible permanent part-time
employees, such conversion rights shall be prorated.
3. Employeeswho have made an election
pursuant to this subsection will be allowed to
accumul ate up to an additional twelve (12) days (96
hours) beyond twice their annual vacation and
unscheduled holiday entitlement.
(Community Corrections seeAppendix S-6)

Section 11 Paid Annual L eaveof Absence (Vacation)

A. The Employer agreesto provide employeeswith
aformal annual paid leave of absence plan (vacation)
as set forth below.

B. Employees shall begin earning annual leave on
their first day in pay status. Employeesareeligiblefor
and shall be granted annual |eave asfollows:

1. Full-Time Employees

a. Annual leave shall be based on the date of hire
and accrue at the rate of eighty (80) hours (10 days)
each year for afull year of service during thefirst four
(4) years of service; one hundred twenty (120) hours
(15 days) each year for afull year of service during
the next seven (7) years of service; one hundred sixty
(160) hours (20 days) each year for afull year of
service after eleven (11) years of service; one hundred
seventy-six (176) hours (22 days) each year for afull
year of service after nineteen (19) years of service;
and two hundred (200) hours (25 days) each year for a
full year of service after twenty-four (24) years of
service.

b. Annual leave may be accumul ated to twice the

71



annual entitlement. If, on June 1st, an employee hasa
bal ance of one hundred sixty (160) or more hours of
accrued annual leave, the Employer may, with the
written approval of the employee, pay the employee
for up to forty (40) hours of the accrued annual leave.
Thisamount will be paid on a separate pay warrant on
the pay day which represents the last pay period of
thefiscal year. Decisions regarding these payments
will be made by each department director and BOR
institution president or superintendent. Eligibility for
these payments is not subject to the grievance
procedure providedinArticlelV. An employee may,
however, grieve whether or not such payments were
made without the employee’s approval.

2. School Year Employees

Employeeswho are regularly employed on a school
year basis for less than twelve (12) months out of a
year shall be granted pro rata annual leave consistent
with paragraph 1-aabove.

3. Permanent Part-Time Employees

Employeeswho areregularly employed for twenty
(20) or more hours but less than forty (40) hours per
week on a continuing basis shall be granted pro rata
leave consistent with paragraph 1-a above.

(Airport Firefighters see Appendix F-3)

C. Annual leave shall not be earned for any period
of absence without pay.

D. Inscheduling vacation (annual leave), choice of
time and amounts shall be governed by seniority as
definedinArticleV, provided employees submit their
vacation requests at least sixty (60) calendar days
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prior to the requested time off. When vacation
reguests are not submitted sixty (60) daysin advance,
vacations will be granted on afirst come-first served
basis. Vacation requestswill be answered within five
(5) working days from the date of receipt unless such
requests are submitted more than sixty (60) daysin
advance. If adenied request isfor afull shift or more
and the requested time later becomes available, the
Employer will offer it, by seniority, to the employees
who had requested such time off sixty (60) daysin
advance and had been denied. If local management
and the local union/chapter have agreed to a vacation
scheduling practice, this provision shall not super-
sede that practice. Once vacation periods have been
scheduled, the Employer shall make no changesin
employee vacation schedules except to meet emergen-
cies. Inthe event the Employer findsit necessary to
cancel a scheduled vacation, the affected employee
may reschedule his/her vacation during the remainder
of the calendar year or extend the scheduling of his/
her vacation into the ensuing calendar year, as he/she
desires, providing it does not affect other employees
vacation periods.

Every attempt will be made to grant employees
vacation at the requested time. Grievances regarding
the denial of vacation shall begin with the third step
of the grievance procedure. Thetimeframeat step 3
of the grievance procedure will be shortened from 75
daysto 30 days. Any disputes resulting from
scheduled vacation prioritieswill be resolved by the
local union. If an employeeisunder the care of an
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attending physician while on his’her paid vacation,
that portion of the paid vacation may be rescheduled
upon satisfactory proof to the Employer of said care
being provided.

E. Catastrophic IlIness Contributions

Employees may contribute accrued annual leave,
compensatory leave or holiday leave timeto benefit
another State employee suffering from a catastrophic
ilIness. Leave shall be donated in no less than one (1)
hour increments. The contributing employee must
identify the specific amount of leave donated and the
name of the recipient of the donated leave on forms
provided by the Employer for this purpose. Leave
donated to another State employee pursuant to this
provision shall be irrevocably credited to the
recipient’s sick leave account.

Section 12 Holidays
A. The Employer agreesto provide eleven (11) paid
holidays per year. There shall be nine (9) scheduled
holidays as set forth below and two (2) unscheduled
holidays. Field staff personnel shall receive an
additional four (4) unscheduled holidays. Unsched-
uled holidays shall be accrued on a pay period basis
and added to the employee’s accrued vacation
account and shall be taken in accordance with the
procedures set forth in Section 11 (Vacations) in this
Article.
1. Scheduled Holidays:
New Year’s Day, January 1
Dr. Martin Luther King's Birthday, third Monday in
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January (or other holiday designated annually by the BOR
for BOR employees)
Memorial Day, the last Monday in May
Independence Day, July 4
Labor Day, the first Monday in September
Veterans Day, November 11 (or other holiday
designated annually by the BOR for BOR employees)
Thanksgiving Day, the fourth Thursday in November
Friday after Thanksgiving
Christmas Day, December 25

2. Monday shall be recognized asaholiday for all
holidays occurring on a Sunday and Friday for al
holidays occurring on a Saturday for those employees
on aMonday through Friday work week. For other
than these employees, the holiday shall be deemed to
fall on the day on which the holiday occurs.

(Airport Firefighters see Appendix F-4)

B. Holiday Pay

When a holiday falls on an employee’s regularly
scheduled work day, the employee will receive holiday
pay, equal to their regularly scheduled work day,
except that no full-time employee shall receiveless
than eight (8) hours.

When the holiday falls, on a scheduled day off (rest
day) theemployee will receive eight (8) hours
compensation which may bein cash or compensatory
time at the employee’sdiscretion.

When an employee isrequired to work on aholiday,
the employee will receive holiday pay, equal to their
regularly scheduled work day except that no full-time
employee shall receive lessthan eight (8) hours. The
holiday pay may bein cash or compensatory time at
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the employee’s discretion.

When compensatory time off isto be granted, it
shall be taken at the request of the employee with the
approval of the appointing authority. Such time shall
be paid to the employee if not used within the
subsequent twelve (12) month period.

(Department of Correctionssee Appendix H-1)

C. Holiday Premium Pay

When an employeeisrequired by the Employer to
work aholiday listed in 12(A) above, the Employer
agreesto provide holiday premium pay at the rate of
timeand one-half (1-1/2) theemployee'sregular ratein
addition to their normal holiday pay for all hours
worked between the hoursof 12:00 am. and 11:59 p.m.
and for all hoursworked on aregularly scheduled
shift for which at least half of the scheduled hoursfall
on aholiday. At the discretion of the employee, such
premium compensation shall be either in cash or
compensatory time. However, in accordance with the
Fair Labor StandardsAct, the employee must receive
cash payment for al hours worked on the holiday.

In the event compensatory time off is granted, it
shall be scheduled at the request of the employee
with the approval of the Employer. Suchtime shall be
paid to the employee if not used by the end of the
fiscal year.

(Department of Correctionssee Appendix H-1)

D. Employeesworking acompressed work week will
not have their schedule changed during awork week
that includes a holiday. This shall not apply in those
situations where the Employer provides written notice
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at the time the empl oyee accepts a compressed work
week that such schedule changes will occur during
any work week that includes a holiday.

(Department of Correctionssee Appendix H-1)

E. Notwithstanding the above, the Employer and
individual employees may mutually agreeto allow the
employee to request cash payment after an election
has previously been made to utilize compensatory
time.

F. Tobeeligiblefor holiday pay, employees must be
in pay status their last scheduled work day immedi-
ately before and their first scheduled work day
immediately following each holiday.

G Employeesshall not be eligiblefor holiday pay
during alayoff or any period of leave of absence
without pay.

(Department of Transportation see Appendix 1-5)

Section 13 Travel and L odging

A. Mileage

The Employer agreesto reimburse any employee
who is authorized and required to use his or her
personal vehiclein the performance of the employee’'s
work for the State at the rate of twenty-two cents
($0.22) per mile or as set by statute, whichever is
greater, beginning at the employee’s office. When an
employee attempts to obtain a state vehicle for
approved business travel and oneis not available for
the employee’suse, the employee will be reimbursed
for the use of hisor her personal vehicle at the rate of
twenty-nine cents ($0.29) per mileasprovided in the
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Department of General Servicespolicy.

The Employer and the employee may mutually agree
to alternative arrangements to having the employee
report to the office each day. However, an employee
of the Department of Revenue & Finance or the
Department of Human Services shall be reimbursed
beginning at his or her point of departure unless he or
she reportsto the office. In that event, the office shall
be considered the point of departure.

B. Lodging and Meals

Employees shall be reimbursed for actual expenses
incurred, not to exceed twenty-three dollars ($23.00)
per day for meals plus reasonable room expenses
whileinthe performance of their official duties. The
Employer reserves the right to establish reasonable
reporting procedures.

C. Out-of-statetravel, meals, and lodging reim-
bursement will bein accordance with the existing
Department of Administrative Services-State Ac-
counting Enterprise rules.

D. Advance Travel Request

When employees are required by the Employer to
travel outside the state and the expenses are antici-
pated to exceed two hundred dollars ($200), empl oy-
ees may reguest an advance travel allowance not to
exceed eighty percent (80%) of the anticipated travel
expense.

E. Permanent Travel Advance

Employeeswho are required as a condition of
employment to travel within the state on aregular
basisshall be eligiblefor apermanent travel allowance
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asfollows:

1. Employeeswhosein-state travel expense has
averaged between $100.00 and $150.00 per month for
the preceding twelve (12) months shall receivea
permanent travel allowance of $100.00.

2. Employees whosein-state travel expense has
averaged over $150.00 per month for the preceding
twelve (12) months shall receive apermanent travel
alowance of $150.00.

3. The advancetravel allowance shall be deducted
from the employee’s last paycheck upon separation
from State service. Additionally, the Employer
reservestheright to regularly review an employee's
monthly travel expenses and should the employeefail
to meet the above requirements, the advance travel
allowance shall be withdrawn and deducted from the
employee’s next paycheck.

(Parking Feesfor Community Corrections see
Appendix S-9)

Section 14 Payday

A. Genera government employees shall be paid on
abi-weekly basis.

Each employee may choose among the options
currently provided by the employing unit for receiv-
ing paychecks. The Employer will take reasonable
measures within its control to ensure that employees
paychecks arereceived in atimely fashion.
(Department of General ServicesseeAppendix L-1)

B. BOR employeeswho are currently paid in equal
monthly paychecks with no lag in pay shall continue
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to be paid in thismanner. The number of regular work
hoursin the calendar year shall be multiplied by the
hourly rate to calculate the annual salary. The annual
salary shall be divided by twelve (12) to calculate the
monthly paycheck. All other cal culations with respect
to employee’s pay shall remain unchanged.

BOR employeeswho are currently paid semi-
monthly will continueto be paid semi-monthly. All
other calculations with respect to employee’'s pay
shall remain unchanged.

ARTICLEX
LEAVESOFABSENCE

Section 1 Eligibility

Employees shall have the right to request aleave of
absence in accordance with the provisions of this
Article after the successful completion of their
probation period.

Parental leaves of absence shall be exempt from the
waiting provisions of this Section.

Section 2 Request Procedure

Any request for a leave of absence shall be submitted
inwriting by the employee to the employee’simmedi-
ate supervisor at least thirty (30) calendar daysin
advance, whenever possible. The request shall state
the reason for and the length of the leave of absence
being requested.
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Theimmediate supervisor shall furnish awritten
response as follows:

A. Requestsfor leaves of absence not exceeding
one (1) month shall be granted or denied within five
(5) working days. The Employer will providethe
reason for denial inwriting.

B. Requestsfor leaves of absence exceeding one (1)
month shall be granted or denied within fifteen (15)
working days. The Employer will providethereason
for denial inwriting.

Section 3 L eavesof AbsenceWithout Pay

Except as otherwise provided inthisArticle, employ-
ees may be granted |eaves without pay at the sole
discretion of the Appointing Authority for any reason
for aperiod up to but not exceeding one (1) year.
Upon request, the leave may be extended for not more
than one (1) additional year.

(Community Corrections seeAppendix S-6)

A. Parental Leave

Employees shall be granted parental |eave of
absence without pay as follows:

1. Theemployee shall, whenever possible, submit
written notification to the employee’ simmediate
supervisor at least four (4) weeks prior to the
employee’s anticipated departure stating the probable
duration of the leave. Such leaves shall be granted
for aperiod of time up to but not to exceed three (3)
months. An additional three (3) months of parental
leave without pay shall be granted unless the absence
of the employee would cause a substantial hardship
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on the operating efficiency of the employing unit.
Upon request of the employee, accompanied by a
doctor’s statement, parental |eaves without pay may
be extended for increments of thirty (30) days, not to
exceed six (6) months. In no case shall thetotal
period of |eave exceed twelve (12) months.

2. Inno case shall the employee be required to
leave prior to childbirth unless the employeeisno
longer able to satisfactorily perform the duties of the
position.

3. Except asprovided under Article I X, Section 9 of
thisAgreement, Sick Leave, al periods of parental
leave shall be leaves of absence without pay.

B. Military Leave

Whenever an employee enters the active military
service of the United States, the employee shall be
granted amilitary leave as provided under Section
29A .28 of the Code of lowaand the applicablefederal
statutes.

C. Unpaid Educational Leave

It isthe expressed intent of the Employer to promote
continued education by employees of the State and,
in furtherance of this policy, the State agrees to grant
employees unpaid educational leaves of absencein
accordance with the following procedure:

1. The Employer agreesthat at any one time up to
fifteen (15) employees per bargaining unit may be
granted an unpaid educational leave of absence not
to exceed one (1) year in duration. Selection of
employees shall be on the basis of seniority and
operational efficiency of the agency.
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2. Tobeédligiblefor unpaid educational leave, an
employee must have completed at |east three (3) years
of service. The Employer will not berequired to
permit more than two (2) employeesto be on unpaid
educational |eave simultaneously from the same work
unit. Thework unitisdefined asthe unit utilized for
the distribution of overtime pursuant to Article VIII.
(Fiscal and Staff Unit see A ppendix Q-5; Community
Correctionssee Appendix S-7)

D. Medical Leave of Absence

1. Employeeswith at least one (1) year of seniority
who have exhausted their sick leave benefits shall be
granted an unpaid leave of absence not to exceed
ninety (90) calendar days, provided theillness or
injury exceedsten (10) days and appropriate medical
verification is submitted. Upon request of the
employee, extensions may be granted for up to ninety
(90) day increments not to exceed atotal of one (1)
year. Such leaves may not be unreasonably withheld.

Extension of such leaves shall not impair an
employee’sright to long-term disability. Priortoan
employee exhausting his'her sick leave, the Employer
shall advise the employee in writing of his’her right to
amedical leave of absence without pay and the
requirement that the employee must request such
leave within fourteen (14) calendar days of their
receipt of the notice from the employer.

2. Bargaining unit employeeswho are physically
injured and unable to work as aresult of attacks by
inmates, residents, patients, visitors, students or
clients of the State and who have exhausted their
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leave of absence granted pursuant to Article X,
Section 3 (D)(1) above, may be granted an additional
unpaid leave of absence in ninety (90) day increments
not to exceed one (1) year.

E. Family and Medical Leave

Employeeswho are on aleave of absencewhichis
Family and Medical LeaveAct qualified may, at their
discretion by written notice to their supervisor,
declineto utilize up to two (2) weeks (eighty hours) of
paid annual leave (vacation) in each year of this
Agreement.

F. The Employer agreesto providefor the following
rights upon return from any of the approved leaves
listed in this Section:

1. Theemployee shal have theright to be returned
to his’her position or one of like nature in the same
organizational unit.

(Community Corrections seeAppendix S-7)

2. If the employee’ s position or one of like natureis
not available, the layoff procedure set forth inArticle
V1 of thisAgreement shall be utilized; however, inthe
case of military leave, the employeewill begiven
another position of similar pay and class for which the
employeeisqualified in the same organizational unit.

G Except as otherwise provided in other provisions
of thisAgreement, all fringe benefits shall continue
during any unpaid leave of absence which does not
exceed thirty (30) days.

H. When, in order to be qualified for a position, an
employee isrequired to possess alicense or certifi-
cate and the employee in that position has that
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license or certificate temporarily revoked or sus-
pended, the Employer may, at the Employer’ssole
discretion, reassign that employee to perform other
dutiesfor which the employeeis otherwise qualified
for the duration of the suspension or revocation or, in
the alternative, place that employee on an unpaid
leave of absence. The parties agree that the provi-
sions of this Section may be grieved, but not ap-
pealed to arbitration under Article IV of thisAgree-
ment. This provision does not affect in any way the
Employer’sright to discharge an employee or the right
of the employee and the Union to grieve and arbitrate
an employee’s discharge. In the arbitration of an
employee’sdischarge, the Employer agreesthat it will
not use this provision as a basis for asserting that a
leave of absenceis an inappropriate remedy.

Section 4 Paid L eavesof Absence

A. Voting Leave

1. Any person entitled to vote in ageneral election
isentitled to time off from work with pay on any
general election day for aperiod not to exceed three
(3) hoursinlength. Application for time off for voting
should be made to the employee’s supervisor prior to
election day. Thetimeto betaken off may be
designated by the supervisor.

2. Timeoff for voting may be granted only if the
employee’sworking hours do not allow athree (3)
hour period outside of working hours during polling
hours.
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B. Jury Duty

1. Anemployeeon jury duty will be continued on
the payroll and be paid hig/her straight time hourly
rate for his/her normally scheduled hours of work.
Upon return from jury duty, the employee shall
present evidence of the amount received for such jury
duty and remit that amount to the Employer, less any
travel or personal expenses paid for the jury service.
Time spent in court and reasonabl e travel time shall
be deducted from an employee’s scheduled work
hours for the day in question and shall be considered
timeworked. Employees on the second or third shift,
asdefinedinArticle VI, Section 6, shall betempo-
rarily rescheduled to the day shift for the duration of
their jury service.

2. The employee summoned asajuror shall notify
his’her Employer immediately by memorandum
attaching a copy of the summons. The employee
shall be responsible for all subsequent notifications
when obligated to report for jury duty.

3. An employee who reports for jury duty and is
dismissed, shall promptly report to work for the
remainder of the employee' sworking day, provided
there are at least two (2) hoursremaining in the
scheduled work day.

C. Court Appearance

When, in obedience to a subpoena or direction by
proper authority, an employee appears as awitnessin
acourt proceeding, the time spent shall be considered
as aleave of absence with pay provided the employee
IS not a party to the proceedings. The employee shall
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remit witnessfeesto the Employer.

D. Paid Educational Leave

The Employer retains the sole discretion to either
grant or deny requests for paid educational leaves of
absence. Requests for paid educational |eave shall be
submitted at least one hundred and twenty (120) days
in advance of the requested leave. The Employer
agrees to either grant or deny such requests at least
sixty (60) days prior to the requested leave. Failureto
respond within the designated time limits shall not
constitute approval of such requests.

E. Delegatesto Joint Labor/Management Commit-
tees

The Local Union President/Chapter Chair or his/her
designee shall be granted time off with pay to attend
regular meetings or conferences of joint Labor/
Management committees such asLEECALM and
QCALM. Suchleavesshall not exceed ninety-six (96)
hours per fiscal year.
(Hostage L eave for Department of Corrections see
Appendix H-2)

ARTICLEXI
MISCELLANEOUS

Section 1 Work Rules

The Employer agreesto establish reasonable work
rules. The Union reservestheright to grieve the
application or reasonableness of any work rule so
establisned. Thesework rules shall not conflict with
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any of the provisions of this Agreement. Newly
established work rules or amendmentsto existing
work rules shall be reduced to writing and furnished
to the Union at |east fourteen (14) calendar days prior
to the effective date of therule. For purposes of this
Article, work rulesare defined asand limited to:
“Rules promulgated by the Employer withinits
discretion which regulate the personal conduct of
employees.”

Section 2 Accessto Personnel Files

Employees shall have the right to inspect their
personnel files. The employee may respond to any
item in the personnel filein writing. Such response by
the employee shall become part of the permanent
record. Accessto personnel filesshall belimited to
authorized management personnel, the employee and
aUnion representative if so designated in writing by
the employee. Upon previous notification and at the
employee’sexpense, the Employer shall make copies
of such filesfor the employee. However, in the event
of disciplinary action involving a suspension or
discharge, the Employer upon request will furnish at
no cost a copy of any material contained in the
affected employee’s personnel file.

Section 3 Special Expenses

Upon direction and approval of the Employer,
employees shall be reimbursed for registration fees,
conference fees, banguet tickets, and other authorized
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expenses that areincurred in the performance of his/
her duties as a State employee.

Section 4 Payment of Employee M oving Expenses

Employeeswho are reassigned at the direction of
the Employer shall be reimbursed for relocation and
related expenses in accordance with the Relocation
and Reimbursement Policy published by the lowa
Department of Personnel effectiveApril 1999. See
Appendix E for full text of the policy.

Section 5 Tuition and Related Reimbur sements
Subject to the availability of funds, the Employer
shall establish an educationa assistance program to

provide employeeswith one (1) year of full-time
employment an opportunity to enhance their job
performance and/or career development. The plan
shall provide for Employer participation in the cost of
tuition expenses based upon successful completion
of individual job related and/or career devel opment
COUrses.

(Department of Human Services seeAppendix J-2;
Community Corrections see Appendix S-8)

Section 6 SevereWeather/Emer gency Closings

A. When the Employer closes a State facility, all
employees, including probationary employees, may
use earned compensatory time, vacation or |eave of
absence without pay as they may elect. Employees
may, with the approval of their Appointing Authority,
also elect to work their regularly scheduled hours
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even though the State facility is closed to the general
public. Employeeswill also be permitted to make up
lost time within the same work week with the approval
of their immediate supervisor.

When the facility isnot closed, al employees,
including probationary employees, who are unable to
report to work may use earned compensatory time,
vacation, or leave of absence without pay as they
may elect.

B. If the proper management authority, who may
consult with other knowledgeable persons, declares
that an inclement weather situation or other emer-
gency exists, thefollowing shall apply:

1. If the employee reports within one-half (¥2) hour
of hig’her regularly scheduled reporting time, the
employee will be assumed to have reported on time.

2. If the employeereports after one-half (¥2) hour of
his/her regularly scheduled reporting time, the
employee shall be credited with having worked the
first one-half (¥2) hour of the day plusall hours
actually worked. Employees may elect to charge any
additional lost time pursuant to 6(A) above.
(Department of Human Services seeAppendix J-3;

Department of Veterans' Affairs- Veterans Home
Division seeAppendix V-4)

Section 7 Training

The Employer agreesto make agood faith effort,
contingent upon the availability of adequate funding,
to provide employees with such training asis
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necessary, as determined by the Employer, to carry
out the duties of their assigned positions or to
enhance State job opportunities.

Training shall be offered by seniority to those
employees who have not had the course, in compli-
ancewith operational efficiency.

Section 8 | dentification Cards

All employees shall receiveidentification cards. The
Employer will replace at no cost al identification cards
that wear out, and will replace oneidentification card
ayear at no cost that islost by the employee.

Section 9 Time Sheets
The Employer may not change an employee’stime
sheet arbitrarily.

Section 10 Retention of Disabled Employees

A. Itistheintent of both partiesto encourage the
retention of employeeswho may have become
disabled whilein State service. Consistent with the
Americanswith DisabilitiesAct, the Employer will
make reasonabl e accommodations for such employ-
ees.

B. The parties agree that employees who have
become temporarily disabled dueto awork-related
ilIness or injury should be considered before other
disabled employees for reasonabl e temporary job
modifications. Employeeswho have become tempo-
rarily disabled due to an illness or injury that is not
work-related will be considered for reasonable
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temporary job modifications on the basis of Employer
needs after they have been released to return to work
by their medical practitioner.

C. The parties agree that the provisions of this
Section may not be appealed to arbitration under
ArticlelV of thisAgreement.

Section 11 PerformanceEvaluation
All bargaining unit employees are entitled to afair
and impartial performance evaluation.

Section 12 Contractingand Job Security

A. When adecision is made by the Employer to
contract or subcontract work which would result in
the layoff of bargaining unit members, the State
agrees to a notification and discussion with the local
union not less than sixty (60) days in advance of the
implementation.

B. If, asaresult of outsourcing or privatization
following an Employer initiated competitive activities
process, positions are eliminated, the Employer shall
offer affected employees other employment within
lowa State government. “ Other employment” shall
first be sought within the affected employee’s
department and county of employment. Affected
employees accepting “other employment” shall not be
subject to loss of pay nor layoff pending placement in
“other employment” under this Section. Neither shall
such employees be subject to a decreasein pay in
their new position. However, affected employeeswill
not be eligible for any pay increase until such time as
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their pay iswithin their new pay graderange. Inthe
aternative, employeesmay elect to belaid off.

Employees placed in “other employment” under this
Section, aswell asthose electing to belaid off, will be
eligiblefor recall tothe classification held at thetime
of outsourcing or privatization, in accordance with
ArticleVI of thisAgreement.

Section 13 Work Areas

The Union and the Employer shall develop and
implement incentiveswhich are non-economicin
nature, to encourage employees to enter and/or
remain in less desirable work areas, subject to the
approval of the Chief Operating Officer of DAS-HRE
and the President of AFSCM E/lowa Council 61.

Section 14 EmployeeAssistance Program

A. The Employer and the Union recognize the value
of counseling and assistance programs to those
employees who have personal problemswhich
interfere with the employee’s efficient and productive
performance of job duties and responsibilities.
Therefore, the Employer will providean Employee
Assistance Program (EAP) in order to aid such
employeesand their families. The Employer and the
Union will encourage employeesto seek professional
assistance when necessary.

B. TheEAPisconfidential. Any information shared
with the EAP will not be rel eased to anyone without
written consent of the employee.
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C. Anemployee'sparticipation in the EAPis separate
from the disciplinary process and will not protect the
employee from disciplinary action due to poor job
performanceor ruleinfraction. Likewise, an
employee’s participation in the EAPwill not jeopar-
dize the employee’s career. While State policy isto
offer assistance to employees, disciplinary action may
result if an employee’sjob performance continues to
be adversely affected.

Section 15 L abor-Management M eetings

A. The Employer and Union agree to establish
monthly |abor/management meetings when requested
by the appropriate L ocal/Chapter no less than one (1)
week inadvance. Upto six (6) representativesfrom
the Union and up to an equal number of management
will attend the meetings. The purpose of the meetings
shall beto afford both labor and management aforum
in which to communicate on itemsthat may be of
interest to both parties. The meetings are established
as acommunication vehicle only and shall not have
authority to bind either the Union or management
with respect to any of the items discussed. Union
representatives will bein pay status for all time spent
in labor/management meetingswhich are held during
their regularly scheduled hours of employment. The
Employer isnot responsible for any travel expenses or
other expensesincurred by employees for the
purpose of complying with the provisions of this
Article, except as provided by statewide labor/
management meetings.
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B. The Employer and the Union agree to establish
quarterly meetings on a statewide level when re-
quested by the Union for discussion of issues which
were unresolved at the Local/Chapter level and which
affect employeesin AFSCME bargaining units.
Agendaitems shall be exchanged at |least two (2)
weeks prior to the meeting. One Union representative
from each Local/Chapter and up to an equal number
from management will attend the meetings without
loss of pay. Any employee who must travel more than
twenty (20) mileswill bereimbursed for mileage
expense only. Such reimbursement shall be at the rate
of twenty-four cents ($.24) per mile or as set by
statute, whichever isgreater. Union memberswill
attempt to car pool when possible.

ARTICLEXII
HEALTHAND SAFETY

Section 1 Toolsand Equipment

The Employer agreesto furnish and maintain in safe
working condition all tools and equipment required to
carry out the duties of each position. Employees are
responsible for reporting any unsafe condition or
practice, and for properly using and caring for the
tools and equipment furnished by the Employer.
Employees shall not use such tools and equipment for
personal use.

Section 2 Buildings/Structures/Steam Tunnels
A. The Employer shall provide and maintain all
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State owned and State employee occupied buildings,
grounds, and equipment in accordance with direc-
tions of the applicable federal and State agencies.

B. Where no policy exists for handling bomb
threats in state owned or leased buildings, the
Employer shall develop such policies.

C. Proceduresfor confined space entry and for
working in steam tunnelswill be developed at
Statewide L abor/M anagement Cooperative Team
meetings. Protocolsfor working in steam tunnelswill
include, but not be limited to, a“buddy system” and
the availability of protective clothing and breathing
apparatus.

(Board of Regents see Appendix M-8)

Section 3 Protective Clothing

The Employer shall furnish protective clothing and
equipment in accordance with the applicable federal
and state regulations.
(Protective Clothing: Department of Transportation
see Appendix 1-6; Board of Regents see Appendix M-
9; Security Unit seeAppendix O-2)

Section 4 Uniforms

A. Where employees are required by the Employer
to wear uniforms/smocks, the Employer shall, at no
cost to the employee, provide and maintain them for
such employees. For the purposes of this Agreement,
uniforms/smocks are defined asidentically styled
clothing and/or footwear uniquely related to the
workplace and not appropriate for personal or other
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outside use.

B. The Employer shall, in good faith, endeavor to
replace damaged or misfit uniformsin an expeditious
manner.

C. Where pinsare currently permitted, employees
shall be allowed to wear up to two (2) Union pinson
their uniforms/smocks.

D. TheUnionwill be notified inwriting at |east
fourteen (14) calendar days in advance of any new
requirements or changes in existing requirements
regarding uniforms/smocks.

Section 5 Safety Shoesand Safety Glasses

A. Wherethe Employer requires employeesto wear
safety shoes, the Employer will furnish such shoes
beginning with the first day of employment. These
employees may, at the employee'sdiscretion, be
provided with a sum of money equal to the
Employer’s cost of the shoes toward the cost of
buying safety boots.

B. Safety glasses (including prescription lenses
when required) or safety goggles shall be provided
for employeeswho are required to wear them.
Employees may, in lieu of receiving safety glasses or
safety goggles of the style and choice of the Em-
ployer, receive an allowance equivalent to the
Employer’s cost toward the purchase of safety
glasses or safety goggles in a style chosen by the
employee. Safety glasses or safety goggles pur-
chased by the employee must meet or exceed the
Employer’s safety standards.
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Section 6 Damageto Personal [tems

A. The Employer agrees that bargaining unit
employees may submit to the Employer requestsfor
reimbursement for any personal items damaged in the
performance of assigned duties up to amaximum of
one hundred fifty dollars ($150) per occurrence.

B. The Employer agreesthat bargaining unit
employees may submit requests to the State Apped
Board for claimsdenied by the Employer or which are
in excess of $150. Such requestswill be granted or
denied in accordance with the applicable law. If the
State Appeal Board requires that requests be submit-
ted on special forms, the Employer will make such
formsavailable to the employees. The employee's
immediate supervisor may, at his/her discretion,
certify that personal itemswerelost or damaged in the
performance of the employee’'s assigned duty. The
Employer shall provide priority processing for claims
submitted pursuant to this section.

(Community Correctionssee Appendix S-10)

Section 7 Employer Owned Vehicles

All Employer-owned vehicleswhich are used by
bargaining unit employees shall be equipped with
reflective warning devicesor flares, first aid kitsand
fireextinguishers. The Statewill endeavor in good
faith to comply with Section 321.381 of the Code of
lowa
(Community Corrections Personal VVehicles see
Appendix S-11)
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Section 8 ComplianceLimitations

The Employer’scompliancewiththisArticleis
contingent upon the availability of funds. If the
Employer isunable to meet the requirements of any
section of thisArticle dueto alack of funds, the
Employer shall make apositive effort to obtain the
necessary funds from the appropriate legislative
body.

Section 9 Video Display Terminals

A. Where practical and feasible, the Employer will
maintain standards for computers/word processing
equipment (hereinafter referredto asVDTS).

B. Inaddition to therelief provided by means of the
rest periods and meal periods set forthinArticle VIII
of thisAgreement, employees shall be entitled to a
five (5) minute pause from work for every hour of
intensive VDT use. Individual departments, in
consultation withthe VDT users, will establish the
pattern of usage for the additional pauses described
above. Thelocal union and management will facilitate
the establishment of such patterns. However, inlieu
of the additional breaks, the Employer may provide an
alternative work assignment. Intensive VDT useis
defined as: (1) use which requires continuous and
sustained attention and concentration on the VDT
screen; and (2) use which occurs in situations where
this type of task cannot be organized so as to provide
for natural breaks or variations.

The parties agree that the pause time must be used
as described above and may not be accumulated nor
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used in conjunction with rest periods and meal
periodsasset forthinArticle VIII.

C. 1. Thecharacteristics of the equipment being
used, the areain which it isinstalled, the work to be
performed and the needs of the user all contribute to
the appropriateness of the work environment for VDT
users. The Employer will makeagood faith effort to
provide appropriate work settingsfor VDT users,
consistent with the availability of existing resources.

2. Design guidelinesto be used as afactor in the
purchase of VDTswill be developed by each unit of
State government responsible for such purchases.
These guidelines will address desirable characteristics
relating to: (a) screen positioning, (b) keyboards, ()
screen and character type, and (d) accessories. The
Union will be consulted in the development of these
general design guidelines.

3. Thefollowing elementsin the work environment
may affect the appropriateness of the setting in which
VDT userswork:

a. The ability to positionthe VDT and keyboard in
relationship to each other and at heights which are
appropriate for the work to be performed and the user;

b. The ability to provide adequate lighting for the
work to be performed;

c. Theability to minimizeglare;

d. Theability to minimize printer noise; and

e. Chairs which may be adjusted to and which
provide proper support for the user.

4. The Employer will provideinformation and
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guidance to itswork unitswhich will assist themin
creating an appropriate setting for VDT users.

(Communi cable/Contagious Diseases. Department of
Corrections see Appendix H-3; Department of Human
Services see Appendix J4; Community Corrections
seeAppendix S-13; Department of Veterans Affairs
Veterans Home Division seeAppendix V-5; High
CrimeAreasfor Community Corrections seeA ppendix
S-14; Communication Devicesfor Community
Correctionssee Appendix S-14)

Section 10 Education and Reporting Procedures

By July 1, 1999 the Employer will provideto the Union
awritten plan for delivery of health and safety
information and reporting procedures for each
department.

Section 11 Health and Safety Committees

In the state departments, board of regents institu-
tions, and state institutions or correctional facilities
where currently ahealth and safety committee
operates, the Employer shall designate the number of
bargai ning unit representative(s) who will serve on
the committee (which shall not be less than one
representative). The Union shall have theright to
designate which bargaining unit employee(s) shall
serve as representative(s). Bargaining unit
representative(s) shall serve on the committee for a
designated term consistent with current practices.
This provision shall also apply to any newly created
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health and safety committee which will include
bargaining unit employees.

The parties agree that attempts to resolve health and
safety concerns should first be made at the local level.
Therefore, these matters should be discussed with
local 1abor/management committees pursuant to
Article X1, Section 15. Should the parties be unable to
cometo mutual agreement at thelocal level orif itisa
statewide issue, either party may refer the issue to the
next statewide labor/management meeting pursuant to
Article X1, Section 15. An additional two (2) hour limit
will be set aside at the statewide |abor/management
meeting to address any issues referred pursuant to
this section. For health and safety issues discussed
at statewide labor/management meeting that are not
resolved at that meeting, ajoint report summarizing
the various positions of the parties will be issued no
later than two (2) weeks prior to the next statewide
labor/management committee meeting. Thisjoint
report shall be shared with the department director
and the president of the union.

Section 12 Health and Safety Complaint Procedure

Thefollowingisapilot provisionin effect from
July 1, 2003 through June 30, 2007. Thereafter this
provision will be deleted from the contract unless
extended by mutual agreement.

If practical, the Employer will provide safe,
secure, healthful working conditionsfor all employ-
ees. The Employer agreesto comply with thefederal
Occupation Safety and Health Act (OSHA) and all
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other applicable federal, state, or local lawsand
regulations, and departmental safety rules and
regulations. Nothing inthisAgreement will imply the
Union has assumed legal responsibility for the health
and safety of employees. Any grievancesfiled
pursuant to this section shall follow the procedures
asset forthinArticlelV. Grievancesfiled pursuant to
thissection will not be eligiblefor arbitration. This
section does not affect the rights of individual
employees or the Union to file complaintswith
IOSHA.

ARTICLEXIII
(THISARTICLERESERVED FOR FUTURE USE)

ARTICLEXIV
GENERAL

Section 1 Obligation toBargain

This Agreement represents the entire agreement of
the parties and shall supersede all previous agree-
ments, written or verbal. The parties agree that the
provisions of this Agreement shall supersede any
provisions of the rules of the State’s merit systems
relating to any of the subjects of collective bargaining
contained herein when the provisions of such rules
differ with thisAgreement. The parties acknowledge
that during the negotiations which resulted in this
Agreement each had the unlimited right and opportu-
nity to make demands and proposals with respect to
any subject or matter not removed by law from the

103



areaof collective bargaining, and that all of the
understandings and agreements arrived at by the
parties after the exercise of that right and opportunity
are set forthin thisAgreement. Therefore, the
Employer and the Union, for thelife of thisAgreement
and any extension, each voluntarily and unqualifiedly
waives the right and each agrees that the other shall
not be obligated to bargain collectively with respect
to any subjects or matters referred to or covered in
thisAgreement, or with respect to any subject or
matter not specifically referred to or covered in this
Agreement, even though such subject or matter may
not have been within the knowledge or contemplation
of either or both of the parties at the time that they
negotiated or signed this Agreement.

Section 2 Retention of Benefits

A. The Employer agrees, that prior to making any
changein awritten agency-wide policy whichisa
mandatory subject of bargaining and not otherwise
covered by thisAgreement, to meet and confer with
the Union in an attempt to reach an agreement. Inthe
event the parties are unable to reach an agreement,
the matter will be submitted to arbitration pursuant to
Article1V of thisAgreement. The soleissueto be
considered by the arbitrator is whether the proposed
change represents a deterioration of an existing
benefit. If the arbitrator determines that the proposed
change does represent a deterioration of an existing
benefit, the Employer shall not make the change.

B. For the purpose of this Section the term

104



“agency” means the individual departments of State
government and each of the institutions within the
BOR.

C. Inthe event the parties are unable to agree as
to whether a policy isamandatory subject of bargain-
ing, the question will be submitted to PERB.

Section 3 SavingsClause

A. Intheevent any Article, section or portion of
this Agreement should be held invalid and unenforce-
able by operation of law or by any tribunal of
competent jurisdiction, such decision shall apply only
to the specific Article, section or portion thereof
specifically specified in the decision; and upon
issuance of such a decision, the Employer and the
Union agree to immediately negotiate a substitute for
theinvalidated Article, section or portion thereof.

B. Intheevent the partiesfail to agree on the
provisions of the substitute in fifteen (15) days
following the start of negotiations, the parties shall
request alist of five (5) arbitratorsfrom PERB. The
first strike shall be decided by a coin toss and the
parties shall alternately strike until there is one name
remaining who shall becomethearbitrator. Either
party may request a second list of arbitrators from the
PERB if they so desire. Thearbitrator shall decide
between Management’s and the Union’sfinal offer as
to which is the most appropriate substitute. The
decision of the arbitrator shall be final and binding on
both parties.
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C. Should any provision of thisAgreement jeopardize
the receipt by the State of any federal grant-in-aid
funds or other federal allotment of money, the
provision shall be deemed invalid. However, such
invalidation shall not invalidate the remaining
portions hereof and they should remainin full force
and effect. The partiesshall immediately renegotiate
theinvalid provision or, in the absence of an agree-
ment, submit the dispute to arbitration in accordance
with the procedure set forth above.

D. The parties disavow the Polk County District
Court’sdecision in the matter of AFSCME vs. State of
lowa, Docket Number CE 37-21870issued by Judge
Rodney Ryan on February 6, 1992 regarding the
savings clause. The parties agree that decision is not
precedent setting and shall have no effect for the
duration of thisAgreement.

TERMINATION OFAGREEMENT

The terms and conditions of this Agreement shall
continuein full force and effect commencing on July
1, 2005 and terminating on June 30, 2007 unlessthe
partiesmutually agreeinwriting to extend any or all of
the terms of thisAgreement. Upon termination of the
Agreement, all obligations under the Agreement are
automatically canceled.

Negotiations for anew Agreement shall commence on
or before November 30, 2006. Inthe event the parties
fail to reach an agreement by January 1, 2007 media-
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tion shall be requested. 1n the event the parties are
still at impasse on February 1, 2007 the dispute shall
be submitted to final and binding arbitration. In the
event the dispute is submitted to arbitration, the
arbitrator’s decision shall be rendered by no later than
March 1, 2007. The partiesmay mutually agreeto
eliminate or modify any of the above impasse
procedures.

APPENDIXA
PAYGRADESAND
CLASSIFICATIONS
GENERAL GOVERNMENT
Code Pay Barg.
No.  Grade Class Unit
0311 % Accountant 2** 004
00312 D Accountant 3** 004
0039 22 Accountant/Auditor 1** 004
0035 14 Accounting Clerk 1 001
00306 17 Accounting Clerk 2 001
00307 19 Accounting Clerk 3 001
0020 17 Accounting Technician 1 002
0022 20 Accounting Technician 2 002
024 3 Accounting Technician 3 002
02105 18 ActivitiesAide 002
02107 19 Activities Assistant 002
02110 25 Activities Specialist 1 011
8110 5 Activities Specialist 1 011
02111 8 Activities Specialist 2 011
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00708
00709
00790
00791
04540
03313
00314
05120
05144
05134
87114
07130
05140
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Activities Specialist 2
Actuary**

Adm. Asst. - E/SE**
Adm.Asst. 1
Adm.Asst. 2

Adm. Law Judge 1**
Adm. Law Judge 2**

Adult Services Monitor**

Aff. Action Comp. Off. 1**
Aff. Action Comp. Off. 2**
Agriculture Compl. Invest.

Ag. Products Inspector
Ag. Marketing Spec.**
Air Base Security Off.
Air Cond. Mechanic
Air Cond. Mechanic
Airport Firefighter
Apiary Inspector
Architectural Tech. 1
Architectural Tech. 2
ArtsProgrammer 1**
ArtsProgrammer 2**
Arts Programmer 3**
Assistant Auditor 1**
Assistant Auditor 2**
Asst. Soils Party Chief
Asst. Survey Party Chief
Assistant Videographer
Attorney 1**

Attorney 2**

Attorney 3**
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Audiologist**
Automotive Mech. Ldr.

Automotive Service Wrk.

Baker

Bindery Worker
Boiler Inspector
Braille Transcriber
Bridge Inspector 1
Bridge Inspector 2
Budget Analyst 1**
Budget Analyst 2**
Budget Analyst 3**

Business Mrktng Specialist**

Camera Operator
Canteen Clerk

Canteen Operator 1
Canteen Operator 2
Carpenter 1

Carpenter 2

Central Supply Worker

Cert. Vocational Instructor

Clerk

Clerk Advanced
Clerk Speciadist
Clinical Dietician**
Comm. Center Spec. 1
Comm. Center Spec. 2
Comm. Technician 1
Comm. Technician 2
Comm. Technician 3
Comm. Tower Worker
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Compliance Officer 1**
Compliance Officer 2**
Construction Tech.
Construction Tech. Asst.
Construction Tech. Senior
Control Center Operator
Cook 1

Cook 2

Corr. Bldg. Serv. Coord.
Corr. Farm Manager
Corr. Food Serv. Coord.
Correctional Officer
Correctional Officer
Correctional Officer
Corr. Trades Leader
Cosmetologist

Criminal Analyst
Custodial Assistant
Custodial Leader
Custodia Worker

Dairy Products Inspector
Dental Assistant

Dental Hygienist

004
004
002
002
002
002
003
003
003
003
003
006
006
006
003
002
004
003
003
003
006
002
011

Dpty Wrkrs Comp. Comm.** 004

Design Technician
Design Tech. Associate
Design Tech. Specialist
Disease Prvtn. Spec. 1
District Mechanic
Driver
DriversLicenseClerk
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14756
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04306
04380
04381
04385
04323
08111
08113
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00711
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DriversLic.Clerk Sr.
DriversLic. Examiner
DriversLic. Hearing Off.
Drug Abuse Counselor 1
Drug Abuse Counselor 1
Drug Abuse Counselor 2
Drug Abuse Counselor 2
EducationAide

Elec. Maint. Speciaist
Electrician

Electrician

Elec. Engineering Tech.
Elec. Engineering Tech.
Electronics Technician
Electronics Technician

Elevator/Amus Ride Inspector

Emer. Mngmnt. Spec.
Employer Liability Spec.
Energy Mngmnt. Tech.
Engineer 1

Engineer 2

Engineer 3

Engineering Aide 2
Engineering Off. Asst. 1
Engineering Off. Asst. 2
Engineering Oper. Tech.
Engineering Tech., Sr.
Equipment Operator
Equipment Operator, Sr.
Executive Officer 1**
Executive Officer 2¥*
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072 Executive Officer 3** 004
00713 33 Executive Officer 4** 004
00714 4 Executive Officer 5** 004
03012 22 FacilitiesMaint. Coord. 003
8015 20 Farm Leader 003
00327 26 Field Auditor** 004
06030 22 Fingerprint Technician 002
14808 31 Fire Serv. Coord. 004
14806 22 Fire Serv. Tech. Asst. 003
07210 15 Food Service L eader 003
07200 13 Food Service Worker 003
02203 20 Forensic Autopsy Tech. 002
0202 17 Forensic MorgueAttendant 002
08039 16# Furniture Uphol sterer 003
15052 23 Gaming Representative 1 004
15063 27 Gaming Representative 2 004
08115 26 Garage OperationsAssistant 003
04401 19 Geological Technician 002
0318 22 GraphicArtist 002
(071572 e ¢ Health FacilitiesOfficer 1** 004
04538 3l Health Facilities Surveyor** 004
02230 29 HIth Professions Investigator** 004
08230 18# Heavy Equip. Oper. 003
01337 28 Historical Program Spec.** 004
000 2 Information Specialist 1** 004
00kl 5 Information Specialist 2** 004
o0or4 D Information Specialist 3** 004
00160 45-9) Info. Tech. Enterprise Expert** 004
o8 23 Info. Tech. Specialist 1 004
00119 26 Info. Tech. Specialist 2 004
00120 29 Info. Tech. Specialist 3 004
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00115
00116
00117
07215
07216
07114
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Info. Tech. Specialist 4** 004
Info. Tech. Specialist 5** 004
Info. Tech. Support Wrkr 001
Info. Tech. Support Wrkr2 001
Info. Tech. Support Wrkr3 001
Info. Tech. Support Wrkr4 001
Ingredient RoomWorker 1~ 003
Ingredient RoomWorker 2 003
Installation Security Officer 006
Ins. Claims Investigator* * 004
Ins. Company Examiner 2** 004
Ins. Company Examiner 3** 004
Ins. Cmpy Examiner Spec.** 004
Ins. Complaint Analyst** 004

Ins. Policy Analyst** 004
Ins. Program Specialist** 004
Internal Auditor** 004
| A Finance Auth-Comptroller** 004
Investigator 1 004
Investigator 2 004
Investigator 3 004

Job Ins. Quality Auditor 1** 004
Job Ins. Quality Auditor 2** 004
Junior Ins. Company Exam. 002
Justice Systems Analyst* * 004
Key Account Executive** 004
Lbr. Mrkt Research Econ. 1** 004
Lbr. Mrkt. Research Econ. 2** 004
Lbr. Mrkt. Research Econ. 3** 004
Laboratory Assistant 1 002
Laboratory Assistant 2 002
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05167
07305
07306
00638
01306
01310
01313
02002
150651
05117

08010
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Laboratory Assistant 3
Laundry Worker 1
Laundry Worker 2

Law Clerk

Library Aide

Library Associate
Library Resources Tech.
Licensed Practical Nurse
Licensing Assistant
Livestock Inspector
Livestock Mrktg. Spec.
Locksmith

L ottery Comm. Coord.**
Lottery Dist. SalesRep.**
Machinist

Mail Clerk 1

Mail Clerk 2

Maintenance Engineer
Maintenance Leader
Maintenance Repairer
Maintenance Worker 1
Maintenance Worker 2
Management Analyst 1**
Management Analyst 2**
Management Analyst 3**
Management Analyst 4**
Mason

Materials Fabrication Inspl
Materials Fabrication Insp2
Materials Technician 1
Materials Technician 2
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02205
00699 29
05104
00081
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00083
08031
03030
87112
86340
86360
86361
01338
01333
01330
05301
05331
02021
02027
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Materials Technician 3
Materials Technician 4
Materials Technician 5
Meat |nspector
Mechanic

Mechanic Hel per
Medical Lab Technician

Medicolegal Death Investigtr.

Metrologist

Microfilm Operator 1
Microfilm Operator 2
Microfilm Operator 3

Mil. Air Corr. Cntrl. Spec.
Mil. Air. Crew Chief
Military Security Guard
Motor Vehicle Investigator
Motor Vehicle Officer
Motor Vehicle Sergeant
Museum Assistant
Museum Guide

Museum Technician
Natural Resources Tech. 1
Natural Resources Tech. 2
NurseClinician

Nurse Practitioner

Nurse Specialist

Nursery Worker 1

Nursery Worker 2

Nursing Standards Rep.**
Nursing Unit Coordinator
Occupational Therapist 1**
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21#
16#
18#
21#

Occupational Therapy Asst.
Operations Assistant

002
004

Out-of-State Revenue Aud.** 004

Painter 1

Painter 2

Painter 2

Paralegal

Park Manager

Parts Worker

Pesticide Investigator
Pharmacist**

Pharmacy Assistant
Pharmacy Consultant**
Pharmacy Technician
Photographer
Photographic Processor
Physical Therapist 1**
Physical Therapist 2**
Physical Therapy Aide
Physical Therapy Graduate*
Physician Assistant
PanningAide 1
PlanningAide 2
PanningAide3
Planning Aide4
Plumber 1

Plumber 2

Plumber 2

Power Plant Engineer 1
Power Plant Engineer 2
Power Plant Engineer 3
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Power Plant Engineer 3
Power Plant Engineer 4
Power Plant Engineer 4
Producer/Director**
Production Assistant
Program Planner 1**
Program Planner 2**
Program Planner 3**
Property Appraiser 1**
Property Appraiser 2**
Property Appraiser 3**
Property Appraiser 4**
Psychiatric Security Spec.
Psychologist 1**
Psychologist 2**
Psychologist 3**
Psychologist 4**
Psychology Assistant
Public Defender 1**
Public Defender 2**
Public Defender 3**
Public Health Dntl Hygist**
Public Information Asst.**
Purchasing Agent 1**
Purchasing Agent 2**
Purchasing Agent 3**
Purchasing Assistant
Radiological Elec. Tech.
Radiological Tech. 1
Radiological Tech. 2
Receptionist
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Refugee Specialist 1
Refugee Specialist 2
Registered Nurse
Rehabilitation Aide
Rehabilitation Assistant
Reproduction Equip. Ldr.
Rep. Equip. Oper. 1

Rep. Equip. Oper. 2
Resident Treatment Tech.
Resident Treatment Wrkr.
Resource Manager**
Respiratory Therapy Tech.
Restoration Painter

24(-2) Retirement Benefits Officer

27

Retirement Benefits Officer Sr

20(-3) Retirement Benefits Tech.

27
27
31
35
39
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Retirement Compliance Offcr.
Retirement Investment Offcr. 1
Retirement Investment Offcr. 2
Retirement Investment Offcr. 3
Retirement Investment Offcr. 4
Revenue Agent 1
Revenue Agent 2
Revenue Agent 3
Revenue Auditor 2**
Revenue Auditor 3**
Revenue Examiner 1**
Revenue Examiner 2**
Revenue Examiner 3**
Revenue Examiner 4**
Right of Way Agent 1
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Right of Way Agent 2**
Right of Way Agent 3*
Right of Way Agent 4**
Right of Way Aide 3

Right of Way Aide 4
Safety Inspection Coord.**
Safety/Health Consultant* *
Secretary 1

Secretary 2

Secretary 3

Security Guard 1

Security Guard 2

Security Guard 3

Senior Corr. Officer

Senior Corr. Officer

Senior Corr. Officer

Senior Engineer

Senior State Industries Tech.

Senior Utility Analyst**
Senior Utility Analyst**
Sewing Room Attendant 1
Sewing Room Attendant 2
Sign Fabricator 1

Sign Fabricator 2

Sign Language Interpreter
Social Work Associate
Socia Worker 2

Socia Worker 3

Soil Conservation Tech.1
Soil Conservation Tech.2
Soil Conservation Tech. 3
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32(-6)
34(-6)

17

SoilsParty Chief

Special Investigator

S& L Pathologist 1**

S& L Pathologist 2**
State Archivist**

State Ind. Prod. Coord.
State Industries Sales Rep.
State Industries Tech.
Statistical Assistant

Stat. Research Analyst 1**
Stat. Research Analyst 2**
Stat. Research Analyst 3**
Storekeeper 1

Storekeeper 2

Storekeeper 2

Storekeeper 3

Storekeeper 3

Survey Party Chief
Taxpayer Service Spec.
Technical Service Spec.
Technical Service Spec. Sr.
Technical Tax Spec. 1**
Technical Tax Spec. 2**
Technical Tax Spec. 3**
Telecommunications Oper.
Telecommunications Spec.**
Tcommunications Spec. Sr.x*
Telephone Operator
Television Scenic Designer
Therapeutic Technician
Track Inspector
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TradesHelper

Transport Driver

Treasurer’s Cashier

Treasury Investment Off. 1**
Treasury Investment Off. 2**
Typist

Typist Advanced

Utilities Regulation Insp.
Utility Analyst 1**

Utility Analyst 2**

Utility Analyst 2**

Utility Office Worker

Utility Specialist**
VehicleDispatcher

Veteran's Career Counselor
Videographer

Vocational Instructor

Voter Registration Dir.

W& G Deder Exam.
Warehouse Operations Wrkr.
Witr. & Disposal Plant Oper. 1
Witr. & Disposal Plant Oper. 2
Weights & Measures Insp.
Welder

Word Processor 1

Word Processor 2

Word Processor 3
Workforce Advisor
Workforce Associate
Wrkfrce. Program Coord.
Youth Services Technician
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Youth ServicesWorker

002

#Indicates classes that will receive an advanced
appointment rate of 13.5%.
*Indicates classes not covered by the premium
overtimeprovisionsof Article 8, Section 2.

** | ndicates classes that receive hour for hour

compensatory timefor overtime hours.

SEREQER8S38IREREBRRES

REGENTS

Account Clerk
Account Specialist
Animal Caretaker |
Animal Caretaker |1
Arborist

Architectural Assistant
Area Mechanic***
Assembly Technician |
Assembly Technician Il

Athletic FacilitiesAttndt.

Audio Specialist
Audio/Video Technician

Audiovisual Equip. Spec.
Audiovisual Equip. Tech.
Audiovisual Equip. Tech. Il

Audiovisual Specialist
Automotive Mechanic
Aviation Maint. Tech. |
Aviation Maint. Tech. |1
Baker |
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Baker|l 200

Bindery Operator | 200
Bindery Operator 11 200
Bindery Operator 111 200
Biomedical Equip. Tech. 400

Biomedical Equip. Tech., Sr. 400

Broadcast Mstr. Control Oper. 400
Brdst. Televsn. - Radio Tech.l 400
B.Tlvsn. - Radio Tech.l1** 400
B. Tlvsn. - Radio Tech. I11*** 400

Building Services Coord. 200
BusDriver 200
Carpenter*** 200
Cashier | 500
Cashier 1 500
Central ServiceTech. | 400
Central ServiceTech. |1 400
Chilled Water Systems Tech. 200
Clerk | 500
Clerk i 500
Clerk 1 500
Clerk Typist | 500
Clerk Typist 11 500
Clerk Typist 111 500
Clinical Technician| 400
Clinical Technician|l 400
Communications Tech. | 400
Communications Tech. 11 400

Cmptg. Info. SystemsTech.1 400
Cmptg. Info. SystemsTech. 11 400
Construction Inspector 400
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Cook |

Cook 11
Cosmetologist
Costume Tailor

Crime Prevention Spec.

Custodian |
Custodian |1
DataEntry Operator |
DataEntry Operator 11
DataTechnician|
DataTechnician Il
DataTechnician ||
Dental Assistant |
Dental Assistant 11

Dntl Inst. Mngmnt. Tech.

Dental Technician|
Dental Technician |
Dietetic Clerk
Dispatching Clerk

Document Center Operator |
Document Center Operator ||

Drafter

Drafter - Design & Pckgr.

Editorial Assistant |
Editorial Assistant |1
Electrician***

Elec., High Voltage* **

Electron Microscope Tech. |

200
200
400
400
300
200
200
500
500
500
500
500
400
400
400
400
400
500
500
200
200
400
400
500
500
200
200
400

Electron Microscope Tech. I1 - 400

Elec. Tech. |
Elec. Tech. Il
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Elec. Tech. I11 400

Electronics Technician | 400
Electronics Technician || 400
Elevator Mechanic*** 200
E. Comm. Cntr. Dsptchr. 400

Engnrng R& D Mchnst.** 200
Engnrng R& D Mchnst, Sr.x** 200
Engnrng R& D Welder*** 200
Engineering Technician | 400
Engineering Technician 11 400
Envrnmntl. SystemsMech** 200
Epidemiology/Q& A Tech. 400

Equipment Operator*** 200
Extension ProgramAsst. | 500
Extension ProgramAsst. 1l 500
Extension ProgramAsst. 111~ 500
E. Tech. - Heart/Lung 400
Extracorporeal Tech. - Kidney 400
Facilities Coordinator 500
FacilitiesMechanic| 200
FacilitiesMechanicll 200

FacilitiesMechanic I11*** 200
Farm Equipment Mechanic 200
Farm Equipment Operator | 200

Farm Equipment Operator I 200

Farm Equipment Operator [11 200

Field Laboratory Technician| 400
Field Laboratory Technician|l 400
Field Laboratory Technician |11 400
Film Library Coordinator 400
Film Library Technician 400
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Fire Safety Inspector
Food Service Coordinator |
Food Service Coordinator 11
Food Worker |

Food Worker 11
Glassblower

Glazier

Golf Course Maint. Wrkr.
Graphics Speciadlist |
GraphicsTechnician |
GraphicsTechnician 11
GraphicsTechnician 1
Greenhouse Caretaker
Groundskeeper |
Groundskeeper |1

Health Info. Tech. |
Health Info. Tech. 1
Health Info. Tech. I11
Health PhysicsTech. |
Health Physics Tech. |1
Health Physics Tech. 111
Health Technician
Hemodiaysis Technician
Histology Technician |
Histology Technician 11
Hospital Comm. Spec.
Hospital Security Officer
Houseparent |
Houseparent 11
Instructional Support Tech.
Insulator***
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Key Entry Operator |
Key Entry Operator |1
Kitchen Helper |

Kitchen Helper 11
Laboratory Assistant |
Laboratory Assistant 11
Laboratory Mech. Tech. |
Laboratory Mech. Tech. |1
Laboratory Mech. Tech.
Laboratory Technician|
Laboratory Technician||
Laboratory Technician 11
Laborer

Laundry Production Wrkr+
Library Assistant |
Library Assistant ||
Library Assistant 11
Licensed Practical Nurse
Locksmith***
Machinist***

Mail Clerk

Mail Distributor

Mail Room Coordinator
M ason* * %

Meat Cutter

Mechanic Assistant
Medical Assistant

Milker

Mtn. Media Production Spec.|

Mtn. Media Prod. Spec. 11
Motor Vehicle Operator |
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Motor Vehicle Operator 11 200

Nursing Assistant 400
Nursing Unit Clerk 500
Occupational Therapy Asst. 400
Offset Platemaker 200
Orthotist 400
Orthotist, Senior 400
Painter*** 200
Paraeducator 400
Paramedic 400

Parking and Trans. Attdnt. 500
P& Trans. Field Srv. Off. 300
Parking FacilitiesMechanic 200
Parking Maintenance Worker | 200
Parking Maintenance Worker 11 200
Patient Account Representative 500

Patient Escort 400
Patient Transport Driver 200
Pest Control Operator 200

Pharmacy Mnfctrng. Tech.1 400
Pharmacy Mnfctrng. Tech. 1l 400

Pharmacy Technician | 400
Pharmacy Technician |l 400
Photo Specialist | 400
Photo Specialist || 400
Photo Technician | 400
Photo Technician 11 400
Photo Technician 111 400
Photocopy Operator 500
Physical Therapy Aide 400

Physical Therapy Assistant 400
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Pipefitter*** 200

Plant House Assistant 400
Plant Safety Patrol Officer 300
Plant Safety Sergeant 300
Plasterer 200
Plumber*** 200

Pwr. Pint. - Ast. Chf Oper.**** 200
Pwr PInt. - Boiler Oper.** 200
Pwr. Pint.- Fr/Utlty Wrkr.*** 200
Power Plant - Repairer***** 200
Pwr Plant - Utility Wrkr*** 200

Press Operator | 200
Press Operator |1 200
Press Operator 111 200
Printer 200
Psychiatric Nursing Asst. | 400

Psychiatric Nursing Asst. 11~ 400
Public Safety Dispatcher 300

Police Officer 300
Public Safety Sergeant 300
Radiographer | 400
Radiographer 1 400
Record Analyst | 500
Record Analyst 11 500
Rehab Therapy Aide 400
Research Technician 400

Research Technician, Senior 400
Respiratory Therapy Tech. 400

Roofer 200
Safety Inspector 300
Safety Technician 200
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School Assistant 400

Secretary | 500
Secretary || 500
Secretary 11 500
Security Guard 300
Seed Analyst | 400
Seed Analyst 1 400
Seed Analyst I11 400

Seed Conditioning Tech. 400
Sewing Machine Operator | 400
Sewing Machine Operator 1| 400
Sewing Machine Operator 111 400
Sewing Machine Oper., Hsptl. 400
Sheet Metal Mechanic*** 200

Sign Painter 200
Steamfitter*** 200
Storekeeper | 200
Storekeeper |1 200
Storekeeper |11 200
Surgical Technologist 400
Systems Control Tech. 400

TelecommunicationsOper. 500
Television ProductionAsst. 400

TreeTrimmer 200
Upholsterer 200
Utility E& | Techn. I** 400
Utility EI& | Tech. 11** 400
Utility E& | Tech. I11** 400
Vending Machine Supplier 200
Veterinary Technician 400
Water Plant Operator 200
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S$521 209
7743 407

Water Systems Operator 200
Work Experience Trainer 400

For Regents classifications marked with asterisk(s)
starting pay will befour and 1/2 percent (4.5%) above
the minimum pay for each asterisk.

**Start on Step 3

*** Start on Step 4

**x*EStart on Step 5

*HxF*Start on Step 6

COMMUNITY CORRECTIONS

60105 16 Account Clerk 1* 006
60110 18 Account Clerk 2* 006
60505 24 Building Maint. Coord. * 006
60100 13 Clerk Typist* 006
603%5 26 Comm. Program Monitor 006
60407 20 Comm. Treatment Coord. 006
60425 5 Comm. Work Crew Leader* 006
60205 23 Computer Programmer* 006
60610 14 Cook* 006
6084 22 Data Processing Coord.* 006
60210 29 DataProc. PrgrmAnalyst* 006
60200 19 Data Processing Technician* 006
60420 18 Education Aide* 006
60415 25 Education Instructor* 006
60615 20 Food Service Coordinator* 006
60620 23 Food Service Leader* 006
60410 26 Job Developer 006
60600 20 Maintenance Technician* 006
60412 727 Offender Employment Spec. 006
60415 D Offender Workforce Dev. Spec. 006
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60310 25 Parole/Probation Officer 1 006
60315 27 Parole/Probation Officer 2 006
60320 D Parole/Probation Officer 3 006
6030 D Polygrapher 006
60306 20 Pretria Interviewer* 006
60940 D Psychol ogist 006
60400 23 Residential Officer* 006
60125 20(-1) Secretary* 006
60330 2% Substance Abuse Liaison 006
60300 24 Volunteer ServicesCoord.* 006

*|ndicates classes covered by the premium
overtimeprovisions*“of ArticleVII1I, Section 2. For
classes not indicated by an asterisk, see” “Appendix
S-5. Asmutually agreed upon, other classes may
receive premium overtime.

APPENDIX B
ORGANIZATIONALANDEMPLOYINGUNITS

Organizational units for purposes of layoff pursuant
toArticle VI and employing units for purposes of
transfers pursuant to Article VIl are defined as:

1.Regents:
Institutions
2.Human Services.
Civil Commitment Unit for Sexual Offenders
(CCU0)
Institutions
ServiceAreas
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Central Office
3.Transportation:
Districts
Ames/Des Moines Complex
4.Department of Administrative Services.
Statewide
5.Workforce Development:
a.  Workers Compensation Division - Statewide
for transfers and layoffs.
b. Labor ServicesDivision - Statewidefor
transfers and layoffs.
c.  All other divisions, including the administra
tive officesat 150 Des Moines Street and
1000 East Grand Avenue, considered
together as one statewide organizational/
employing unit, with the exception of the
Workforce Development Center Administra

tion Division where organizational units, for
the purposes of layoff or hours reduction, are Service
Delivery Areas (seeAppendix T).
6.Corrections:
Institutions
Central Office
7. Community Corrections:
For Layoffs:
Districts
Field Services/ Residential
Clerica
For Transfers:
Districts
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8.All other State agencies:
Divisions
Districts or Regions
Institutions
APPENDIX B2
COMMUNITY CORRECTIONS
Class Seriesfor Purposes of Layoff
and Bumping
Clerical:
Data Processing Program Analyst
Computer Programmer
Data Processing Coordinator
Data Processing Technician

Account Clerk 2
Account Clerk 1

Secretary
Clerk Typist

Field Services/ Residential:
Probation/Parole Officer 3
Probation/Parole Officer 2
Probation/Parole Officer 1

Residential Officer
Offender Workforce Devel opment Specialist
Offender Employment Specialist
Job Developer

134



Education Instructor
Education Aide
Volunteer Services Coordinator
Pretrial Interviewer

Substance Abuse Liaison
Community Treatment Coordinator
Community Program Monitor
Psychologist

Polygrapher

Miscellaneous:

Food Service Leader

Food Service Coordinator
Cook

Community Work Crew L eader

M ai ntenance Coordinator
Maintenance Technician
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APPENDIX C
ENROLLMENT PERIODS OTHER
ENROLLMENT CHANGESANDMOVEMENT
AMONG PLANS

1. Health BenefitsPlans

a. New Employees

New employeesmay enroll in single or family
coverage within thirty (30) calendar days of their date
of employment or during thefirst enrollment and
change period following their date of employment.
Employees and dependents not enrolled during these
periods will be considered late enrollees, subject to an
eighteen (18) month preexisting condition(s) waiting
period.

b. PROMISE Employees

PROMI SE program employees, as established by
Executive Order Number 27, may enroll insingleor
family coverage within thirty (30) calendar days of the
expiration of their Medicaid benefits.

c. Annual Enrollment and Change Period

Beginning in October of each year, therewill bea
thirty (30) calendar day annual enrollment and change
period when employees may select any health plan
offered for which the employee may beédligible (single
or family contract must remain asingleor family
contract).

d. Changes During aPlan Year

If an employee, an employee’s spouse or a depen-
dent joins as amember of a health plan contract when
thereisnot atimely or qualified family status change,

136



or at atime other than theinitial eligibility for newly
hired employees, that person (late enrollee) will be
subject to an eighteen (18) month preexisting
condition(s) waiting period. The State shall deter-
mine, subject to federal law, whether the preexisting
condition(s) waiting period shall apply.

Under certain circumstances, employeesenrolledin
a State health plan may change from singleto family
coverage, or may add dependents during the year
without the eighteen (18) month preexisting
condition(s) waiting period, provided that timely
application is made and that only dependents directly
affected by the event are added to coverage. A
change may be madeif anew application is submitted
within thirty (30) calendar days of any of thefollow-
ing events:

Marriage;

Death of a spouse or dependent;

Adoption of achild, addition of step children or
foster children to the family;

Employee or spouse reaches age 65;

Spouse or dependents who through no election of
their own, have lost coverage. Proof of loss shall be
the Involuntary Loss of Coverage Statement signed
and dated by the previous employer (which all
employersare required by federal law to provide upon
request);

Employee, spouse or dependent becomes eligible
for Medicare;

Divorce, annulment, legal separation, or dissolution
of marriage;
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Dependent no longer eligible (age 19 or over and no
longer afull-time student, or dependent marries).

When an employee accepts ajob with the Employer
in another part of the state where the employee’s plan
isnot available, they will be allowed to change to
another plan.

At thetime of the birth of abiological child, the
Program 3 Plusand lowa Select carrier will add this
newborn to the existing family health contract when
information becomes available from any valid source
that this birth occurred, e.g., hospital or professional
claims submission, or an enrollment form. The
effective date of enrollment will be the date of birth.
Note: HM Osrequire an enrollment form to be
completed by the subscriber within thirty (30) days of
the birth.

If asingle health contract isin effect at the time of
the birth of abiological child, the enrollee must submit
an application form to the carrier to changeto afamily
health contract within thirty (30) days of the date of
thisbirth. The effective date of the family health
contract will bethefirst day of the month in which the
biological child was born. Appropriate deductions for
payment of the family contract will be taken retroac-
tively to reflect the change to afamily contract. Other
family members not affected by the birth are not
eligible to be added because of this“event.”

If the single health contract holder does not submit
the application for family coverage within thirty (30)
days of the birth of the biological child, the child will
be considered a late enrollee and benefits payments
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will not be made retroactive to the date of birth.

e. Sixty-three (63) Day Provision

The State’s eleven month preexisting condition(s)
waiting period will be offset for “ credible coverage.”
Thismeansthat if fewer than sixty-three (63) days
have passed between an eligible member’s prior
health benefit coverage and application to a State's
health benefit plan, the State will credit that member
for the time covered by the prior health benefits. This
timewill be subtracted from the State’s eleven month
preexisting condition(s) waiting period. Thislan-
guage will not change the State's effective date of
coverage.

f. The DAS-HRE Chief Operating Officer may
conduct or research health benefit-related projects of
limited duration and scope designed to improve the
quality, access or affordability of the health benefit
program for State employees. Thisprovisionin-
cludes, but isnot limited to, development and
implementation of ajoint purchasing project among
other public and private sector health benefit pur-
chasers.

2. Denta BenefitsPlan

a. New Employees

New employeesmay enroll in single or family
coverage within thirty (30) calendar days of their date
of employment.

b. PROMISE Employees

PROMI SE program employees, as established by
Executive Order Number 27, may enroll insingleor
family coverage within thirty (30) calendar days of the
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expiration of their Medicaid benefits.

c. Enrollment and Change Period

There will be no annual enrollment and change
period for dental benefits and enrollment through
underwriting isnot available.

d. Changes During aPlan Year

A change from family to single coverage may be
made at any time during the plan year. A changefrom
single to family coverage or addition of dependentsto
existing family contracts may only be madeif an
application issubmitted within thirty (30) calendar
days of any of the following events, and provided
that only those dependents directly affected by the
event are added to coverage:

Marriage;

Death of a spouse or dependent;

Birth of achild;

Adoption of achild, addition of step children or
foster children to the family;

Employee or spouse reaches age 65;

Spouse who, through no election of their own, has
lost coverage or involuntarily loses coverage through
another employer (i.e., discharge, layoff, plant closing
or company closing). Proof of loss shall bethe
Involuntary Loss of Coverage Statement - signed and
dated by the previous employer (which al employers
are required by federal law to provide upon request);

Employee, spouse or dependent becomes eligible
for Medicare;

Divorce, annulment, legal separation, or dissolution
of marriage;

140



Dependent no longer eligible (age 19 or over and no
longer afull-time student, or dependent marries).

If asingle dental contract isin effect at the time of
the birth of abiological child, the enrollee must submit
an application form to change to afamily dental
contract within thirty (30) days of the date of this
birth. The effective date of the family dental contract
will bethefirst day of the month in which the
biological childwasborn. Appropriate employee
deductions for payment of the family contract will be
taken retroactively to reflect the changeto afamily
contract. Other family members not affected by the
birth are not eligible to be added because of this
“event.”

If the single dental contract holder does not submit
the application for family coverage within thirty (30)
days of the birth of the biological child, thereisno
further opportunity to add this child.

APPENDIX C-1
HEALTH BENEFITSREVIEW COMMITTEE

During the term of thisAgreement, a health benefits
review committee shall beformed. Thecommittee
shall be comprised of five (5) Union representatives
appointed by the President of AFSCME/lowa Council
61, and five (5) employees representing the Employer
appointed by the Chief Operating Officer of DAS-HRE
in consultation with the State Court Administrator.
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One (1) Union representative and one (1) Employer
representative will be from each of the current five (5)
State of lowa health benefit regions (as designated by
Blue Cross/Blue Shield of lowa). TheEmployer’s
representatives shall elect one (1) co-chair and the
Union’srepresentatives shall elect one (1) co-chair.

The committee will focusits effortson three main
issues. quality (defined as appropriate utilization and
communication), employee education and cost
containment.

The committee shall meet once each quarter during
the term of the Agreement to discuss agendaitems
defined by the co-chairsin advance of the committee
meeting. Each committee meeting shall last no longer
than two (2) hours. Union representatives participat-
ing in the meetings shall bein pay status for one-half
(1/2) of the time spent in such meetings. Time spent
traveling to and from committee meetings and for
union caucuses shall not be in pay status. Atten-
dance at such meetings shall not make an employee
eligiblefor overtime pay if attendance occurs on the
employee’'s day off, or starts before or extends
beyond the employee’s scheduled work day. Partici-
pants shall be reimbursed for mileage and meal
expensesinto accordancewith ArticleX.
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APPENDIX D
DENTAL BENEFIT COVERAGE

1. Diagnostic and Preventative Services

Plan payment at 100% UCR.

Routine examination and teeth cleaning twiceina
planyear.

Bite-wing x-raysat twelve month intervals.

Full mouth x-rays oncein any threeyear interval
unless specia need is shown.

Topical fluoride applications as prescribed by the
dentist for unmarried dependent children, but not
more than oncein any twelve month interval.

2. Routine and Restorative Services

Plan payment at 80% UCR.

Regular cavity fillings (amalgam, stainless steel
crowns, synthetic porcelain and plastic).

Emergency treatment for relief of pain.

Oral surgery (tooth extractions and other oral
surgery, including pre and post-operative care).

Topical applications of sealants for unmarried
dependent children who are lessthan 15. Not more
thanasingle application for each molar. Lifetime
maximum per member $120.00.

No deductibles.

3. Major Restorative Services

Plan payment at 50% UCR.

Root canals.

Gold fillingswhen other filling material s cannot be
used.
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Crowns and jackets when necessary and when fillings
cannot be used.

Beginning January 1, 2005, the dental benefits shall
include surgical aswell as non-surgical treatment for
gum and bone (alveolar) diseases (surgical and non-
surgical periodontics) at 50% coinsurance.

4. Prosthetics

Beginning January 1, 2005, the dental benefits shall
include bridges and dentures at 50% coinsurance.
5. Annual Maximum Plan Payment

Beginning January 1, 2005, the annual maximum plan
payment for all plan benefits shall be $1,500 per
member per year.

6. Orthodontics

Beginning January 1, 2005, the dental benefits shall
include orthodontics to be paid at 50% coinsurance
with aper dependent lifetime maximum of $1,500.

APPENDIXE
RELOCATIONREIMBURSEMENT

1 GENERAL POLICY

Executive branch state employees who are reas-
signed at the direction of the appointing authority
shall bereimbursed for relocation and related ex-
penses in accordance with this policy. If approved by
the appointing authority, an individual newly hired or
promoted may be reimbursed for relocation and
related expenses at the same rate used for the
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reimbursement of a current employee who has been
reassigned. The appointing authority shall have the
discretion to decide the extent to which reimburse-
ment is provided to newly hired or promoted employ-
ees. Prior written approval must be given by the
Department of Administrative Services to the appoint-
ing authority for relocation to or from outside the
continental United States. Upon request of the
appointing authority, exceptions to this policy may be
made with prior written approval of the Department of
Administrative Services. Eligibility for reimbursement
shall occur when all of the following conditions exist:

* The moveisfor the primary benefit of the State;

* A permanent change in duty station is required;
and

* Theindividual must change his or her place of
personal residence beyond 25 miles. (For movesless
than 25 miles, no rel ocation expenses reimbursement
will be allowed unlessthe Department of Administra-
tive Services has given prior written approval.)

An employee may elect to relocate temporarily and
remain eligibleto relocate permanently at any time
thereafter for a period of up to twelve monthsfrom the
day before the employee isto report to the new duty
station. Temporary living expenses requested for
reimbursement during such a“temporary relocation”
shall be included as part of the total amount reimburs-
able under this policy (up to 90-calendar days).
Claimsfor reimbursement of temporary living ex-
penses shall befiled on the Temporary Living
Expense Claimform (Attachment 1). One member of
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the employee’simmediate household may beeligible
for limited temporary living expenses (see“ Subsis-
tence expenses’ on page 6 for details).
Reimbursement of relocation expenseswill not occur
prior to the time the employeeisofficially onthe
payroll or the time the employee has an official
changein duty station, and will be made on the basis
of DAS-HRE rulesand policiesin effect at that time.
However, approval to incur expenses and to submit
claimsfor reimbursement may occur beforethe
employeeisofficially reassigned or placed on the
payroll. Claimsfor reimbursement of relocation
expenses shall befiled on the Rel ocation Expense
Claim form (Attachment 2). Unlessotherwise
provided in this policy, reimbursement amounts for
meal s, lodging and personal vehicle mileagewill be
the same as for a state employee on state business.
Disputes with regard to the application and interpre-
tation of thispolicy, aswell as exceptionsto this
policy, shall be submitted to and resolved by the
Grievance Procedure Improvement Process as
provided in Appendix N. The resolution shall be put
in writing and copies sent to the appointing authority,
the employee and the Department of Administrative
Services- State Accounting Enterprise.
2. DEFINITIONS

* Amortization - A payment plan which enables

the borrower to reduce his or her debt gradually
through monthly payments of the principal.

* Appraisal fee - A fee charged by an appraiser for
an appraisal report. If the lender secures the appraisal,
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thefeeisusually paid to the lender.

* Assumption fee - A fee charged by alender to
compensate for administrative costs related to an
assumption of a pre-existing mortgage.

* Binding, not to exceed bid - A bid that is
guaranteed not to exceed a certain dollar amount.

* Bridgeloan - A loan, from afinancial institution,
to cover the short interval between buying a house
and selling another.

* Credit report - A report required by alender on
the credit standing of a prospective borrower.

* Duty station - A geographic location where an
employeeisofficialy assigned to work.

* Escrow agent’sfee - A fee charged by an escrow
agent to establish an escrow account.

* Former residence - A personal place of residence
owned or rented by the employee immediately
preceding the move.

* Household goods - Personal property that
bel ongs to the employee or the employee’simmediate
household members and that is related to occupying,
maintaining or caring for ahome. Household goods
include yard items such as utility sheds and play sets
that are reasonably movable aswell as recreational
equipment and vehicles.

* |mmediate household - Individualswho are
members of or reside in the employee’s househol d.

* |ender application fee or loan origination fee -
A feecharged by alender whichisin essence a
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“service charge” to compensate for the lender’s
administrative and loan preparation costs. Thefeeis
usually expressed in points (aflat percentage of the
loan amount).

* Market value differential - The difference
between the actual sale price obtained for the former
principal residence and its estimated market value
based on independent appraisals.

* Mobile home - A maobile dwelling constructed for
use as a residence and designed to be moved.
Includes components attached to or a part of the
home.

* Mortgage- A lien or claim given by abuyer to a
lender to secure advances on, or the unpaid purchase
price of, real property. Includes contracts for the
purchase of real property.

* Mortgage discount point - A one-time charge
assessed by alender to increase the yield from the
mortgage. Points are assessed by the lender and will
be reimbursed only to the extent that the employee
realizes no financial gain when obtaining anew
mortgage. A point is 1% of the loan amount of the
mortgage.

* Mortgage interest differential - An amount that
would be required to reduce the amount of a new
mortgage (with a higher interest rate than the old
mortgage) to an amount that could be amortized at the
same monthly payment (principal and interest) asthe
old mortgage.

148



* Mortgage prepayment penalty - A fee charged by
the lender when a borrower pays off an existing
mortgage prior to itsexpiration.

* Promotion - The acceptance by a nontemporary
employee of an offer by an appointing authority to
move to aposition in a class with ahigher pay grade
that may involve movement between positions
covered by merit system provisions and positions not
covered by merit system provisions.

* Realtor commission - A fee charged by the agent
for the sale of real estate property; usually a percent
of the property’s sale price.

* Reassignment - The movement of an employee
and the position the employee occupies within the
same organizational unit or to another organizational
unit at the discretion of the appointing authority. A
reassignment may include achange in duties, work
location, days of work or hours of work, and may be
temporary or permanent. A reassignment may result
in achange from the employee’s previous job
classification.

* Residence - An employee’s place of permanent
residence.

* The employee may have only one residence from
which the moveisbeing made. Other homesor real
property owned or rented by the employee are not
covered for the purposes of this policy, unlessit is
“temporary housing” (seepagel). However, with
prior approval, household goods from other locations
may also be moved (e.g., itemsin storage or situations
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where the employee or amember of theemployee's
immediate family occupiesadormitory room).

* A residence owned by the employee means a
residence owned in whole or in part by the employee
or spouse.

¢ |f theformer residenceis part of amultiple-family
or multiple-purpose property owned by the employee,
incidental moving expensesincurred for selling the
property will be prorated to include only that part of
the expenses applicable to the employee’s actual
residence.

* Severance agreement - A written agreement
between the employer and employee stipulating
salary and benefits to be paid upon separation.

* Stop-over or pick-up charges - A fee charged by
the moving company when the goods to be moved
must be picked up from more than onelocation, or
when atemporary delay in delivery to the new
location is necessary (may also be called in-transit
temporary storage).

* Title and recording fees - Fees charged by a
county to record a sale of real property and establish
ownership of real estate property.

* Transfer tax - A state revenue stamp, documentary
stamp or other tax required on the transfer of real
property. The amount is based on the actual sale
price of thereal property.

3. MAKINGARRANGEMENTS

In all situations, the employeeisresponsible for

making rel ocation arrangements, but must first have
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the approval of the appointing authority before
finalizing the arrangements. Neither the agency nor
the State of lowa shall be responsible for loss or
damage to an employee’s personal property.

An employee who is approved for reimbursement of
relocation expenses shall obtain “binding, not to
exceed” written bidsfrom at least two (2) carriersthat
have operating authority to serve the areafrom which
the employeeismoving (Attachment 3). Verification
of operating authority may be obtained from the lowa
Department of Transportation at (515) 237-3224. The
bid with the lowest dollar amount will bethe bid
accepted. The employee may, however, makean
alternate selection, but the amount that will be
reimbursed shall not exceed the dollar amount of the
lowest bid, and the employee must receive prior
approva from the appointing authority before
contracting with or utilizing an aternate carrier.

An employee approved for reimbursement of
rel ocation expenses who is moving hisor her mobile
home shall obtain at least two (2) “binding, not to
exceed” written bids on the cost of moving the mobile
home and the disassembly and reassembly of any
components. The bid with the lowest dollar amount
will bethe bid accepted. The employee may, however,
make an alternate selection, but the amount that will
be reimbursed shall not exceed the dollar amount of
the lowest bid, and the employee must receive prior
approval from the appointing authority before
contracting with or utilizing an alternate transporter
andinstaller.
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After therelocation is compl ete, the employee will
furnish the agency with the proper documentation
needed to prepare and process the claim for payment.

In case the employee wishesto pay the carrier,
transporter, or installer immediately after the move or
isrequired to do so, theemployee may claim reim-
bursement from the State by using the Relocation
Expense Claim form (Attachment 2). All supporting
documents that are required by the State (original
invoice) must be furnished by the carrier, transporter,
or installer to the employee, who must attach them to
hisor her claim. Theinvoice must be marked clearly
and signed by the mover “Paid in Full.”

Employees who wish to move themselves shall not
be reimbursed an amount that exceeds the lowest bid
for themove. The expense reimbursement voucher
must be accompanied by the two carrier bids and any
applicablereceipts. Neither the employee nor family
memberswill bereimbursed for time spent assisting
with or doing their own move.

4EXPENSESTHAT AREREIMBURSABLE
THE FOLLOWING EXPENSESARE ELIGIBLE FOR
FULL REIMBURSEMENT:

* Household goods.

a. Movement of household goodsby a

moving company.

*Moving interior and exterior household
goods from the former principal residence to the new
principal residence.
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* |nsurance for the full (no deductible)
replacement value protection of all household goods.
The cost of insurance must be clearly spelled out in
the movers' bids. A third bid for insurance only must
be obtained and accepted if less costly than the
mover’sinsurance charge.

*Cost of packing and unpacking household

goods.

*Cost of disassembly and reassembly of

household goods.

*Stop-over and pick-up charges. Thisalso

includes expenses of moving household

goods into storage and removing household
goods from storage.

*Storage charges on household goods for

up to 90 days.

Paymentsto the carrier, transporter, or installer for
moving expenses may be paid directly by the State or
the employee may pay the carrier, transporter, or
installer directly and request reimbursement from the
State. In either case, the following documentation will
berequired:

*Originalsof two (2) signed bidsfrom
authorized carriers, transporters, or installers; and

*Original invoiceor bill of lading furnished
by the carrier, transporter, or installer; and

*|nvoice marked “Paid in Full” and signed by
the carrier, transporter, or installer (if paid directly by
the employee); and
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*Completed rel ocation expenses claim forms.
b.Self-move of household goods.

*Mileage reimbursement at the staterate for
using amotor vehicle. Morethan onetrip
may be reimbursed between the former
principal residence and the new principal
residence, as necessary.

*Trailer andtrailer hitch rental.

NOTE: Some vehicles cannot accommodate the
temporary installation of atrailer hitch and will
necessitate the purchase and permanent installation
of atrailer hitch. Reimbursement will be allowed when
this is necessary.

Truck rental plus reimbursement for the cost of fuel
for thetruck. Morethan onetrip may be reimbursed
between the former principal residence and the new
principal residence, as necessary. Original receiptsfor
fuel must be accompanied by documentation showing
origin, destination and milesdriven.

*Tripinsurancefor full (no deductible)
replacement val ue protection for the time period of the
move.

*Rental of equipment to disassemble or
reassemble household goods.

*Day labor (maximum of $12 per hour) hired

to assist with the self-move (the employee
and members of theimmediate household

arenot eligiblefor thisreimbursement). A

hand written receipt showing the hours
worked and the amount paid must accom
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pany the request for reimbursement.
c.Movement of amobile home.
*Preparation of the mobile homefor the
move.
*Moving the mobile homeincluding, as
necessary, the cost of disassembly and
reassembly of any components attached to
or apart of the mobile home.
*Set-up including tie-downs, skirting,
leveling pads and concrete blocks.
*|nsurancefor full (no deductible) replace
ment val ue protection of the mobile home.
*Realtor commission.

Realtor commission on the sale of the

employee' sformer principal residence.

The claim for reimbursement shall include one
copy of the real estate closing statement showing the
sale price of theresidence and the realtor’s commis-
sion fees.

*Marketing expenses to sell the residence without a
realtor.

Expenses associated with marketing the former
principal residence for sale without using the services
of arealtor arereimbursablein lieu of therealtor
commission. All other expenses associated with the
sale are subject to and covered by the $15,000 limit.

*Subsistence expenses (temporary living
expenses).

Subsistence expenses are defined, for this purpose,
as breakfast, lunch, dinner, lodging, and up to ten
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minutes of long distance telephone or cellular phone
callsto the former principal residence each day.

Subsistence expenses will start on the day prior to
the day the employeeisto report to the new duty
station and end on the day after the employee’'s
household goods are delivered to the employee’s new
principal residence or at the end of 90-calendar days,
whichever comesfirst.

The 90-calendar days for the employee shall be
consecutive unless the employee must be absent on
state business from the new duty station for more
than five consecutive workdays, in which case those
dayswill not be counted toward the 90-calendar day
timeframe.

Subsi stence reimbursement for mealswill be up to
$20.00 per day plus applicabletaxes, and for lodging
will be up to $40.00 per day plusapplicabletaxes. One
member of the employee’simmediate household, if
living with the employee, isalso eligibleto receive up
to the same amount per day for meals, but not
lodging, for amaximum of 90-calendar days. Both 90-
calendar day periodswill run concurrently. This
reimbursement isin addition to “expenses during
move of household goods’ (see page 9). Lodging
may include short term apartment rental and related
utilitiesin lieu of amotel, in which case unrefunded
deposits may be claimed for reimbursement. “ Related”
utilities are those items that would be included in the
cost of amotel and are defined, for this purpose, as
gas, electricity, basic telephone, basic cable television
and water. Claimsfor reimbursement of subsistence
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expenses shall befiled on the Temporary Living
Expense Claim form (Attachment 1).

Inlieu of or in combination with subsistence
expenses, an employee may be reimbursed for mileage
and meals at the daily in-state rate to commute
between the new duty station and the employee’s
former principal residence. Daily reimbursement for
commuting will not, however, exceed thedaily
subsistence expense maximumsthat would be allowed
if the employee remained at the new duty station
location.

*|ncome tax assistance.

Employees must pay taxes on the prior calendar
year’staxabl e rel ocation expenses. Incometax
assistance payments of 50% for reimbursement of
taxabl e rel ocation expenseswill beincluded eachtime
aclamispaid. Important: Employeeswill not receive
any further compensation for taxable relocation
expenses at the end of the calendar year.

THEFOLLOWING EXPENSESAREELIGIBLEFOR
REIMBURSEMENT UPTOANAGGREGATE TOTAL
OF $15,000:
*|ncidental expenses.
a. Costs associated with the sale or
purchase of aresidence.

To beligible for reimbursement under this category,
the employee must own his/her principal residence at
thetime of hire or reassignment.

This category includes necessary and reasonable
costs incurred by the employee incidenta to the
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purchase of anew principal residence and customarily
paid by the buyer, and incidental to the sale of a
former principal residence and customarily paid by the
sler.
The following costs associated with the sale of a
principal residence are reimbursable under thispolicy:
*|tems payabl e in connection with aloan:
Veterans Administration Funding Fee
M ortgage Release/Prepayment Penalty
Mortgage Discount Points
*Titlecharges.
Administrative Compliance Fee
Settlement Fee
Abstract or Title Search
Document Preparation
Notary Fee
Attorney Fee
Deed Preparation
Abstract Continuation
*Government recording and transfer charges:
Mortgage Release Fee
Deed or Tax Stamps
*|nspection Fees
The following costs associated with the purchase of
aprincipal residence are reimbursable under this
policy:
*|tems payable in connection with obtaining
aloan:
Loan Origination Fee
Appraisal Fee
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Credit Report
Processing Fee
Closing Fee
Prepaid Loan Fee
Loan Assumption Fee
Commitment Fee
Escrow Agent Fee
Mortgage Discount Points
(seep. 3for limitations)
*Titlecharges:
Administrative Compliance Fee
Abstract or Title Search
Document Preparation
TitleExamination
Notary Fee
Attorney Fee
Plat Drafting
Plat Drawing/Survey
Titleinsurance
Survey Charges
*Government recording and transfer charges:
Deed Recording Fee
*|nspection fees:
Termite Inspection
Pest Inspection
Radon Inspection
Structural Inspection
Electrical/Plumbing Inspection
b.Utility disconnect and connect charges.
Utility connect charges do not include refundable
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utility deposits or refundable utility cooperative
memberships.

c.Residence disposal and location expenses.

*Transportation for up to two round trips between
theformer principal residence and the new principal
residence (reimbursabl e at the current state rate if a
personal automobileis used or at the coach rate if
travel isby air) for the employee and one household
member. Thisincludes travel to conduct business
associated with the sale of the former principal
residence.

*Actual meal and lodging expensesfor up to
five days and four nights for each of the trips
mentioned in the paragraph above for the employee
and one household member while visiting the new
principal residencelocation.

*Automobile rental for up to five days plus
reimbursement for the cost of fuel for each of thetrips
mentioned in the paragraph above.

*|_ong distance telephone or cellular phone calls
and fax chargesincidental to the sale or subletting of
the former principal residence and/or the purchase or
rental of the new principal residence.

d.Expenses during move of household goods.

*Actual meals and lodging for the employee and
each member of theimmediate household for up to
five days and four nights while household goods are
intransit.

*At the time of the move, one-way mileage (at the
state rate) for up to two vehicles, owned by the
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employee or amember of the employee’s household,
from theformer principal residenceto the new
principal residence. Should the employee's house-
hold contain more than two licensed drivers, the
number of vehiclesfor which mileage reimbursement
may be claimed shall be equal to the number of
licensed drivers. Inlieu of driving automobilesfrom
theformer principal residenceto the new principal
residence, the employee and/or the employee’s
immediate household members may chose an alternate
means of transportation for reimbursement and have
the vehicles moved by the moving company.

e. Costsincurred in settling alease, not to
exceed 3 months’ rent.

Thisexpense shall not be allowed if it isdetermined
that the employee knew, or reasonably should have
known, that areassignment wasimminent before
entering into alease agreement.

f. Mortgageinterest differential.

Mortgage interest differential is calculated when the
mortgage interest rate on the new principal residence
exceeds the interest rate on the mortgage on the
former principal residence.

The reimbursement shall be the amount that would
be required to reduce the new mortgage balance to an
amount that could be amortized at the same monthly
payment (principal and interest) as the old mortgage.
If the new mortgage is less than the computed amount
for anew mortgage, the differential will be prorated
and reduced accordingly. The amount of the payment
will be cal culated in accordance with Attachment 4.
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g. Market valuedifferential.

Market value differential isthe difference between
the actual sale price obtained for the former principal
residence and its estimated market value based on
independent appraisals. If possible, obtain appraisals
prior to placing the former principal residence on the
market.

Thedifferential isused when the actual sale price
obtained for aresidence is less than the estimated
market value based on independent appraisals. The
amount to be reimbursed shall not exceed 50% of the
difference between the actual sale price obtained
(following agood faith effort, including the use of a
realtor, to market the property) and the average of two
estimates of the market value prepared by two
independent appraisers. The amount of the payment
will be calcul ated using Attachment 5.

The employee shall select two appraiserswho are
licensed or certified by the state of residence. The
employee must make payment to the appraisers and
submit theinvoice marked “paidin full” along with
the appropriate expense reimbursement vouchers
(Attachments 2 and 5) to the appointing authority for
reimbursement of these expenses.

If the appraisers’ opinions of market value differ by
more than 5%, the appointing authority will order a
third appraisal. The market value estimate will then
consist of the average of the three opinions.

The cost of the appraisals and any market value
differential payment shall beincluded inthe maximum
reimbursement allowable under this section.
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Processing relocation expenses claims.

Travel clamsfor all relocation expenses are submit-
ted to the Department of Administrative Services-
State Accounting Enterprise (Daily Processing). The
claimswill include expenses that are not subject to
withholding as well as expenses that are subject to
withholding. Only expenses that are not subject to
withholding will be paid onaTravel Voucher (TV) for
rel ocation expenses (Attachment 2). All expensesto
be paid for the relocation will be detailed and coded
onthe TV, but the accounting lines for the taxable
expenses will need to have aline drawn through them
on the TV, charged to object code 2575, and paid
through the payroll system. The Relocation Expenses
Recap form (Attachment 8) details the expensesthat
will be paid through the DRF-DAPR and which
expenses will be paid through the payroll system. An
expenditure correction document (EC) must be
submitted with the TV when there are expenses that
are taxable and paid through the payroll system. This
EC decreases object code 2575 and increases the
applicable object codes with the gross amount of
each expense. The amount of the decrease on the EC
will equal the amount that waslined off the TV and
the amount paid through the payroll system. All
documents relating to the rel ocation submitted to the
DRF-DAPR must be batched as single documents
using the blue batch ticket and have no approvals
applied to the system. The claim is pre-audited by the
DRF-DAPR. The Relocation Expenses Recap formis
initialed by the DRF-DAPR and the pink copy is sent
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back to the originating agency if there are expensesto
be paid through the payroll system (the goldenrod
copy is aways returned for the agency’s records). It
is then the responsibility of the employee’s depart-
ment to prepare aPay Information form (P-9) (Attach-
ment 9) to include the amount that is subject to
withholding in the employee’s bi-weekly pay check.
The amount must be entered in thefield entitled
“MOVE/MILESUBJ. TOW/H.”

For the purposes of payment through the DRF-
DAPR, the minimum documentation needed (or
referenced to) is:

1. Original invoiceor bill of lading furnished by the
shipper.

2. Completed Travel Voucher (TV) for Relocation
Expenses (Attachment 2).

3. Originalsof the Moving Company Bid Sheet
(Attachment 3) from two or more authorized carriers.

4. Completed IRS Testsfor Preparing Relocation
Expense Claims (Attachment 7).

5. Completed Relocation Expense Recap (Attach-
ment 8) - all 4 copies.

6. Completed Expenditure Correction (EC), if
relocation includes expenses paid through the payroll
system.

7. Theofficial letter of hire or reassignment received
by the rel ocating employee from the agency.

8. Calculation of Mortgage Interest Differential
(Attachment 4) if applicable.

9. Calculation of Market Value

10. Completed and Signed Agreement for Recoup-
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ing Recruitment, Retention, Education and Relocation
Payments (Attachment 10).

11. All other receiptsthat are submitted for reim-
bursement (except food).

12. A duplicate set of copiesof al of the above.

NOTE: The Department of Administrative Services-
State A ccounting Enterprise must receive the original
and one copy of al relocation reimbursement claim
forms and any supporting documentation.

5 DAY SOFFWITH PAY

Employees may utilize up to atotal of eighty (80)
hours of paid work time off for any combination of the
following reasons:

*|_ocating anew principal residence.
*Closing on the sale or lease of the former
principal residence.

*Closing on the purchase or |ease of the new
principal residence.

*Moving household goods from the former to the
new principal residence.

*Related incidental activities.
6.EXPENSESNOT REIMBURSABLE

*Expenses reimbursed by the former employer as
part of a severance agreement.

*The cost of transporting vehicles not included in
“Expenses during move of household goods” on
page 9.

*The cost of or related to moving livestock.

*Any other items not specifically covered by this
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policy.

*Any reimbursableitemin excess of thelimitssetin
thispolicy.

*Refundable apartment and utility deposits.
7.REPAYMENT

Asacondition of receiving reimbursement for
moving expenses, the recipient must sign an agree-
ment to continue employment with the appointing
authority as provided for in the rules of the Depart-
ment of Administrative Services[IAC 11-64.9(5)]. A
copy of the agreement shall accompany the reim-
bursement request forms (Attachment 10).

APPENDIXF
AIRPORT FIREFIGHTERS

1. Overtime Compensation

Notwithstanding the provisions of Article VI,
Section 2, employeesin thejob classification Airport
Firefighter shall receive overtime for those hours they
work in excess of their regularly scheduled work shift.

2. Sick Leave Computation and Accrual

Airport Firefighters shall continue to accrue sick
leave using the current conversion factor.

3. Annual Leave Computation Accrual

Airport Firefighters shall continue to accrue leave
using their current conversion factor.

4. Holiday Computation and Accrual

For employeesin the job classification Airport
Firefighter, the hoursfor holidays shall be computed
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using the current conversion factor and the total shall
be pro rata with the employee receiving one twenty-
sixth (1/26) of theyearly entitlement per pay period.
The hours shall be credited to the employee’s accrued
vacation account and shall be taken in accordance
with the procedures set forth in Article 1 X, Section 11,
Vacations.

5. Pursuant toArticlelX, Section 11(B)1 Airport
Firefighterswill be granted leave equal to one (1)
scheduled shift.

APPENDIX G
(Reserved)

APPENDIXH
DEPARTMENT OFCORRECTIONS

1. Scheduling for compensatory time, holidays,
banked holidaysand holiday premium timewill bein
accordancewithArticlel X, Section 11, Vacations.

2. Inthe event employees of a correctional institu-
tion have been determined by the Appointing
Authority to have been held hostage, the employee
will be eligiblefor apaid leave of absence up to ninety
(90) days as determined by alicensed physician to be
necessary for recovery from stress. Such paid leave
shall not be charged against the employee’'s sick leave
account.

3. The Parties recognize the importance of the
confidentiality of medical information. Additionally,
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the Parties agree that all applicable federal and state
laws shall befollowed in regardsto information
concerning inmates/residents/clients who have been
identified as having communicable/contagious
diseases. Employeeswill be provided with appropriate
information which will be avail able either on each
living unit or the institution’s intranet system
regarding inmates/residents/clients who have been
identified as having communicable/contagious
diseases of substantial health risk pursuant to the
memorandum from Hal Farrier dated December 29,
1986, which addresses the Health Services Policy
HSP-85-907. The provisionsof thismemorandum will
beimplemented no later than July 15, 1987.

4. “Med Passer” differential will be paid to Correc-
tional Officersand Nursing Unit Coordinatorsthat are
required to pass medication. An eligible employeewill
receive $0.60 per hour differential and $0.70 per hour
differential effective January 1, 2007, for afull shift on
any day he or she passes medications, regardless of
whether the employee actually passes medications on
each hour of the shift. Thedifferential will not be paid
for days the employee does not pass medications.

5. The parties agreeto utilize the GRIP during the
term of the 2005-2007 contract.

6. The Employer shall phase out the current one
hundred percent (100%) polyester uniforms and
replace them with cotton/poly or wool/poly blend
uniforms as stocks become depleted. Uniforms
include shirtsand trousers. By January 1, 2006, every
employeerequired to wear auniformwill beissued at
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least one set of cotton/poly or wool/poly BDU style
uniform. By June 30, 2007, every employeerequired
to wear auniform will beissued at |east two sets of
cotton/poly or wool/ploy blend BDU style uniforms.

7. The Employer will allow Union representativesthe
use of an existing phone line for Union business with
supervisor’sapproval. Thiswill be at no additional
cost to the Union or Employer. Use of thiswill bein
compliancewithArticlell andArticlelV of the CBA.

8. Effective July 1, 2006, the Employer will reimburse
employee’'s up to $50 of the cost for theinitial
purchase / replacement of shoes/ boots for employ-
eesthat arerequired to wear aparticular color or style
of shoes/ boots. Thisreimbursement will be no more
than once each fiscal year.

APPENDIX |
DEPARTMENT OF TRANSPORTATION

1. Pursuant toArticle VI, Section 1, Work Sched-
ules, employees called out to work contiguousto their
regularly scheduled shift will be allowed to complete
their shift up to atotal of twelve (12) consecutive
hours.

2. Thefollowing shall control the interpretation of
ArticleVIII1, Section 1, asapplied to the Department of
Transportation and shall not serve as a precedent to
grievances from other departments nor servein a
prejudicial manner to either the Employer or the Union
with respect to grievances from other departments:

a. Schedules:
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DOT maintenance employeeswill be furnished work
schedules indicating the employee’'s days and hours
of work. These schedules are for informational
purposes only and shall not constitute the basis of a
grievance concerning overtime eligibility or computa-
tion.

DOT employeesworking on a construction project
will beinformed of thelocation of their assignment as
soon as practicable after the Employer becomes aware
of the location.

b. Hours:

Reduction in hours during the work week should be
donefor lack of work or other legitimate reasons.
Such determinations are at the sole discretion of the
Employer. Maintenance garage employeeswill be
sent home on the basis of inverse seniority within the
maintenance garage. For purposes of this paragraph,
seniority groupswill be defined asthe individual job
classification, except for EQuipment Operatorsand
Equipment Operators Seniors who shall constitute a
single seniority group.

3. PursuanttoArticle V111, Section 2, Overtime, for
Blue Collar and Technical bargaining unit employees,
in those cases when an employee, who is not
scheduled for Saturday and Sunday work is sent
home dueto lack of work, or issick on a scheduled
work day, work performed on a Saturday or Sunday
during that work week will be paid at the premium rate
of pay.

4. PursuanttoArticle VI, Section 2, Overtime, for
“equalization of overtime” purposes, if the employee
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has not notified the employer in writing that he/she
will not be availablefor overtime, and if the employer
is not able to contact the employee and they can
verify by phone record the attempted contact, then
the employee will be recorded as having declined to
work overtime. Overtime equalizationwill bewithin
twenty (20) hours per fiscal year.

Except that a shared worker returning to his/her
regular work unit shall be credited with the average
number of overtime hoursworked by employees
within the same classification within the work unit
whilethe employee was performing the shared worker
duties unless otherwise agreed by individual district
Labor / Management Committees.

5. PursuanttoArticle X, Section 12, Holidays:

a. Holiday pay will be equal to oneregularly
scheduled work day whether the employee actually
worksor not.

b. Holiday pay for employees assigned to and
working on a construction site will be equal to the
average of the hours worked per day in the work week
containing the holiday, not to exceed ten (10) hours
but not less than eight (8) hours.

6. Pursuant toArticle X11, Section 3, the Employer
shall provide DOT mechanicswith coverallsand make
them availableto other DOT employeesfor usein
operations such as crack-sealing, etc., at no cost to
theemployee. The Employer will attempt to provide
fireretardant coverallsfor DOT mechanics.

7. When required for safety reasons there shall be
two (2) employees of the DOT assigned to extra
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heavy-duty right-wing trucks during snow removal

operations when winging outside the shoulder line.

The use of the wing as amoldboard extension for

plowing pavement and shoulder surfacesis excluded.
8. Motor Vehicle Officersand Motor Vehicle

Sergeants with at least twenty-five (25) years of

seniority, but not more than fifty percent (50%) of the

crew, by classification, will not be required to work the

late shift (shift 3). If it becomes necessary to assign

employees to work the late shift, they will be assigned

Inreverse seniority order.

9. Employeesinthe Highway Divisonwill beeligible

for work differential under thefollowing parameters.

A. Those employees who are not equipment opera-

tors, equipment operator seniors, garage operations

assistants or mechanics when performing the duties

in one of thefollowing activities:

* Phase one snow/ice removal

* Phase two snow/ice removal

* Frost Runs

* Chemicalsand Abrasives

* Snow Fence

* Equipment Cleaning

* Other snow/ice duties

* Anti-icing.

B. Those employees who are not in the construction

technician series, material stechnician/fabricators

serieswill beeligiblefor work differential when

performing thefollowing duties.

* Construction Inspection

* Materials Inspection
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* Survey duties related to a specific construction
project
* District Land Survey operations.

Eligibleemployeeswill be paid awork differential of
6.5% of the top pay of an equipment operator. This
will befor afull shift on any day they perform work
eligiblefor thedifferential regardless of whether or
not thework isperformed for their full shift.

Training that management requires to perform duties
covered by thework differential will be paid at the
work differential rate. Thedifferential will not bepaid
for any day the employee is not assigned these
duties.

Management will determinethe number of employ-
eesineach work unit eligiblefor thisdifferential.
Qualified employeeswithin the affected work unit(s)
will be selected on the basis of seniority absent a
business necessity that would dictate otherwise. |If
an insufficient number of employees are interested,
the Employer may require employeesto do thework,
starting with the least senior qualified employee.
Permanent employees may notify their immediate
supervisor of their preference not to participate in
work eligiblefor these differential paysand manage-
ment will make every attempt to grant thisrequest.

10. Employeesmay, at their discretion, accumulate
up to 160 hours of compensatory time. Any hours
over 160 will be paid out in cash. Theyear for
purposes of utilization of compensatory time shall end
on either March 31 or September 30, whichever the
employee elects for the duration of this agreement.
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APPENDIX J
DEPARTMENT OFHUMAN SERVICES

1. “Med Passer” differential will be paid to qualified
employees (Youth Service Workers, Youth Service
Technicians, Resident Treatment Workers and
Resident Treatment Technicians) on adaily basis. An
eligibleemployeewill receivea$0.60 per hour
differential and $0.70 per hour differential effective
January 1, 2007 for afull shift on any day he or she
passes medications, regardless of whether the
employee actually passes medications on each hour
of the shift. Thedifferential will not be paid for days
the employee does not pass medications.

The employer will provide employees passing
medicationswith arefresher course by June 30, 2007.
M edication information maintained by the institution
will be made accessible to employees who are passing
medications.

2. Pursuant toArticle XI1, Section 7, Training,
contingent upon the availability of funding, a sum of
$50,000 for each fiscal year of the Agreement shall be
set aside within the DHS to fund these programs.
These funds may be expended for training programs,
participation in employee tuition reimbursement costs,
or other education or career enrichment activities.
The expenditure of funds under thisAgreement is
contingent upon the continued availability of this
funding.

It istheintention of both Parties to improve the
quality of training and education of the employees
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engaged in the care and treatment and related
services to DHS residents and patients.

3. If employeesof DHS institutions are held over
dueto severe weather, the Employer will providea
complimentary meal ticket.

4. Article XIl, Health and Safety, Communicable/
Contagious Diseases. The Employer will develop
protocol procedures and guidelines for institutions
which house clients who have been identified as
having communicable/contagious diseases. These
guidelineswill be made known to employeeswho
have contact with such clients. Asresources permit,
information will be made availableto other interested
employees, their families, and clientsthrough
informational meetingsor other media. The protocol
procedures will be based on data furnished by the
lowa Department of Public Health and/or the U.S.
Centersfor Disease Control.

5. The parties recognize that violence in the
workplace and dealing with violent clientsis of
growing concernto al State employees. Therefore,
the State-level Health and Safety Committee estab-
lished pursuant to Article X11, Section 11 will bethe
conduit utilized to jointly assess, through a proper
survey instrument, the employees and managers to
identify potentially violent situations with clientsin
the workplace. Based upon the survey results, the
committee shall be responsible for providing input to
the State on the operating procedures and training
materials that shall be devel oped to address working
in potentially violent situations.
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All findings of the committee shall bejointly
reported to the Directors of the Department of Human
Services and the Department of Administrative
Services-Human Resources Enterprise, aswell asthe
lowa Veterans Home Commandant and the President
of AFSCME, Council 61. The above committee shall
invite arepresentative for labor and for management
from the Veteran’sHometo participate.

The parties also agreeto utilize aprofessional
facilitator in conducting the meetings. If thereisno
local committeein existence or if an issue cannot be
resolved at the local level those issues or concerns
will beforwarded to the State-level committeefor
resolution.

6. At Independence and Clarinda Mental Health
Institutes, whenever the Employer decidesto realign
the number of RTWs assigned to a shift, the positions
where an employee is needed shall be offered to the
most senior employee. If no senior employee
volunteersfor the offer, employee{ s} shall be
mandated in reverse seniority order. If further
realignment is necessary, the Employer will offer the
position by seniority within the classification on the
shift where the realignment is determined to be
needed. If no employee volunteers the least senior
employee on the shift with excess assigned staff will
be assigned. This process may be altered by mutual
agreement. Thiswill not be precedent setting or used
as such in any forum.

7. At Independence MHI, upon management’s
receipt of a proposal from the union specifying the
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scheduling system for days off work, which has zero
budget impact and provides necessary coverage, the
Superintendent and the local union will survey staff
for their desire for such schedule. Following a
favorable response from the mgjority of the affected
employees, adate for the implementation of the
schedule will be set.

8. Boiler Plant at Cherokee MHI

Theboiler plant at the Cherokee MHI will be
operated according to all applicable Federal, State,
and local rulesand regulations. All safety devicesfor
the boilerswill be properly connected and maintained
so asto alow for safe operation of the boilers and
related equipment. Adequate monitoring of the
systemwill occur. The Power Housewill be properly
secured at all times.

9. In the event that equipment is purchased, and the
operation of that equipment is assigned to an
employee, the Employer agreesto provide that
employee with such training asis necessary, as
determined by the Employer, to carry out the duties of
the assigned position.

APPENDIXK
ATTENDANCEPOLICY

This document constitutes a letter of understanding
between AFSCME/Iowa Council 61 and the Employer
regarding attendance policies. The parties agree that
attendance policiesthat are currently in place will
remain intact unless mutually agreed upon otherwise.
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Policies which may be devel oped during the term of
thisAgreement will be done with Union input.

APPENDIX L
DEPARTMENT OFADMINISTRATIVE SERVICES
GENERAL SERVICESENTERPRISE

1. Definitions: For the purpose of this policy, the
following definitions shall apply:

Payday: the day designated by the Department of
Administrative Services-State Accounting Enterprise
for the distribution of pay warrants and direct deposit
warrant stubs.

Paycheck: a pay warrant or direct deposit warrant
stub received by the employee as payment for hours
worked or paid leave granted.

2. Policy: Itisthepolicy of the Department of
Administrative Servicesthat all supervisors shall
distribute paychecks on payday prior to each
employee’sregularly scheduled lunch break.

If an employee is unavailable when the supervisor
first attempts to deliver the paycheck, the supervisor
will make an additional attempt to deliver the check
prior to the employee’s lunch break. If the paycheck
has not been delivered to the employee by the start of
the employee’s lunch period, it will be returned to the
personnel office. The personnel officewill retain the
paycheck until the end of the employee’s work shift at
whichtimeit will bemailed to theemployee.

3. The Employer will devel op, with the assistance of
the Union, apolicy and program to identify the
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conditions requiring the use of personal protective
equipment. The policy and program shall include, but
not be limited to, the procedures regarding acquisition
of personal protective equipment, for prescription
safety glasses, and protective foot wear, and severe
cold weather clothing. The above language means
the replacement only of existing cold weather clothing
which the employer will make availableto apredeter-
mined group of the employees (approved prior to
implementation by both Union and Management)
working inthe grounds, mechanical, electrical,
carpentry, drivers, custodial and locksmith areas.

4. The Employer will reimburse employeesfor the
cost, up to one hundred fifty-five dollars ($155.00), of
safety shoes for employees who are required to wear
them.

5. Bulletin Boardsin the Capitol Complex - In
general, all Union postings should be placed on
Union bulletin boards located in buildings throughout
the Capitol Complex. Union officialswho arerespon-
sible for postings are also responsible for removing
the postings. A tack board should be used. No
posting should be taped, glued, or fastened by any
method on painted wall surfaces. Posting should not
extend above the top of awall panel. No postings
should occur in elevators, on the grounds, or within
the building stairways, rest rooms, or tunnels.

6. Employees may at their discretion accumulate 120
hours of compensatory time. Any hours over 120 will
be paid out in cash. The Employer will designate
September 30 as the date the employees have to
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utilize compensatory time or be paid out in cash.

7. Staff at Fleet / Mail / Print and CCM currently
provided uniforms through a vendor contract will
continue to be provided appropriate work clothing
that is laundered and maintained by the vendor.
DAS-GSE custodial staff employeeswill berespon-
siblefor the laundering of their own uniform shirts.

APPENDIXM
BOARD OFREGENTS

1. Beginningin July 1997 and monthly thereafter,
the Employer will providethe Loca Unionswith alist
of all employees considered to be confidential. The
list shall include each employee’sname, classification,
seniority date and work location.

The Employer will furnish the datafields specified in
Articlell, Section 2(F), monthly to both AFSCME/
lowa Council 61 and the Regents' Local Unionson
standard microcomputer disk at no cost to the Union.

2. Pursuant toArticlelV, Section 2, grievances shall
be submitted to the department head or their designee
at Step 2 and to the following persons or their
designee at Step 3:

a. lowaBrailleand Sight Saving School: Superinten-
dent

b. lowa School for the Deaf: Superintendent

c. lowa State University: Assistant Vice President
for Human Resource Services
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d. University of lowa: Director, Employment Relations

e. University of Northern lowa: President

3. PursuanttoArticle VI, Section 2, General Layoff
Procedures, on amonthly basis, the Employer shall
providethe Local Unionswith alist of bargaining unit
employeesawaiting recall. Suchlistwill include each
employee’s name, classification, seniority date, date
of eligibility for recall, and all classificationsthe
employeerequestsfor recall.

Thetemporary layoff provisionsof ArticleV1, Section
3, do not apply to the Regents institutions
Temporary layoffs for Regents institutions shall be for
less than 20 consecutive calendar days. In such
cases employeeswill belaid off by seniority within
classification and work unit.

4. The Employer and the Local Unionsshall
establish a procedure for providing copies of all job
postings to the Local Unions.

5. Pursuant toArticle V11, Section 2, Transfers, the
policy at the University of lowawill beasfollows:

After completing the Application for Transfer in
person, al bargaining unit employees may apply for a
contract transfer by phoning the Personnel Depart-
ment and stating their name, Social Security number,
and the job into which they wish to transfer. Once the
application is active, updating of information on the
application for transfer may be done in person or by
phone.

It is understood and agreed that “vacancies”
eligiblefor the contract transfer procedure shall be
designated as open within the “locations’ listed here.
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Transfers shall be made between locations, except for
“shift” transfers and regular days off, which may be
made within asinglelocation.

A shift transfer shall be allowed when thereisa
minimum difference of two hours between the
employee’s present starting time and the starting time
of the posted vacancy.

Transfers to change regularly scheduled days off
shall be allowed when thereisadifferencein the
employee’s regular days off and the work schedule of
the posted vacancy. Examplesinclude:

- rotating days off to weekends off;

- Monday through Friday schedule to a Tuesday
through Saturday schedule;

- arotation working every sixth weekend to one
requiring every third weekend,;

- aschedule that provides days off in a defined
rotation to asimilar rotation with different days off;

Transfer locations for any new buildings or major
additions to existing buildings shall be discussed at
local 1abor/management meetings.

Notwithstanding the above, the University of lowa
reserves the right of job assignment and all other
rights as found under the Management rights article
of thisAgreement signed by AFSCME/Council 61 and
itsaffiliateAFSCME Loca 12.

|.Custodial Positions
Facilities Services Group
University Hospital
Residence Services
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Custodian positions in above units will be posted
by each individual supervisor and all areas under that
supervisor will be considered one transfer location for
purposes of application of ArticleV1.

Facilities Services Group: Each buildingisconsid-
ered atransfer location, except where ajob covers
more than one building.

*Family Housing

*lowaMemoria Union

I1. Food and Nutrition Positions University Hospital
*Food Production
* Sanitation
* Storeroom
* Patient Food Service/Patient Services
*Dining Service
*Visitor Dining
*Staff Dining
* Compass Café
* Atrium Dining
*6OR
* Art Rock
*Sky Rock
*Vending
Residence Services
*Burge
*Hillcrest
*Quadrangle
*Clinical Research Center (College of Medicine)
lowaMemoria Union SERVICES
*lowaMemoria Union
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*Oakdale
*Dentistry
* Pappajohn Business Administration Building

[11. Printing Positions
*CBSB (Consolidated Business Services Building)
*Between Copy Centers
* Evaluation and Examination Services

IV. AreaMechanics
* Between maintenance areas

V.Other Positions (Blue Collar)
*University Hospital
*Qakdale
*lowaMemoria Union
*College of Dentistry
*Laundry
*Medical Education Building
*Steindler Building
*Residence Services
*College of Medicine
*Animal Care
East Locations
West Locations
Assignment to barrier facilities within the west
location to be made at management discretion only.

Facilities Services Group
* Area Maintenance #1
* Area Maintenance #2
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* Area Maintenance #3
* Area Maintenance #4
* Area Maintenance #5
* Area Maintenance #6
*Other University Locations

VI1.Storekeeper |, 11, 111
*Genera Stores
*Publications
*University Hospital
*College of Dentistry
*College of Medicine
*Steindler Building
*Laundry
*Medical Education Building
*Facilities Services Group
*lowaMemoria Union
*University Hygienic Lab
*Collegeof Liberal Arts
*College of Pharmacy
*Hospital School
*Qakdale

Residence Services
*Burge
*Hillcrest
*Maintenance
*Quad
*Vending Services
*Other University Locations
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VI1.ERD Machinists
*College of Engineering
*Collegeof Liberal Arts
*College of Medicine
*Hydraulics Institute

WORK LOCATIONS- TECHNICAL UNIT

I. Nursing Positions

Transfers may be made within thefollowing areas:
* Perioperative
*Children’s & Women's Services
*Behavioral Health

Transfers may be made within or between the
following aress:

*|ntensive and Specialty Services

*Medical Surgical Services1

*Medical Surgical Services?2

I1.Radiographic Positions
*University Hospital
*College of Medicine
*Oakdale

[11. Pharmacy Technicians

Pharmacy Technicians may transfer between
divisions:

* Ambulatory Care

*Acute Care
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*1\/ Admixture
* Storeroom

[V.Other Technical Positions
University Hospital
*Roy Carver Pavilion
*Boyd Tower
* John Pappajohn Pavilion
*John Colloton Pavilion
*General Hospital
* Pomerantz Family Pavilion

Collegeof Medicine
* Anatomy
* Anesthesia
*Biochemistry
* Dermatology
*Family Practice
*Internal Medicine
*Medical Instruments
*Microbiology
*Neurology
*Neuro-Surgery
* Obstetrics and Gynecol ogy
* Ophthalmology
*Orthopedic Surgery
*Otolaryngol ogy
* Pathology
*Pediatrics
* Pharmacol ogy
*Physiology and Biophysics
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*Preventive Medicine

*Psychiatry

*Radiology

* Radiation Oncology (includes Radiation Research)
*Surgery

*Urology

Collegeof Dentistry
*Dental ScienceBuilding
*Hospital School
*Qakdale
*University Hospital

Collegeof Libera Arts
* African-American World Studies
* American Studies
* Anthropol ogy
*Art & Art History
*Asian Languages & Literature
*Biological Sciences
*Chemistry
*Classics
* Communication Studies
*Comparative Literature
*Computer Science
*Creative Writing
*Dance
*English
*Exercise Science
*French & Italian
*Geography
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*Geology
*German

*History

*Journalism & Mass Communication
*Library & Information Science
*Linguistics

*Literature, Science & theArts
*Mathematics

*Music

*Natural History Museum

* Philosophy

*Physics & Astronomy
*Political Science

* Psychology

*Religion

*Rhetoric

*Russian

*Socia Work

* Sociology

*Spanish & Portuguese

* Speech Pathology & Audiology
* Sports, Health, Leisure & Physical Education
*Statistics & Actuarial Science
*Theater Arts

*Women’'s Studies

* Aerospace Military Studies
*Aging Studies

*Center for the Book

*Honors Program
*|nternational Writing

*lowa Social Science Institute
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* Language Media Center
*Military Science
* Administration (includes Office of the Dean,
Academic Programs and Grants Office)
*Unified Program
* American Sign Language

Other technical locations:
*Qakdale
*Hospital School
*College of Engineering
* |nformation Technology Services
*Facilities Services Group
*College of Nursing
*College of Pharmacy

In addition to those listed above, any department
which adds atechnical position will become a
location.

WORK LOCATIONS-CLERICALUNIT

I. University Hospital

* Architectural and Environment Services

*Food and Nutrition Services

* Emergency Services

* Environmental Services

*Facility Services

*Hospital Information Management

* | nformation Systems

*Medical Records
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*Central Transcription Center

*Nursing Services, (other than NUC positions)
* Pathol ogy

*Patient Fiscal and Admitting

* Pharmaceutical Care

* Rehabilitation Therapies

*Respiratory Care

*Social Patient and Family Services
*University Employee Health Clinic
*Volunteer Services

Clinical Hospital Accounts
* Anesthesia
* Dermatol ogy
*Family Practice
*Internal Medicine
*Neurology
*Neuro Surgery
* Obstetrics and Gynecol ogy
* Ophthalmology
*Orthopedic Surgery
*Otolaryngol ogy
* Pathology
*Pediatrics
*Psychiatry
*Radiology
* Radiation Oncology (includes Radiation Research)
*Surgery
*Urology
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Hospital School

* Administrative

*Child Health Specialty Clinics
Each outreach clinic will be considered a separate
transfer location.

* Patient Care

*Qakdale

*Des Moines

* Administration Offices

[1. Nursing Unit Clerks

Transfers may be made within thefollowing areas:
* Perioperative
*Children’s & Women's Services
*Behavioral Health

Transfers may be made within or between the
following aress:
*|ntensive and Speciaty Services

*Medical Surgical Services1

*Medical Surgical Services?2

[11. Vice President for Research
*Health Protection Office
*Hygienic Lab
* |nformation Technology Services
*Qakdale Research Campus
*Ul Press
* State Archaeol ogist
* Administration
Includes: Senior Associate Council
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Director of Research Marketing

Federal Relations

* Sponsored Program, (not including HPO and
Anima Care)

*Animal Care
IV. Vice President Finance and University Services
Jessup Hall

*Business Office

Jefferson Building
*Purchasing
*Business Office

CdvinHall
* Student L oan A ccounting

Facilities Services Group
*Facilities Services Building
*North Hall
*Other FSG locations
* Recreation Services
*Parking

Transfersfor cashiersby parking facility.
*Printing

CBSB (Consolidated Business Services Building)

*Between Copy Centers
* Evaluation and Exam Services
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V. Vice President for Student Servicesand Dean of
Students

* Student Disability Services

* Special Support Services

*Career Development Services

lowaMemoria Union
*MU Administration
*|MU Bookstore

Campus Programs/Student Activities

Residence Services
* Education Program
*Family Housing
*Residence HallsAdministration
*Student Life
*Vending Service
*Housing Assignments
*Maintenance Food Service
*Burge
*Hillcrest
*Quad

Other - Student Services
*Hancher
*|owa Center for the Arts
*Registration and Convocation
*WRAC
*Counseling Services
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V1. Provost
* Academic Advising Center
* Admissions
*Office of Student Financial Aid
* Evaluation and Examination Services
*Registrar
*Continuing Education
*Museum of Art
*International Programs
*Main Library
*Law Library
*Health SciencesLibrary
*PhysicsLibrary
*Psychology Library
*Geology Library
*MathematicsLibrary
*Engineering Library
*Biology Library
*Chemistry/Botany Library
*Art Library
*Music Library
*Business Library

VII. Colleges

College of Business
* John Pappajohn Business Administration Building
*Businessand Liberal Arts Placement Office

Collegeof Dentistry
*Qakdale
*Hospital School
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*Dental Science Building
*UIHC

College of Education
*Lindquist Center (including Art and Music)
*Van Allen (Science Education)

College of Engineering
*Engineering Building
*Chemistry Building
*HydraulicsLab
*| ATL (lowaAdvanced Technology Lab)
* ERF (Engineering Research Facility)

Collegeof Law
*Boyd Law Building

Collegeof Nursing
*Nursing Building

College of Pharmacy
* Pharmacy Building Graduate College
*GilmoreHall
* Jessup Hall

Collegeof Libera Arts
* African-American World Studies
* American Studies
* Anthropol ogy
*Art & Art History
* Asian Languages & Literature
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*Biological Sciences
*Chemistry

*Classics

* Communication Studies
*ComparativeLiterature
* Computer Science
*Creative Writing
*Dance

*English

*Exercise Science
*French & Italian
*Geography

*Geology

*German

*History

*Journalism & Mass Communication
*Library & Information Science
*Linguistics

*Literature, Science & theArts
*Mathematics

*Music

*Natural History Museum
* Philosophy

*Physics & Astronomy
*Political Science

* Psychology
*Religion

*Rhetoric

*Russian

*Socia Work

*Sociology
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*Spanish & Portuguese

* Speech Pathology & Audiology

* Sports, Health, Leisure & Physical Education

*Satistics & Actuarial Science

*Theater Arts

*Women’'s Studies

* Aerospace Military Studies

*Aging Studies

*Center for the Book

*Honors Program

*nternational Writing

*|owa Social SciencelInstitute

* Language Media Center

*Military Science
* Administration (includes Office of the Dean,
Academic Programs and Grants Office)

*Unified Program

* American Sign Language

Collegeof Medicine
* Anatomy
* Anesthesia
*Biochemistry
* Dermatology
*Family Practice
*Internal Medicine
*Microbiology
*Neurology
*Neuro Surgery
* Obstetrics and Gynecol ogy
*Ophthalmology
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*Qral Surgery

*Orthopedic Surgery

*Otolaryngol ogy

* Pathology

*Pediatrics

* Pharmacol ogy

*Physiology and Biophysics

*Preventive Medicine

*Psychiatry

*Radiology

* Radiation Oncology (includes Radiation Research)

*Urology

*Surgery
* Administrative (includes Clinical Research Center,
Continuing Medical Education Family Practice R.P.
[Community Based Programs], OCRIME, Medical TV)
*Division of Assoc. Medical Sciences (including
Physical Therapy, Physician Assistant Program)

* Research (includes Cancer Center, Cardiovascular
Center)
*Service (includes Bioengineering, Medical Instru-
ment Shop, Medical AV, Medical Graphics)

*Other academic support units
Collegeof Public Health

VIII. VicePresident University Relations
Athletics
*Men'sAthletics (includesticket office)
*Women's Athletics
* Alumni Services
*University Relations
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IX. Other Clerical Locations

* AffirmativeAction

*Other University Locations

6. Pursuant toArticleV1I, Section 2, Transfers, the
policy at lowa State University will beasfollows:

Job postings shall indicate the work unit, work
schedule including days off, number of hours per
week, flexible scheduleif applicable, number of
months worked per year, and any selective certifica-
tion requirements. |If the position has arotating
schedule, the frequency of rotation, scheduled hours
of work and days off shall be clearly indicated on the
job posting and job line.

All vacant positions will be posted and bid pursuant
to the Agreement with the most senior qualified
employee getting the job. The Employer agrees not to
reassign employees to vacant positions prior to using
the transfer procedure.

It is understood that the Employer has the right to
determine positionsto be posted. The Employer will
not reassign to the old location.

The start of the six month limitation shall be the day
following the closing date for the posting.

7. Pursuant toArticlelV, Section 14, AFSCME
Local 12 and the Employer at the University of lowa
will usethe GRIP procedurefor aoneyear trial period,
renewable by mutual agreement of the parties, for
termination cases only that may arise during the first
year of the collective bargaining agreement. This
pilot will otherwisefollow the sametermsand
conditions as utilized with other applications of the
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GRIP procedure.

8. The parties affirm their interest in resolving
interpersonal conflict and disputesinformally to
promotecivility intheworkplace. Therefore,
AFSCME Local 12 and the University of lowawill
develop proceduresto utilize the University’s
Mediation Service through the local labor/manage-
ment committee. Thecommitteewill then develop
joint communications to inform empl oyees about the
service and encourage its use. Upon request, the
timelinessfor any related contract grievance may be
mutually extended.

9. Pursuant toArticle VI, Section 2, Transfers, the
policy at the University of Northern lowawill be as
follows:

a. Specificlocation - defined as department, except
asfollows:

Within Physical Plant, Building Services, locationis
further defined aswork site (building[s] and crew
[assigned as needed)).

Within Residence Services, location isfurther
defined as work site by building or dining service
unit.

Within HPEL Slocationisfurther defined for
Storekeepers as East Gym, West Gym, and the PEC
and any other future locations.

b. Shift

First Shift - any regularly scheduled permanent shift
of which four or more hours occur between 6:00 am.
and 6:00 p.m.

Second Shift - any regularly scheduled permanent
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shift of which four or more hours occur between 6:00
p.m. and midnight.

Third Shift - any regularly scheduled permanent
shift of which four or more hours occur between
midnight and 6:00 am.

Rotating Shift - any regularly scheduled shift on a
permanent basisinvolving service in two or more of
the above.

¢. Work Unit - same as specific location above.

d. Days Off - permanently scheduled days off of
Saturday and Sunday of each week unless otherwise
noted. Exceptionsinclude, but are not limited to, the
following:

Power Plant

Public Safety

Dining Services

Broadcasting Service

e. Library - locationisfurther defined as:

Reference and Instructional Services

Access Services

Acquisitions

Cataloging

Collection Management and Specia Services

Library Technologies and Systems

10. Pursuant toArticle XI1, Section 2, Buildings/
Structures/Steam Tunnels, the Employer and the
Union, at local labor/management meetings, will
establish policies and procedures for safe operation
and protocol for work in steam tunnels or permit-
required confined spaces.
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11. TheUniversity of Northern lowashall maintain
its current policy regarding cold weather clothing for
employees.

12. Pursuant toArticle X1, Section 7, Training,
employees at |owa State University who work with
asbestos shall receivetraining and medical examina-
tionsin accordance with State of lowalaw. Training
for handling of other hazardous materials and
chemicalswill be provided in accordance with
applicableregulations and laws.

13. Pursuant toArticlell, Section 4(D), eachinstitu-
tion within the Board of Regentswill continueits
practice regarding employer and employee contribu-
tionsto TIAA/CREF or any qualified substitute
retirement annuity during any union leave without
pay of thirty (30) calendar days or less.

14. Public Safety employees at the University of
Northern lowashall be allowed to take vacation time
inincrements of one day or more for special occa-
sions when no trade in the work week can be ar-
ranged. Their jobtitle shall be changed from *Public
Safety Officer” to“ Police Officer”.

15. When an employee isterminated during the
probationary period following apromation, the
employee shall be afforded the rights set forth in
ArticleVI1, Section 2(H). Theemployeewill only be
allowed to berecalled to aclassification that isin the
same or lower pay grade than the original classifica-
tion of the employee prior to the promotion.

16. A joint committee of three (3) people appointed
by the Union and three (3) appointed by the Univer-
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sity of Northern lowawill be established to study the
viability of fees for staff who choose to use the
WEellness and Recreation Services at UNI being equal
to the fees charged to students. Co-chairswill be the
President of AFSCME Local 2659 and theVice
President for Finance. Theterm of thiscommittee
shall befromAugust 1, 2003 until July 31, 2004 with
the first meeting being held in August of 2003.
Following theinitial meeting, all additional meetings
will be scheduled by mutual agreement of the parties.
The Union’scommittee memberswill servewithout
loss of pay.

17. Layoff unitswill betheindividual farmsfor
workersat |owa State Farm with the exception of the
farmslocated in the Ames Central lowaResearch
Farmsthat will be considered as one layoff unit.

18. The Employer will follow protocol established
by CDC and other accrediting bodies, such as Joint
Commission on the Accreditation of Hospitals.
Education will be provided as needed. Other issues
shall bereferred to health & Safety Committees
pursuant toArticle X11, Section 11.

19. The Employer will reimburse employeesfor the
cost, up to ninety ($90), of safety shoes for employ-
eeswho are required to wear them.

20. During the month of July 2003, seven (7)
representatives appointed by the Union and seven (7)
representatives appointed by the Employer will meet
to attempt to agree upon trainee/apprentice pay. The
Union’s representatives will bein pay statusfor travel
time and for the meeting(s). These meetingswill be
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facilitated by PERB at no cost to the Union. This
committeewill issue areport and its recommendations
to the President of AFSCME/lowa Council 61 and the
Executive Director of the Board of Regents by August
15, 2003. If no agreement isreached, the Union may
appeal to arbitration in accordancewith Article 1V of
this agreement.

21. Following study and consideration by a Joint
Committee, asession, whichincluded: AFSCME/lowa
Council 61, UIHC, the Board of Regents, and DAS-
HRE, washeld on December 2, 2002. The partiesat
this session signed a formal agreement designating
from December 2, 2002 to May 30, 2003 asthe
Assessment Period and July 1, 2003 through June 30,
2004 asthe pilot project. At the conclusion of the
pilot project, the pilot will be assessed and may
continue past theinitial pilot year upon mutual
agreement of both parties.

22. Itisthe position of lowa State University that if
an employee isto be evaluated, the employee shall be
notified prior to the commencement of an evaluation
and given the reason or reasons for the evaluation
and/or actions being taken. In addition, the Univer-
sity will provide to the employee the results of the
evaluation within the designated time period. Thisis
not to be construed as a modification of the
Employer’sability to discipline employeesfor just
cause.
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APPENDIX N
Grievance Procedure Improvement Process (GRIP)
By mutual agreement, the parties utilizing the
Grievance Procedure Improvement Process (GRIP),
shall follow the Grievance Steps as set forth below:
A. Stepl

Within seven (7) calendar days of receipt of
the written grievance from the Union representative,
the Appointing Authority or the designee will meet
with the appropriate Union representative at a
mutually agreed upon time and date (with or without
the aggrieved employee) and attempt to resolve the
grievance. The meeting and the Step 1 answer will
both be provided within seven (7) calendar days of
thefiling. Settlementsat this step will be non-
precedent setting unless designated otherwise.

B. Step2

If dissatisfied with the Employer’sanswer in
Step 1, to be considered further, the grievance must
be appeal ed by facsimiletransmission, regular U.S.
mail, local mail (institutional, departmental or interde-
partmental) or hand-delivered to the Chief Operating
Officer of the Department of Administrative Services-
Human Resources Enterprise or the Chief Operating
Officer’sdesignee within fourteen (14) calendar days
from receipt of theanswer in Step 1. Withinforty-five
(45) days after the receipt of the appeal at Step 2, the
designee of the Chief Operating Officer of the
Department of Administrative Services-Human
Resources Enterprise will meet with the appropriate
Union representative (with or without the aggrieved
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employee) and attempt to reach resolution of the
grievance. Within thirty (30) calendar daysfollowing
this meeting awritten answer will be issued and
attached to the grievance by the Chief Operating
Officer of the Department of Administrative Services-
Human Resources Enterprise or the Chief Operating
Officer’s designee and returned to the grievant and
the Union representative. Second step answers shall
be sent by facsimiletransmission, regular U.S. mail,
local mail (institutional, departmental or interdepart-
mental) or hand-delivered.

C. Step3

Grievances which have not been settled under the
forgoing procedures are eligible to be heard by the
Grievance Resolution Panel. To be considered further,
the grievance must be placed on the Grievance
Resolution Panel docket within thirty (30) calendar
daysfrom receipt of the answer in Step 2 by the
keeper of the docket. Theissue as stated in the
Second Step shall constitute the sole and entire
subject matter to be heard by the Grievance Resolu-
tion Panel, unless the parties mutually agree to modify
the scope of the grievance.

The procedures to be used by the Grievance
Resolution panel will be governed by the “ Rules of
Procedurefor the Grievance Resol ution |mprovement
Process’:

By August 2005, the partieswill convene agroup
of no morethan six (6) representatives each to review
the current GRIP procedures and make recommenda-
tionsfor changes to the President of AFSCME/IA
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Council 61 and the Chief Operating Officer of the
Department of Administrative Services—Human
Resources Enterprise. The committee will discuss and
attempt to agree upon changes including but not
limited to; the time allowed for discharge cases,
providing awritten rationale to the parties at the
conclusion of the hearing, and the number of cases
that go to the GRIP panel.

OPERATIONOFCOMMITTEEAND COMMITTEE
PANEL

Section 1 Rules

The operation of the Committee shall bein
accordance with these Rules of Procedure and such
other rules as may from timeto time be adopted by
mutual agreement between the parties. Such other
rules shall be established by magjority vote of the
Committee provided; however, both the Union and
the Employer members of the Committee have equal
voting power. Whenever an addition or amendment
to these Rules of Procedure, or other rules duly
adopted, is proposed, it shall be presented in writing
to the Committee at aregularly scheduled meeting of
the Committee and voted upon at the following
meeting.

Section 2 Order of Cases

Every attempt will be made to hear docketed
discharge cases during the time period scheduled for
their case.
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Section 3 Hearings

The Panel will hear presentation from each
party to the grievance. Each presenter will be
permitted amaximum of twenty (20) minutesfor their
presentation. Witness statements and supporting
documentation may be provided. Any information
not presented at Step 2 of the grievance procedure
that isto be used by either presenter will be ex-
changed between the parties at |east seven (7) days
prior to the meeting of the Panel. Exceptionwill be
allowed for evidence or witness statements, submitted
up to forty-eight (48) hoursin advance of the meeting,
if theinformation ismutually agreed upon. Informa-
tion allowed under this exclusion must be of such
significant nature asto potentially alter areasonable
decision on the grievance. If the party not submitting
the documentation can make a justified argument that
the party submitting the information had knowledge
of the evidence or statements prior to the seven (7)
day rule, such late evidence or statements will not be
allowed.

During the presentation only Committee
Panel members, the parties presenting the case and
those directly involved in the specific case being
heard shall be allowed to sit in theimmediate area
where the case is being conducted. Other members of
the Committee, observing the case shall not partici-
pate in the presentation, the discussion or the
questioning.

In discipline casesthe Employer will present
first andin all other casesthe Union will present first.
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Each party shall have fifteen (15) minutesto present
their casein chief. Each party shall declare, prior to
the presentation of their case whether there will be a
co-presenter on any respective case. The number of
presenters shall belimited to two (2) individuals. Any
co-presenter shall only supplement the presentation
of the casein chief. Both sideswill have an opportu-
nity to summarize and rebut; however no co-presenter
may respond during the summation and rebuttal
portion of the hearing. Summation and rebuttal shall
not extend beyond five (5) minutes.

The AFSCME Council 61 Representative or the
designated AFSCME steward, for the areainvolved,
will normally handle the Union presentation. The
Department Director or their representative will
normally handl e the presentation for the Employer.

After each party has submitted its case and
rebuttal, the panel memberswill befreeto ask
guestions of the parties. After such questioning, the
panel will retire to executive session and will vote, and
thereby render its decision. Voting by a show of
hands will be sufficient. When the panel goesinto
executive session in order to decide acase, all others
must retire from the room. After adecision has been
reached by a majority vote of the panel, the decision
shall be reduced to writing and provided to the parties
in amanner agreed upon by the Panel. The Panel has
the authority to support, reject or modify any action
taken. Decisionsof the Committee arefinal and
binding and may or may not be precedence setting as
the Panel determines. Failureto reach amajority vote
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will create adeadlock or tied vote and such shall be
recorded as the outcome. In the event of a deadlock,
the grievance may proceed to arbitration as outlined
in Step 4 of Part D of thisAppendix.

Section 4 Minutes

The Employer co-chair shall preparewritten
minutes of each committee meeting, briefly outlining
the issues and the decision reached by the Committee
in each case heard. Copiesof all such minutes shall
be provided to AFSCME lowa. Minutes of the
Committee meetingswill be presented for approval at
the next meeting of the Committee and, upon approval
will formtheofficial record of the Committee action.
Once approved the minutes will be provided to
affected departments.

(For remainder of “Rulesof Procedurefor the Griev-
ance Resolution Improvement Process’ contact either
the appropriate Union representative or DAS-HRE
representative.)
D. Step4

1. GrievanceArbitration

Grievances which have not been settled
under the foregoing procedure are eligible for
arbitration. The issue as stated in the second step
shall constitute the sole and entire subject matter to
be heard by the arbitrator, unless the parties mutually
agree to modify the scope of the hearing. If an
unresolved grievance is not arbitrated, it shall be
considered terminated on the basis of the second step
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answer without prejudice or precedent in the resolu-
tion of future grievances.

For the purpose of selecting animpartial arbitra-
tor, the parties will meet upon request and if unableto
agreeon animpartial arbitrator, the parties or party,
acting jointly or separately, shall request the lowa
Public Employment Relations Board to submit afive-
member panel of arbitrators. If the panel submitted by
the Public Employment Relations Board is unaccept-
able to either party, the parties shall request a second
panel of arbitratorsfrom the Public Employment
RelationsBoard. The AFSCME representative and
the DAS-HRE representative will contact the assigned
arbitrator and set a date for the arbitration hearing.
After the date for the arbitration hearing is estab-
lished, the AFSCME representative and the DAS-HRE
representative will schedule a meeting, not less than
one (1) week prior to the grievance arbitration hearing
date, to exchange all evidence relevant to the griev-
ance that is available to them at that time through the
exercise of reasonable diligence. If not provided at
the pre-arbitration meeting, evidence cannot be
offered at the arbitration hearing unless the party can
prove that the evidence was not available to the party
through the exercise of reasonable diligence.

Wheretwo (2) or more grievances are
appealed to arbitration, an effort will be made by the
parties to agree upon the grievances to be heard by
any one arbitrator. On the grievances where agree-
ment is not reached, a separate arbitrator shall be
appointed for each grievance. The cost of the
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arbitrator and expenses of the hearing will be shared
equally by the parties; however, the costs of tran-
scripts shall be borne by the requesting party without
having to furnish a copy to the other party, unless the
parties mutually agreeto share the entire cost. Except
as provided in Section 8 of thisArticle, each of the
parties shall bear the cost of their own witnesses,
including any lost wages that may be incurred. The
parties agree to share any cancellation fees for
arbitration hearings canceled or postponed by mutual
agreement. The party that is solely responsible for
the cancellation or postponement of an arbitration
hearing without the mutual consent of the other party
shall pay the entire cancellation fee.

The arbitrator shall only have authority to
determine the compliance with the provisions of this
Agreement. The arbitrator shall not have jurisdiction
or authority to add to, amend, modify, nullify, or
ignorein any way the provisions of this Agreement
and shall not make any award which in effect would
grant the Union or the Employer any matters which
were not obtained in the negotiation process.

The decision of the arbitrator shall befinal
and binding on both parties to this Agreement
provided any such decision does not exceed the
arbitrator’s jurisdiction or authority as set forth
above.
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APPENDIX O
SECURITY BARGAININGUNIT

1. Pursuant toArticleVIl1, Section 3, Meal Periods,
the Employer agreesto continue providing paid meal
periods for those positions currently receiving them.

2. Pursuant to Article XI1, Section 3, Protective
Clothing, the Employer shall provide and maintain a
sufficient amount of appropriate clothing for employ-
eesrequired to work in inclement weather and/or
hazardous environments so that employees will not
be required to wear the protective clothing worn by
employees on the preceding shift.

APPENDIX P
DEPARTMENT OF NATURAL RESOURCES

Pursuant toArticleV1I1, Section 6, Shift Differential;
Section 7, Standby; and Section 8, Call-Back Time;
employeeswho live in State-owned houses, specifi-
cally including thejob classifications of 05205 Park
Attendant, 05301 Natural Resources Technician 1, and
05331 Natural Resources Technician 2, shall not be
eligiblefor shift differential, standby, or call-back
compensation.
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APPENDIX Q
FISCAL & STAFFBARGAININGUNIT

1. PursuanttoArticleVIII, Section 1, thefollowing
appliesto field staff personnel:

a. Employees who are required to work outside the
normal office setting or hours are considered “field
staff.” The Employer shall designate those employ-
ees who are to be considered field staff and such
employees shall not receive compensatory time for
work in excess of the normal forty (40) hour work
period.

b. The parties recognize that the agency existsto
meet the needs of the public, through principles of
professionalism, including accountability and
flexibility. Theagency will utilize personnel methods
and means in the most appropriate and efficient
manner as determined by Management. Field staff
employeeswill beallowed flexibility in the scheduling
of their work hours* consistent with the fulfillment of
their duties and requirements.”

c. Thepoliciesexisting on January 1, 1987 relating to
the establishment of work schedules shall be main-
tained for field staff employees.

d. Field staff employeesin the Departments of
Administrative Services-State Accounting Enterprise,
Workforce Development and I nspections and
Appeals, will receive hour for hour compensatory time
credited to their account for hours worked in excess
of forty (40) hoursin any work week when those
hoursfall on a Saturday or a Sunday and the em-
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ployee has received prior Management approval
before working those hours.

2. PursuanttoArticle V111, Section 1, work sched-
ulesfor non-field staff personnel are asfollows:

a. Work schedules are defined as an employee’s
assigned hours, days of the week, days off and shift
rotations. Nothing herein shall be construed as a
guarantee of the number of hours of work per day or
per work period.

b. All employeesin the bargaining unit who are not
field staff personnel shall be granted hour for hour
compensatory timefor all hoursworked in excess of
forty (40) hoursin any work week. Thedecisionto
take pay in cash or compensatory time rests with the
employee. However, the Employer may requirethe
employee to take compensatory time rather than cash
when required pursuant to federal grants. Employees
must receive prior Management approval before
working any hoursin excess of forty (40) hoursin any
work week. Such compensatory time shall be credited
to the employee’'s account and shall be utilized at the
request of the employee with the approval of Man-
agement. Such approval shall not be unreasonably
withheld. If an employeeisunableto utilize earned
compensatory time by June 30th of the calendar year,
the Employer will pay theemployeein cashfor all
unused compensatory time. If budgetary consider-
ations dictate, the Employer may direct employeesto
use their compensatory time between June 1st and
June 30th.
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¢. Where practical and feasible, as reasonably
determined by Management, the employee may elect
flexible hoursof work including:

(1) Variable starting and ending times

(2) Compressed work week such as.

4 - ten hour days
4 - nine hour days and one four hour day

(3) Other mutually agreeable flexible hour concepts

Upon separating from State service, employees shall
be paid for any unused earned compensatory time.

3. PursuanttoArticleV1Il, Section 3, Meal Periods,
bargaining unit employeeswill be granted an unpaid
and unscheduled meal period.

4. Pursuant toArticleVIII, Section 4, Rest Periods,
bargaining unit employeeswill receivetwo (2) fifteen
(15) minute rest periods per day. Such rest periods
will be unschedul ed.

5. Pursuant to Article X, Section 3C, Unpaid
Educational Leave, up to fifteen (15) PFS employees
who have completed eighteen (18) months of service
may be granted this|eave for up to two (2) years.

6. Article XI1, Health and Saf ety, Communicable/
Contagious Diseases. The employer will develop
protocol procedures and guidelines for interaction
with clientele who have communi cable/contagious
diseases. Written guidelines will be distributed to
employees who have direct contact with such
clientele.

7. Pursuant toArticle VI, Section 2, General Layoff
Procedures, Department of Administrative Services-
State Accounting Enterprise, excluding the lowa
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Lottery Authority, shall be considered a statewide
organizational unit for the purpose of bumping.

APPENDIXR
CLERICAL BARGAININGUNIT

1. PursuanttoArticleVII1, Section 3, Meal Periods,
the Employer agrees to continue the practicesin
effect on January 1, 1989 on providing meal periods
for al bargaining unit employees.

2. PursuanttoArticleV1I1, Section 4, Paid Rest
Periods, the Employer agreesto continue the prac-
ticesin effect on January 1, 1989 on providing rest
periodsfor all bargaining unit employees. The
employees who work at least one (1) hour beyond
their regularly scheduled shift shall receive afifteen
(15) minuterest period.

3. Management is committed to providing a safe
workplacefor al employees. Management will meet
with concerned employee(s), within the work unit, to
outline the workplace violence issue(s) and possible
remedies and/or procedures. If necessary, manage-
ment will devel op reasonable remedies and/or
procedures for the workplace violence issues that
were mutually agreed upon.

4. The Employer shall providework placeswhich are
freefrom violence, harassment, and mobbing. By
January 31, 2006, the Employer will providetothe
Union awritten plan for delivery of health and safety
information and reporting procedures as it pertains to
Violence Free Workplace Policies.
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The reporting procedure shall include name and
phone number that employees may call outside their
department if the situation warrants (steward, Council
61, or DAS). Boththewritten policiesand reporting
procedures shall be posted on bulletin boards.

The partieswill meet to develop ajoint training plan
by January 31, 2006.

APPENDIX S
COMMUNITY CORRECTIONSBARGAININGUNIT

1. Pursuant toArticlelV, Section 2, grievances shall
be submitted to the designated district representative
at Step 2 and to the District Director or his/her
designee at Step 3.

2. Transfersfor Community Corrections:

Section 1 Eligibility

Employees must have been in their current classifi-
cation for at least six (6) monthsin order to be eligible
for transfers pursuant to thisAppendix. However, if
an employee goesinto aclassification with alower
pay gradein lieu of layoff, the employee shall
immediately be eligible for transfers pursuant to this
Appendix. Additionally, an employeewhoisrequired
to change shifts upon promotion shall be immediately
eligiblefor transfersto adifferent shift within the
employing unit.

Employees who desire to transfer to another
position within the same classification or an inter-
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changeabl e classification either within aDistrict or
between Districts shall file awritten request as
prescribed by the Department with the appropriate
District personnel office indicating that interest on
forms mutually agreed to by the Union and the
Employer. The Employer agreesto provide the Union
with alist of the names and addresses of the appropri-
ate District personnel officers.

The Employer may decline senior applicants who do
not meet the minimum qualificationsfor the vacant
position.

Section 2 TransfersWithin Districts

The Employer shall post all openingsindicating the
specific location, county(ies), shift, work unit and
days off. Specific location shall be defined asthe
organizational unit of the agency. Specific shift shall
be defined as the hours of work. Specific work unit
shall be defined asthe areainside of the organiza-
tional unit where the employee performs his/her work.
Specific work unit can be defined as rotating post or
relief post. Specific days off shall be the days off that
are assigned to the position. A period of five (5) work
days from the date of the announcement shall be
allowed for interested employeesto fileawritten
request to be included in the group of applicants to
be considered for that vacancy. At the close of the
five (5) work day posting period, the Employer will
review those requests from any employee in the same
district who isin the same classification or an
interchangeable classification as the vacancy. When
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an employee applies for a posted position and he/she
has not removed his/her name by the close of the
posting, he/she must accept the job, if offered. The
Employer shall offer the position to the most senior
bargaining unit employee who hasfiled atransfer
regquest.

For informational purposes only, there shall be no
probation period for any such transfer.

The Employer shall transfer the most senior
employee who makes such request for the open
position provided he/she possesses the ability to
perform the duties as assigned and meets any specia
or selective certification requirements. (Suchrequire-
ments shall be reflected on the posting.) The
Employer may deny transfersif the transfer would
substantially impair the Employer’sability to maintain
operational efficiency. The Employer isnot obligated
to retrain employeesin order to qualify them for
transfers under the provisions of this Appendix.

For purposes of transfers, the employing unit shall
be as set forth in Appendix B.

Section 3 Transfer sBetween Districts

In the event avacancy is not filled under the
provisions of Sections 2 of thisAppendix, the
Employer shall consider employeesin the same
classification as the vacancy from other Districts who
havefiled atransfer request. The Employer shall offer
the position to the most senior employee who makes
such request for the open position. The employee
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shall have three (3) working daysin which to accept
or declinethe offer inwriting.

Section 4 Definition of Permanent Vacancy

For purposes of thisAppendix, a permanent
vacancy is created:

1. When the Employer has approval to increase the
work force and decides to fill the new positions;

2. When any of the following personnel transac-
tions take place and the Employer decidesto replace
the previous incumbent: termination, transfer out of
the bargai ning unit, promotion, or demotion; where
the employer creates a new shift and or days off
schedule, the Employer agrees to post the position
withintheresidential facility or field officewherethe
change is proposed;

3. If no employee hasindicated adesire to transfer
to avacancy and the Employer fills such vacancy by
transfer of an employee from another classificationin
the same salary range and determines that the vacated
position isto be filled, such position shall be subject
to the provisions of this Appendix;

4. Where the Employer creates new shifts and/or
new days off schedules, such positions shall be filled
in accordance with thisAppendix. This procedure
does not apply to regular rotating schedules,

5. Transferswithin the bargaining unit resulting
from Sections 2 or 3 above;

6. When a Probation/Parole Officer 1 or 2 positionis
vacated and the position is to be filled as a Probation/
Parole Officer 1 or 2, the District shall first post the
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vacancy as a Probation/Parole Officer 2 pursuant to
Sections 2 and 3 above. If no employee transfersinto
the position, the Employer may then post the vacancy
asaProbation/Parole Officer 1.

Section 5 Transfer Limitations

1. The application of the proceduresin this
Appendix shall belimited to the original vacancy and
the six subsequent vacancies resulting from the filling
of the original vacancy.

2. Employees may not transfer under the provisions
of thisAppendix more often than once every six (6)
months, unless reassigned by Management within the
six month period.

3. Employeestransferring under the provisions of
thisAppendix shall not be eligiblefor payment of
moving expenses by the Employer.

4. Employeestransferring into federally funded
positions will receive the salary provided by the
federal grant.

5. Thelocal Union shall be allowed to inspect
vacancy listson amonthly basis. Employees
reassigned more than 25 milesfrom the origina work
sitewill be provided atwenty (20) working day notice.
Employees who refuse to accept such reassignment
will be afforded therightsset forthinArticle VI,
Section 2(H).

6. Nothing in thisAppendix shall be construed asa
limitation on the Employer’sability to reassign
employees to meet agency needs as determined by
the Employer.
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7. Transferswill be granted asfollows:

a. Transfers within districts pursuant to Section 2;

b. Recallswithin the District to the classification
fromwhichlaid off;

c. Transfers between Districts pursuant to Section
4

d. Promotion, demotion and reallocation within
Districts (at the Employer’sdiscretion);

e. Transferswithin districts of part-time employees
desiring full-time positions or of full-time employees
desiring part-time positions,

f. Recall between districtsto the class from which
laid off;

g. Recall to aclass other than one from which laid
off;

h. New hires.

3. Pursuant toArticle V111, Section 1, Community
Corrections employeeswho are required to work
outside the normal office setting or hours are consid-
ered “field staff.” The Employer reservestheright to
designate which employees are to be considered field
staff, and such employees shall not receive overtime
compensation pursuant to Section 2 of that Article. If
thefollowing criteriaare met, the Employer may
designate the employee asfield staff:

The employee works outside the normal office
setting or outside normal working hours at least 50%
of thetime, and the employee’s time outside of the
normal office setting or normal working hoursis
uncontrollable, difficult to schedule, or governed by
the needs of others.
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The parties recognize that State agencies exist to
meet the needs of the agency, through principles of
professionalism, including accountability and
flexibility. State agencieswill utilize personnel
methods and means in the most appropriate and
efficient manner as determined by Management. Field
staff employeeswill be allowed flexibility inthe
scheduling of their work hours “ consistent with the
fulfillment of their duties and requirements.”

a. State agencies will establish the workload
necessary to meet the needs of the agency.

b. Certain designated core hourswill be established
by mutual agreement to meet local needs. These core
hours will be established to afford the clients an
opportunity to contact employees during designated
officetime, to allow for scheduling of staff meetings
and supervisory conferences, and to allow Manage-
ment the means by which to insure staff development
and to meet its duties and responsibilities.

In the event an employee and local Management are
unable to agree upon core hours, the matter will be
reviewed by the Appointing Authority or his/her
designeewho will render afinal decision.

c. Theemployeeswill be ableto set their own work
hours to maintain their assigned workload, with the
exception of certain designated hours of coretime.
Units of work will be determined to meet the needs of
the agency outside of the core hours. 1t will be the
employee’s responsibility to insure that adequate
hours outside of the core hours are worked to meet
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the needs of his’her assigned duties. The employees
will bealowed adequate flexibility to determinewhich
hours are necessary for maintaining their assigned
workload; therefore, no overtimewill begivenfor
hoursworked in excess of the normal work week.

d. Although the employee generally controls his/her
work schedule outside of the set core hours, the
hours worked or not worked must be consistent with
job expectations. Management reserves the right to
review workloads to insure that these expectations are
being met, as well as meeting the needs of the agency.
Additionally, nothing in this Appendix shall be
construed to prohibit requiring employees to submit
weekly work plans and/or daily report sheets.

e. Theprovisionsof ArticleVII1, Section 6, Shift
Differential, and Section 8, Call-Back time, are not
applicableto field staff employees.

4. All employeesin the bargaining unit who are not
field staff personnel or are not in classes designated
by an asterisk in Appendix A shall be granted hour for
hour compensatory timefor all hoursworked in
excess of forty (40) hoursin any work week. The
decision to pay in cash or compensatory time rests
with theemployee. However, the Employer may
require the employee to take compensatory time rather
than cash when required pursuant to federal grants.
Employees must receive prior Management approval
before working any hoursin excess of forty (40) hours
inany work week. Such compensatory time shall be
credited to the employee’s account and shall be
utilized at the request of the employee with the
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approval of Management. Such approval shall not be
unreasonably withheld. If an employeeisunableto
utilize earned compensatory time by June 30th of the
calendar year, the Employer will pay the employeein
cash for al unused compensatory time. If budgetary
considerations dictate, the Employer may direct
employees to use their compensatory time between
June 1st and June 30th.

5. Pursuant toArticle X, Section 3, Leaves of
Absence may be granted by the District Director.

6. Consistent withArticle X, Section 3(C), Unpaid
Educational Leave, up to eight (8) Community
Corrections employees who have completed eighteen
(18) months of service may be granted thisleave for
up to two (2) years.

7. Pursuant to Article X, Section 3(F), 1, the
employee shall have the right to be returned to his/her
position or one of like nature in the same county.

8. Article X1, Section 5, Tuition Reimbursement. No
employee shall receive more than one thousand
dollars ($1000) annually in educational assistance.

9. Parking Fees. When employeesarerequired by
the Employer to utilize their personal vehicleduring
thework day, the Employer will reimburse such
employeesfor any parking feesincurred provided a
paid receipt isfurnished. This provisionisnot
applicableto parking feesincurred as aresult of
driving to and from work.

10. PursuanttoArticle X11, Section 6, claimsfor
damageto personal items up to amaximum of $250
may be submitted to the District Director. Claimsfor
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amountsin excess of $250 shall be submitted to the
District Board of Directors.

11. Pursuant toArticle XII, Section 7 Employer-
Owned Vehicles, the Employer shall not require that
employees transport clientsin their personal vehicles.

12. Article X11, Communicable/Contagious Dis-
eases. Employeeswill be provided with appropriate
information regarding residents who have been
identified as having communicable/contagious
diseases of substantial health risk.

13. Article X1, High CrimeAreas. The Employer
shall make agood faith effort to assure that bargain-
ing unit employees are not required to enter high
crime areas aone. The provisions of this paragraph
shall not be construed to require the Employer to hire
additional personnel. Grievancesalleging violations
of this paragraph shall not be eligiblefor arbitration
under Article IV of thisAgreement.

14. Article X1, Communication Devices. The
Employer shall provide communication devicesfor
employees who provide intensive supervision and for
employees who perform on-site furlough checksin
accordance with thefollowing:

All communication devices shall enablethe em-
ployee to have direct access capability which does
not require operator assistance. Further, they shall
have an acceptable access range so that staff will
maintain effective use of thedevice. Finally, al staff
will be properly trained on the use of those communi-
cation devices available to them. Within the guide-
lines established here, the selection of the particular
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type of communication deviceisalocal Management
decision.

15. Pursuant toArticle X1, Section 7, Training,
contingent upon the availability of funding and
adequate staffing coverage, each Judicial District
Department of Correctional Servicesand the Depart-
ment of Corrections shall allocate resourcesto
providein-service employee correctional career
training that isequally availableto al interested line
staff.

It isthe intention of both partiesto improve the
quality and the availability of training and education
of employees engaged in the supervision, treatment
and related services to offenders under the jurisdic-
tion of the Judicial District Departments of Correc-
tional Services.

16. The Employer and the Union agreeto establish
an agendaitem on the labor management committee
meetings for the discussion and provision of input
from the union into job classifications and job
descriptions.

Section 6- Sick Leave

Commencing July 1, 2000, employees of Community
Based Correctionswill receivethefollowing sick leave
provisions

A. Accrual

All nontemporary bargaining unit employees of
Community Based Correctionswho work full-time
shall accrue sick leave in accordance with the
following schedule. Sick leaveaccrual for
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nontemporary bargaining unit employeeswho work
part-time shall be prorated based on the number of
hoursworked in the pay period. Sick leave shall not
accrue during periods of absence without pay.

Sick Leave Balance
Rate of Accrual

Zero to 750 hours

18 days per year

Over 750 hoursto 1500 hours
12 days per year

Over 1500 hours

6 days per year

B. Utilization of Sick Leave

The utilization of sick leave shall be the samefor
employees of Community Based Corrections as that
foundinArticlel X, Section 10(B).

C. Sick LeaveAccounts

The accrued sick leave shall be placed in the
employee’s sick leave account.

D. Cancellation of Sick Leave

Separation from State service shall cancel all unused
accumulated sick leave. However, when an employee
islaid off, any unused accumulated sick leave shall be
restored, provided the employeeis re-employed by
the State within two (2) years.

E. Payment of Sick Leave Upon Retirement

Upon retirement, employees shall receive cash
payment for accumulated, unused sick leave con-
verted at the employee’s current hourly rate. Initialy,
the employee will receive two thousand dollars
(%$2,000) payablewith thefinal pay period that
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includes the employee’ sretirement date. The
remaining converted balance of the accrued sick leave
balance shall be converted pursuant to Appendix S,
Section 7.

F. PursuanttoArticlelX, Section 10, paragraph F,
Sick Leave, Conversion Rights, employeeswho have
accumul ated aminimum of thirty days (240 hours) in
their sick leave account and who do not use sick
leavefor afull calendar month, may elect to have 6
hours added to their accrued vacation account in lieu
of adding their total monthly accrual to their accrued
sick leave account. In the case of eligible permanent
part-time employees, such conversion rights shall be
prorated at the rate of two to one (one (1) hour of
vacation for every two (2) hours of earned sick leave).
Employees who have made an election pursuant to
these provisions will be allowed to accumulate up to
an additional eighteen (18) days (144 hours) beyond
twice their annual vacation and unscheduled holiday
entitlement.

Section 7 Sick Leavefor Health Insurance
Conversion Program

A. Upon abonafideretirement, under IPERS, and
after the empl oyee receives the $2000 payment for
unused sick leave above, employees may convert
their remaining unused sick leave balance to abank
for purposes of purchasing health insurance after
retirement. Theemployee'ssick leave balancewill be
converted according to the following schedule:
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Sick L eaveBalance Converson Rate

Zeroto 750 hours 60% of Value
Over 750 hoursto 1500 hours 80% of value
Over 1500 hours 100% of Vaue

B. The Employer will continueto pay the
Employer’sshare of the health insurance premium
each month until the converted value of the
employee’ssick leave balance is exhausted or until
theemployeeiseligiblefor Medicare, whichever
comesfirst. Theretired employee may stay with the
same health insurance program as when employed or
switch “down” at any time without underwriting.

C. The converted value of the sick leave can only
be applied to the Employer’s share of health insurance
payments. It has no cash value and it is not transfer-
able to another use or to an heir.

D. If aretired employeewho isutilizing this benefit
returnsto permanent state employment, all remaining
benefitseligibility inthissick leave conversion
program isforfeited.

APPENDIXT
IOWAWORKFORCE
DEVELOPMENT DEPARTMENT

1. Inthe event of alayoff or hours reduction, as
provided for inArticleVI, involving an employee(s) in
the Workforce Development Center Administration
Division or in the Unemployment Insurance Service
Center (UISC) (considered as part of Service Delivery
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Areall)(seeAppendix B.5.C), the Employer will layoff
the least senior employee(s) in the Service Delivery
Area(s) in the class(es) affected by the layoff. Inlieu
of being laid off, the employee may: 1) bump the least
senior employee in the same class statewide in the
divisions of the department other than those cited in
Appendix B(5)aand b; or 2) may bump to the next
lower classin the same class series; or 3) may bump
to alower class previously held within the Service
Delivery Areaor statewide in the divisions of the
department other than those cited in Appendix B(5)a
and b; or 4) may bump to apreviously held class
within the same pay gradein the Service Delivery
Areaor statewide in the divisions of the department
other than those cited in Appendix B(5)aand b. The
employee must meet the selective requirements of the
position to which they wish to bump. If the employee
cannot or chooses not to exercise any of these
options, the employee will belaid off. Unless
modified by an Act of the lowa General Assembly or
an Executive Order of the Governor,

the sixteen service delivery areas, as established on
March 25, 1999, will bethe Service Delivery Areas
utilized for purposes of thisAppendix during the term
of thisAgreement (see map).

When an employeeis awarded abid for an
open position, they will be moved to the position
within thirty (30) calendar days unless the employee
and the department mutually agree to alonger period
intime.
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APPENDIX U
MEMORANDUM OFUNDERSTANDING#1
Upward M obility

Joint committee(s) of an equal number or representa-
tives of labor and management will be formed to study
and report its recommendations regarding potential
pilot projects concerning Upward Mobility.

Over theterm of the 2005-2007 Contract the
committee(s) will identify up to four agencieswhere
recruitment and retention issues have been docu-
mented. Up to two agencieswill beidentified by
October 1, 2005. By October 1, 2006, up to two
additional agencieswill beidentified. The committee
will issue areport to the Governor following the
creation and implementation of the pilots.

The funding and approval of any pilot program will
be at the discretion of the Governor. This memoran-
dum of understanding will expire on June 30, 2007.

Pilot projectswill be non-precedent setting.

MEMORANDUM OFUNDERSTANDING#?2
Weekend Work

Where practical and feasible as reasonably deter-
mined by management , adifferential may bepaidto
an employee working aweekend only schedule to
bring his/her pay to an amount not to exceed forty
(40) hoursfor apay week.
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MEMORANDUM OF UNDERSTANDING#3

Representatives of AFSCME International and
AFSCME/lowaCouncil 61 shall meet separately with
Representatives of DHS, 1VH, and the University of
lowa Hospitals (Psychiatric Unit) to discuss and,
where appropriate, attempt to agree on practices to
reduce incidents of patient on staff violence. Nothing
herein shall be interpreted in amanner that interferes
with the Employer’sultimate responsibility to develop
and implement appropriate work procedures.

MEMORANDUM OF UNDERSTANDING#4
Enhanced Gover nment Perfor mance

Joint committee(s) consisting of an equal
number of representatives of labor and management
will beformed to study and report its recommenda-
tions regarding the current contracting out of
government services.

During the term of the 2005-2007 Contract,
the committee(s) will identify up to four agenciesor
classifications (two agencies or classifications by
October 1, 2005, and two agencies or classifications
by October 1, 2006) where servicesare currently
contracted out. A cost analysis and comparison will
be done between private contract and public em-
ployee performance. A report regarding enhanced
government performance concerning work currently
contracted out will be issued to the Governor by
October 1st of each fiscal year.
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The decision to recommend an increasein
FTEswill be subject to the discretion of the Governor.
Implementation of any recommendationswill be
subject to the approval of necessary FTEs by the
Legidature.

MEMORANDUM OF UNDERSTANDING#5

The Parties agree that minimizing mandatory
overtimeisacommon goal. Every reasonable attempt
will be made by the employer to satisfy overtime
needs by using volunteers rather than requiring
employees to work outside their scheduled shift. The
Parties agree to continue their good faith effortsto
work together to minimize mandatory overtimeand, at
the lowa Veterans Home and the Department of
Human Services, will work through local labor-
management team meetings to address these issues.
Either party at thelocal level may refer the matter to
the President of AFSCME/lowa Council 61 and the
Chief Operating Officer of DAS-HRE who shall
intervene in an effort to resolve the issue.

MEMORANDUM OF UNDERSTANDING#6

The parties agree that Anamosa State Penitentiary,
and lowa State Penitentiary will continue the practice
of paying shift differential for second shift, at the shift
differential rate asstated inArticle V111 Section 6 of
the Collective Bargaining Agreement.
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LETTERSOFUNDERSTANDING
(Reserved)

APPENDIXV
DEPARTMENT OF VETERANS AFFAIRS-
VETERANS HOMEDIVISON

1. Pursuant toArticle VI, Section 2, Transfers
Within Employing Units, where the Employer creates
new shifts and/or days off schedules such positions
shall befilledin accordancewith ArticleVII. This
procedure does not apply to regular rotating sched-
ules.

2. “Med Passer” differential will be paid to qualified
employees (Resident Treatment Workers and Resi-
dent Treatment Technicians) on adaily basis. An
eligibleemployeewill receive a$0.60 per hour
differential and $0.70 per hour differentia effective
January 1, 2007 for afull shift on any day he or she
passes medications, regardless of whether the
employee actually passes medications on each hour
of the shift. Thedifferential will not be paid for days
the employee does not pass medications.

3. Pursuant toArticle X1, Section 7, Training:

It isthe intention of both partiesto improve the
quality of training and education of the employees
engaged in providing care, treatment and related
servicesto Department of Veterans Affairs Veterans
HomeDivision (IVH) residents and patients.
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4. Employeesof IVH who are held over dueto
severewesather, the Employer will provide acompli-
mentary meal ticket for theinstitution’sdining facility.

5. Article XI1, Health and Saf ety, Communicable/
Contagious Diseases. The Employer will develop
protocol procedures and guidelines for institutions
which house clients who have been identified as
having communicable/contagious diseases. These
guidelineswill be made known to employeeswho
have contact with such clients. Asresources permit,
information will be made availableto other interested
employees, their familiesand clientsthrough informa-
tional meetings or other media. The protocol proce-
dures will be based on data furnished by the lowa
Department of Public Health and/or the U.S. Centers
for Disease Control.

6. Employees covered at the lowa Veterans Home by
Appendix W-2b, Patient Care, shall be compensated
for hoursworked in excess of aregular bi-weekly
schedule (80 hour pay period) instead of forty (40)
hours per week as provided by the State/ AFSCME
Collective Bargaining Agreement. (SeeAppendix W-
2b)

The parties agree that employeesin the Nursing
Unit will still be allowed to trade days off withinthe
pay period. Trades must be approved by the Nursing
Office administrative staff to ensure that each
employee maintains eighty (80) scheduled hoursin
the payroll pay period.

7. The State and the Union will work together to
find amethodol ogy and train employees on how to

238



effectively handleviolent clients.

8. The Employer agreesto reimburse employees of
the maintenance department up to amaximum of one
hundred dollars ($100.00) for each employee not to
exceed two thousand four hundred dollars ($2,400)
per fiscal year to purchase cold weather protective
clothing.

APPENDIXW
PATIENT CAREBARGAININGUNIT

1. Pursuant to Article X1, Section 5, Tuition
Reimbursement, the Employer will schedulein-service
training sessions at least four times per fiscal year.

2a. PursuanttoArticleVII1I, Section 2B, Overtime
Compensation, employeesin the Patient Care
bargaining unit excluding Registered Nurses, Nurse
Clinicians, Nurse Specialists, and Nurse Practitioners,
and Physician Assistants, and employees in job
classes in the Patient Care bargaining unit covered by
the premium overtimeprovisionsof ArticleVIII,
Section 2 (see Appendix A) shall be compensated for
hoursworked in excess of forty (40) in awork week
with equivalent paid leave on an hour for hour basis.

2b. PursuanttoArticleVIII, Section 2B, Overtime
Compensation, Registered Nurses, Nurse Clinicians,
Nurse Specialists, Nurse Practitioners, and Physician
Assistants shall be compensated at the rate of time
and one half for all hoursin pay statusin excess of
eighty (80) hoursin apay period. The procedures
identifiedinArticleVI1I Section 2B will apply except
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that employees shall be ableto carry over forty (40)
hours of compensatory time from onefiscal year to
another.

2c. Except for employeesreferred toin 2.b above, at
the end of thefiscal year, the paid |eave balance will
be carried forward into the new fiscal year and will not
be cashed out. The Employer shall make every
reasonabl e effort to ensure that employees may use
paid leave accrued under this Appendix in accordance
with operational needs.

3. Article XIl, Health and Safety, Communicable/
Contagious Diseases. The Employer will develop
protocol procedures and guidelines for institutions
which house clients who have been identified as
having communicable/contagious diseases. These
guidelineswill be made known to employeeswho
have contact with such clients. As resources permit,
information will be made availableto other interested
employees, their families, and clients, through
informational meetingsor other media. The protocol
procedures will be based on data furnished by the
lowaDepartment of Public Health and/or the U.S.
Centersfor Disease Control.

4. The Employer shall comply with the Needle
Safety Protection Act and OSHA Regulations.

5. Effective July 1, 2005, the Anamosa State
Penitentiary will conduct apilot programinwhich
registered nurses are scheduled to work a straight
eight (8) hour shift with no unpaid break for ameal
period. Thispilot will bereviewed at the end of six (6)
months (by January 1, 2006) to determine whether it
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will be continued.

6. Temporary vacancies shall be offered to the most
senior employee for voluntary assignment but shall
be mandated to the |east senior employeeif al more
senior employees refuse the assignment unless the
Employer has a business necessity or the vacancy
requires the employee to possess a special qualifica-
tion.

The Parties agree that temporary vacancy polices
or practicesthat are currently in placewill remain
intact unless mutually agreed upon otherwise.
Polices which may be devel oped during the term of
thisAgreement will be donewith Union input.

241



FHIRANST COLLESTIVE BEHORIHING ASHEERMERT
ODETWEER
THE BTATE OF POWA
aum
AFSCME |I0%WA COURDIL 61 AFL-DID

E'": s :L:mg F
A LN

Ed Blnh Hysadp Sy
Mal Ardmren Fick Bamhsch
Sumar Dakm Dol Bwarpni
Laviy BLaibn Linida Basyrsl
ey Basran Mueplk Eyvurn
Emrrar: “loa” Bargar Mardis Oerrmn
Sl Camushn il Cmrmginsi]
Chaesd Riciioes Coid
Ay Bk me.
(irvul Brrilmss Py Culin Soreadar
e wmyt 1St i Thorum Evara
ity Duder Chrin Gafray=raien
Mk Cordion il Gl
HFw COEw i (i i
o g S g o,
Callin ‘Gone Helirarn
Sarvdy Doughary Moy Asr Hilln
Dhuk: Durecari Fichawre minllarad
Hary Fornesy Bl HaoaT
el Fraiay Farym Sl
B Frtz Aarom K
Lo agem HETEFE RLTE TR
Chaipl Citrien Lwreris Mo
Jefery Coell Iezpraire Malsy
FuEr faaa Cprdin borizs
Cherg Harrsh heliity Proillges
daBs] Hassan el
Feluragy Hagan Piceas
Hiob Halmich, Parely Olan=anar
Shally Hil Rytarn
Deooy Towkd Fumciad
Do Jobhwatande YRS Chiia. S Eeetidm
Gl K iy
Theiarsinisia Horm B Tirwnin
Dy W opplis Kary Wksaiock
il K ni
Ed Mpnn
Mg
Hha bk Ewrry
iy Bl
O Wier
G ban Mohisy
Ca by
Cimd Hegiwan
Zorwrs Payloa
Prgas Pappa
Lyrra
S G
M= Heras!
[=T, 515
Faiks fwnedir
ik 1 Wi
Bl Eanpiy
Fndumrl " g
Shay Tk
Chrin Tripp
LA
o ]
Taey Wired
Teern
Chrin ek
L A na bingica
e
W gy



INDEX

A
Accessto Personnel Fles.........ccovvieeiciciiniennens 88
ACHVILY, UNION oo 9
AGreEMENT ..o 1
Application of Layoff .........cccceevrvnieiiniieieiens 0
B
Bargain, Obligationto .........ccccevevvinirieiiicnenns 103
Bargaining TEAMS........ccceverereririneeee e 57
BargainiNng UNit ........ccoooeriiiniieeeseeeee e 1
Benefits, Fringe ..o 53
Retention Of ... 14
Workers' Compensation.........c.cccceeererennens 61
Buildings/Structures/Steam Tunnels .................... b
BUulletin Boards ..........coceererieiinineeeeeeeeee e 6
C
Cal-Back TIME ..o 51
Catastrophic IlIness Contributions ............cccc.c..... A
Clothing, Protective .........ccocvvveveeieeie e, %
Compliance Limitations (Health and Safety) ......... S 2]
Conventions, UNION ..........cccooerereneeieeneenese e 8
CONLraCting ....veceeveerieeie e %
Conversation RIghtS ........ccoovvinienenie e, (0]
COoUrt APPEAIaNCE ......cccuveeeeeriee et &



D

Damageto Personal Items..........c.ccoceieienene
Deferred Compensation ..........cccceeveeceeieeenne.

Definitions

SENIONLY evveeeviesiere e

Delegates to Joint L abor/Management

COMMITEES .t
Dental BENEFItS ....covvvicveieiieee e
Disability INSUranCe .........ccoceevveieieenieeiiennn,

Disabled Employeses,

Retention Of ......ccccvecveeeiieeeecee e,
Disciplineand Discharge ........c.ccoceveveiiennne
[B]1S'o 11001157 1[0 o I
DUEeS DEdUCLION ......eeveeeveiiiieee e

E
Educational Leave

UNPaid ......coeeeeeeeeee e

Eligibility

Leaves of ADSENCE ...

Emergency Closings, Severe Weather

EmployeeAssistance Program...........ccccue....
Employer-Owned Vehicles ............ccocvenenen.
Enrollment, Health and Dental Insurance
Electronic Communication ...........c.ccccevervenen.
EQUIPMENT ...



Exchange of Information for Processing

GIEVANCES ...ttt 25
Exclusion of Grievant .........cccceeeeeiiieecvieeciivenene 25
Exclusion of Probationary Employees................... 24
ExclusiveProcedure.........oovevvveeiveviec e 21
Expenses

Payment of EmployeeMoving..........ccccveueee. &

SPECIA ..o &8
F
Field Staff Personnel,

Work Schedul€es.........cooveveeveeciccecieceec, 215
Fringe BenefitS ... 53
G
GENEA ..o 103
Genera Layoff Procedures...........ccoocevevenenennene. 0
Grievance,

DefiNitioN Of ....oocveeeiee e, 14

Processing Of .......ccccooeieneneneneeeere e 21

ProCedure.......cooceeeiceeeeeeee e 15

Representation............coevererceeienene s 21
GrievanceProcedure............cooveveeeceeceeeceeeeeee 15

ExclusiveProcedure........cocovceeeiceeeiieee e, 21

Number of Stewards .......ccccceeveeveieecvcrere e, 21

Processing GrievanCes..........ccvveveereeeieesnnenn 21

Resolution of Timeliness ISsues............oc.ue... 2%

RErOaCtiVILY ..oovveeeeceeeeeee e 2

SEEP L o 15

SEEP 2 e 16

SEEP 3 e 16



IMProvemMENtS .........cooeeviriiieireeeeeee
Grievant, EXCIUSION Of ......ooovevieeiieeeeeeeeeeeeeeee,

H

Healthand Safety .........ccooveveviiieiieeeece
COMMITLEES ..o
Reporting Procedures ...........ccocvveeneeniennnns

Health Benefits (Group Health Plansand
ContribUtioNS) ........cceverieeireeeerese e

HOLIAYS ..o

HOUrs of WOrk .........ccoovivineinineeeeseeseen

I
Identification Cards.........ooeeeeeeeeeeeeeeeeeeeeeeeeeeeeeens
I nsurance,

DNtal ...

Health ..o

J
Job Security Clause........ccccvvieeiieieeie e
JUPY DULY oo e

L

Labor Management MeetingsS.........cccevevvveeennenne
Layoff, Application Of ........cccevvrieneenieniiesee e
Layoff Procedure ..........ccoceveriicnneenieenieeie s
Layoff TeMPOrary .......ccceveeveriiesen e



SICK et 65
[ 0o o I 6
Leaves of ADSENCE ......ccocvvvviieiie e S 0]
Court APPEaIraNCe.........covcveereerieesiee e e &
ENGIDIILY ..o a0
Family and Medical Leave.............ccoceveenennene A
JUNY DULY ..o &
METICEl ... 8
MITEAY oo &
= o RS &
Paid Annual (Vacation) .........cccceeeeeenenenennns 71
Paid Educational ...........ccooeienerieiinenenennns 87
Parental ... 8L
Request Procedure..........cccoereeeeenencnenennns S 0]
Unpaid Educational ...........cccoeeiererieinnnnnns &
VOUNG ..o e &b
Without Pay .........cccooeriiiiieereseceeeree 81
Leaves of Absence Without Pay ................... 8L
LIfelnsurance ........cccvceveeeeecee s 62
Limitations,
Complianee ......ccoveeevieiecece e PO
Transfer ..o a1
Lodgingand Travel .........cccocevievenceceneeceeeeen, I
LOSSOf LICENSUIE......cocveieriinie et A
M
Management RightS.........ccevevinenienencieeecee, 13
Meal PEriods ........cooviririinienesieeese s 49
Medical Leave of ADSence .........c.ccceeveneienennne 3
Med Passers Pay .......cccoceeeeceecenenenenennns 168,174



Military LEAVE ......ooueieeeeeeeeeeeee e &

MiSCEllaNEOUS.........couererieeee e 87
Moving Expense, Payment of Employee............... &
N

No Reprisal (Whistle Blower Clause) ................. 11
Number of Stewards .........cccoecvverenierierenenee 21
O

ObligationtoBargain .........ceceeeereeieeienenesennns 103
Orientation, new employee ..........ccoccevererenennennes 12
OVEITIME ... 45
P

Paid Annual Leave of Absence (Vacations) .......... 71
Paid Educational Leave...........cccceeeveevvevieceesieenne 87
Paid Leaves of Absence........ccccevvveviveieccinscenne, &b
Parental LEave.........cccovveeveeveee e 8L
Payday ......ccooeeeiieiice e IS
Payment of Employee Moving Expenses.............. 8
Payment of Sick Leaveof Retirement .................... G2
Pay Plans ... 242
PEOPLEDEAUCLION .......covveeieeieciie e 5
Performance Evaluations ............cccoceevveienennieenne. R
Permanent Vacancy,

Definition of ......cccovevenieceeee 40
Personal Items, Damageto........cccccevevereieniennenne B
Personnel Files, ACCESSTO .......cocvvvrvereviiiieriiee e, 3
Probationary Employees, Exclusionof .................. 24
Processing GrieVanCes..........ccueveeeeeeneesiesiesnennes 21
Protective Clothing ........cccoceverrieiinen e %



R

Recognition and Union Security .........c.cccccevenennene 1
Reimbursement, TUItION ..., 89
Representation, Grievances ...........ccceeeveervereennnn. 21
Request Procedure, Leaves of Absence ............... 5]
Retention

Of BENEFILS ..o 14

of Disabled EmplOyees ..........cceeveveeiivncinnnnnne a
RESL PEriOUS ... 49
Retirement, Sick Leave Payment ............ccccceevenen. &8
REFOACHIVILY .vvveveieieieieieeee e 2
Retroactivity Prohibited ...........ccoooovvininienenee, 2
Rights, Management ...........ccccooevevienenienieenienennen 13
S
Safety Shoes-Safety GIasses .......cccoeveevereniennenne. 97
SaAVINGS ClaUSE ....coeeieiiieriese e 106
Scheduling, Volunteer Firefighters ... 53
School Year EMplOYEes.........cooevevereneeneneneee &4
Selected IRSPre-Tax Benefits .......cccovvveienennene. 56
Seniority, Definition Of ..........cooiiiiiiiiiieee, 27
SENIONILY LISIS ..o 2
Severe Weather/Emergency/Closings...........c....... 89
Shift Differential .........ccoceeeeeeievenceeeeeee 50
ShoEsS, SAfELY ....coceeieee e 97
SICKLEAVE ... 6
Special EXPENSES......cocceevieieceseeceee e S ]
StANADY ..o 51
Step 1, Grievance Procedure .........ccceeeeeevvenienen. 15
Step 2, Grievance Procedure ..........coevveeeiieeivennnn. 16
Step 3, Grievance Procedure ..........ccceeeveerveneenen. 16

265



Step 4, Grievance Procedure ..........cccccvevveeeeeneene. 17

Stewards, Number of ... 21
Subsistence at Time of Reassignment ................ 155
T
Termination of Agreement .........cccoceeveeeeeseesvennn. 106
TIMELIMITS et 19
TIMESNEELS....cviceceeceeee e a
Toolsand EQUIPMENt .........ccoceeviriienieenie e b
TrAINING .ot e 0]
Transfer ENgiDIlity ...coovevviiiiiieeceee e 37
TransfersLimitations ..........cccoeeveeeeieneneseseeenns 1
TraNSFEN'S ..o 37
Transfers Between Employing Units

Within aStale AQENCY ...ovvvvveerieeieieniesieens 39
Transfers Between State AgenCies ........ccoceeveneeee. 40
Travel and Lodging.......cccoeeeeereeneneneneneneesieneens v
Travel Between Work SItes.........ccooeeeeeieneienenens 2
Tuition Reimbursement .........cocceeeeeeevenenenenennens 89
U
UNIfOMMS .o %
UNIONACHVILY .o 9
UnionActivity Protection ..........cccoceveeeieiencnenne. 10
Union ConVeNtioNS..........ccevveeeieeseesieesiesesseeseeens 8
UNIONLEAVE.......eeieee et 6
UNIONPINS ..ot 97
(@]81Telg AV/TS] = 1o o HS 10
Unpaid Educational Leave ..........ccccccevveveiennneenne. (%



Vv
Vacancy, Permanent,

Definition of ....ccoeevveeeceeececee e 40
[V 207 (0] U S 7
Vehicles, Employer Owned ...........cccevveveiieniennnne B
Video Display Terminals.........cccocvvvvvieenvninniennnnns PO
Visitation, Union .......ccceeeeveeninincie e 10
Volunteer Emergency Personnel ............ccoccveevennenne 2
Volunteer Firefighters.........ccoeveieniiccnscesenns 53
VOUNGLEAVE ..o &b
w
WAGES ... 53
Wash-UP TIME .....cceveiiririeiesiese e 50
WOIK ATEBS ..ot *¢]
WOIK RUIES ... 87
WOrk SChedules.........ccoviierereiereseseeee e v\
Workers Compensation Benefits ..........c.ccceeueenee. 61



NOTES



NOTES



NOTES



