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35.05 - Insurance Providers and Third Party Administrators
In the event that the administration of the disability program is conducted by a private insurance carrier or a third 

party administrator the administration shall be conducted in accordance with insurance industry underwriting procedures 
and standards without reducing benefits or eligibility requirements as provided in this Agreement.

The Employer reserves the right to contract with a licensed mental health adjudicator to evaluate and approve or 
disapprove applications for disability leave based on any form of mental disorder as provided in Section 35.01 of this 
Article.

ARTICLE 36 – WAGES1

36.01 - Definitions
“Classification salary base” is the minimum hourly rate of the pay range for the classification to which the employee 

is assigned.
“Step rate” is the specific value within the pay range to which the employee is assigned.
“Base rate” is the employee’s step rate plus longevity adjustment.
“Regular rate” is the base rate (which includes longevity) plus all applicable supplements.
“Total rate” is the regular rate plus shift differential, where applicable.
Notwithstanding any other provision of this agreement, if these definitions lead to any reduction in pay, the previous 

application shall apply.

36.02 - General Wage Increase2

Effective with the beginning of the pay period which includes July 1, 2006, the pay schedules shall be increased by 
three percent (3%).

Effective with the beginning of the pay period which includes July 1, 2007, the pay schedules shall be increased by 
three and a half percent (3.5%).

Effective with the beginning of the pay period which includes July 1, 2008, the pay schedules shall be increased by 
three and a half percent (3.5%).

36.03 - Step Movement3

Effective the pay period including July 1, 2003, there shall be no non- probationary step movements, including any 
step movement provided for in agency specific agreements. Step movement shall resume on the pay period including 
July 1, 2005. No retroactive movement shall occur for the two (2) years that have been skipped. Freezing of step 
movements shall not affect the performance evaluation schedule.

Newly hired employees will move to the next step in their pay range after completion of probation. In periods 
other than July 1, 2003 through June 30, 2005, subsequent step movement shall occur after one (1) year of successful 
completion of probation provided the employee receives an overall rating of “satisfactory”. Correction Officers and 
Juvenile Correctional Officers shall receive their initial step increase upon the completion of their probationary period or 
six (6) months of service as a Correction Officer or Juvenile Correctional Officer which ever comes first. All employees 
of the Department of Youth Services and the Department of Rehabilitation and Correction assigned to classifications 
which required a one hundred twenty (120) day probationary period pursuant to the previous Agreement, which expired 
on February 28, 1997, which require a one hundred eighty (180) day probationary period, as set forth in Article 6 shall 
be eligible for a step increase in the pay period following the successful completion of one hundred twenty (120) days 
of the probationary period.

If the employee’s performance evaluation is not completed on time, the employee shall not be denied a step 
increase.
36.04 - Promotions

Employees who are promoted shall be placed in a step to guarantee an increase of approximately four percent 
(4%).
36.05 - Classifications and Pay Range Assignments

A.	 Classifications and Pay Range Changes
1. 	 Employer Changes

The Employer, through the Office of Collective Bargaining, may create classifications, change 
the pay range of classifications, authorize advance step hiring if needed for recruitment or other 
legitimate reasons, and issue or modify specifications for each classification as needed. Before 
proposing changes to the Department of Administrative Services, an agency must discuss them with 
the Union pursuant to Section 8.02. Additionally, the Office of Collective Bargaining shall notify the 
Union forty-five (45) days in advance of any change of pay range or specifications. The Union 
may place classification issues on the Labor/Management agenda 
for discussion and possible resolution of outstanding issues.4 Should 
the Union dispute the proposed action of the Employer and the parties are unable to resolve their 
differences, they shall resolve the issue through arbitration pursuant to Section 25.03 of this Agreement. 
The Union shall appeal the matter to arbitration by providing written notice to the Employer. The 
matter shall be submitted to a mutually agreed upon arbitrator knowledgeable in classification and 
compensation matters.

2. 	 Union Joint Review
a.	Joint  Committee

There shall be a joint committee established for 
classification reviews. Standing members of this committee 
include a designee from OCB, a designee from DAS –  
Compensation and Recruitment, and two designees from OCSEA 
Central Office. The standing members, in consultation with 
their respective constituencies, shall determine the scope 
of review. This may include defining a segment, a series, or 
portions of the class plan and/or classifications to be studied. 

1 �IN FACT FINDING – Additional changes 
may be made as a result of the Fact 
Finder’s report.

2 �IN FACT FINDING – Additional changes 
may be made as a result of the Fact 
Finder’s report.

3 �IN FACT FINDING – Additional changes 
may be made as a result of the Fact 
Finder’s report.

4 �Clarifies that the Union may place 
classification issues on agency labor/
management committee agendas.
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If the standing members cannot mutually agree the Union 
shall choose a segment, a series, or portions of the class 
plan and/or classifications to be jointly reviewed in good 
faith. After the scope of review is determined, the standing 
members shall choose the other members of the joint 
committee based on the class segment under consideration. 
The parties will be limited to five (5) members each in addition 
to the standing members. The committee shall also appoint 
subject matter expert groups of those who have experience 
in the classification(s) being reviewed.5

The purpose of such reviews is to meet State needs, to 
have employees placed in the proper classification in 
accordance with their assigned duties, and to have the 
proper compensation assigned to duties being required to be 
performed, and evaluate to ensure that bargaining unit duties 
remain within the bargaining unit. If specialized training 
is required that is directly related to the positions being 
reviewed, the joint committee will work with the agencies 
to determine such training needs. Any training determined to 
be needed will be offered to those employees whose position 
is directly impacted in order of seniority. 

The joint committee shall develop a comprehensive 
proposal that includes, but is not limited to: a rationale for 
change, creation, modification, deletion, and/or replacement 
of the existing classification specifications, an allocation 
plan, a transition plan, a statement of cost, and a process to 
handle transition issues.6

Upon developing a proposal, the joint committee shall 
consider the following factors as appropriate: career paths, 
the State’s operational need, cost, the possible reduction of 
contracting out, training needs, the delineation between 
exempt and bargaining unit work, and other factors deemed 
appropriate by the joint committee.7

The standard process of allocation will be as follows 
unless the joint committee otherwise mutually agrees upon 
a different process: If the employee is performing duties 
of a lower classification, the employee shall be assigned 
into a lower classification and shall be placed in the step 
within the new pay range that provides the employee with 
compensation that is equal to his/her current rate or that 
provides the least amount of increase, but no decrease in 
pay. If the employee is determined to be performing duties of 
a classification with a lower pay range, the Employer will 
make a reasonable effort to assign duties within the original 
classification. Longevity supplements shall not decrease as 
a result of being placed in step X. If the employee’s base rate 
of pay exceeds the maximum rate of pay in the new pay range, 
the employee shall be placed in step X. If the employee is 
performing duties of a higher classification, the employee 
shall be placed in the higher classification at the step in 
the higher pay range which is approximately four percent 
(4%) higher than the current step rate of the employee. When 
an employee is being assigned to a classification or new pay 
range as a result of a class plan change, if the employee 
has completed a probationary period, the employee shall 
be placed in a step no lower than step two (2) of the new pay 
range.8

Pay adjustments, if any, pursuant to the classification joint 
review shall not be made effective before the beginning of 
the next fiscal year unless mutually agreed otherwise. If the 
parties cannot mutually agree to the implemented pay range 
assignments or compensation method, the Union shall have 
the right to appeal the pay range determination directly to 
Step Five (5) of Article 25 within 30 days. An Arbitrator shall 
have no authority to award back pay for any period of time 
prior to the beginning of the fiscal year that begins after 
the grievance award.9

If the joint committee cannot mutually agree to the 
employee’s proposed classification assignment, the employee, 
through the Union, has 60 days from the date of the transition 
notice to appeal the classification assignment. The chapter 
must appeal using the Working Out of Class form to OCSEA and 
OCB, stating which classification assignment is appropriate. 

5 �Establishes a labor/management com-
mittee to discuss classification changes 
and allows for additional bargaining unit 
members to serve on the committee as 
Subject Matter Experts (SMEs).

6 �The purpose of the committee is to ensure 
that the employees are properly placed 
in classifications with the proper pay. 
The committee will also outline possible 
training needs.

7 �Allows the Union to better monitor career 
paths and contracting out, and to maintain 
bargaining unit duties within bargaining 
unit positions.

8 �Clarifies that longevity will not change 
due to the fact an employee is placed 
in Step X and that no employee will be 
placed in Step 1 in the new pay range if 
they have completed probation.

9 �Wage rate changes that occur as a result of 
classification review will not go into effect 
until the start of the next fiscal year.
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The same forum as a Working Out of Classification hearing 
shall be utilized. The proposed classification assignment 
shall be conducted by a mutually agreed arbitrator. The 
arbitrator shall determine whether the proposed assignment 
is appropriate. The employee shall receive any pay adjustment 
effective the date the study was implemented. The decision of 
the arbitrator is final and binding.

B.	Di scontinuation of the Joint Committee
In cases where the committee decides to discontinue 

its work and no other joint OCSEA reviews are in progress, 
the Union may revert to the traditional 36.05 Union Review 
procedure outlined below. 10

At the request of the Union, but not more frequently than once each four (4) years 
per classification, the Department of Administrative Services shall review up to eight (8) 
designated classifications per year for duties, responsibilities, education and/or experience, 
certification and/or licensure, and working condition factors. Such review shall be combined 
with salary survey data to determine appropriate salary range assignment. Absent mutual 
agreement, said data shall not be used to reduce a classification pay range assignment. Such 
reviews shall be based upon a position description questionnaire survey of all incumbents in 
the classification, and shall be completed within one hundred eighty (180) days of the initial 
request. The timelines in classifications exceeding two hundred (200) incumbents will be 
mutually set. Each employee shall complete his/her own PDQ. Those employees who do 
not complete an individual PDQ shall be assigned to the appropriate classification and pay 
range based on the supervisor’s review. Employees on disability will be given the option to 
complete a PDQ, or have their supervisor complete a PDQ.

Prior to the distribution of PDQ’s the Union and State shall conduct a joint training on 
how to complete PDQ’s. The content of the training shall be mutually agreed to by DAS and 
the Union. The scheduling and the training shall be mutually conducted by agency personnel 
and the Union. The training shall be no more than two (2) hours.

If an employee is found to have been improperly classified as determined from his/her 
PDQ, the employee shall be allocated to the appropriate classification in accordance with the 
finding of DAS. If the employee is performing duties of a lower classification, the employee 
shall be assigned into a lower classification and shall be placed in the step within the new 
pay range that provides the employee with compensation that is equal to his/her current rate 
or that provides the least amount of increase, but no decrease in pay. Longevity supplements 
shall not decrease as a result of being placed in step X. If the employee’s base rate of pay 
exceeds the maximum rate of pay in the new pay range, the employee shall be placed in 
step X. If the employee is performing duties of a higher classification, the employee shall be 
placed in the higher classification at the step in the higher pay range which is approximately 
four percent (4%) higher than the current step rate of the employee. The back pay award, 
if any, shall be effective on the effective date of the pay range determination in accordance 
with this Article. The employee, through the Union, has sixty (60) days from the date the 
Union receives the findings of DAS to appeal the classification assignment. An employee 
on disability may appeal a classification assignment under this process within two (2) weeks 
following reinstatement from the disability.

Classification allocation appeals shall be conducted by the arbitrator selected for 
the Article 19 grievance reviews. The arbitrator shall determine whether the employee is 
appropriately allocated to the new classification, and if not, determine the classification 
assignment that is appropriate. If it is found that the employee is serving in a class not 
subject to the classification review; the employee shall receive an adjustment effective the 
date the study was implemented. Employees who do not complete a PDQ shall have no 
right to appeal the DAS determination. This appeal process shall also apply to state initiated 
classification reviews.

Pay adjustments pursuant to the classification review shall not be made effective before 
the beginning of the next fiscal year unless mutually agreed otherwise. The Union shall 
have the right to appeal the pay range determination directly to Step Five (5) of Article 25 
within 30 days of receipt of written notice of the Department of Administrative Services 
determination. An Arbitrator shall have no authority to award back pay for any period of 
time prior to the beginning of the fiscal year that begins after the grievance award.

When a classification is reallocated to a higher pay range, employees in the affected 
class shall be assigned to the step in the new pay range which provides for a wage increase 
of approximately four percent (4%), except that no employee who has completed probation 
in that classification will be assigned to step one (1).

B. 	 Holding Classes11

The parties agree to meet and discuss the review of Holding Classifications with the exception of the Project 
Inspector Series, the Workers’ Compensation Claims Representative Series, Employer Services Analyst and 
BWC Customer Service Representative in order to minimize or eliminate the number of holding classifications. 
The parties agree to meet on this issue within one hundred twenty (120) days of the signed Agreement.

B.	 IT Transition Process12

1.	Joint  State-OCSEA Transition Committee13

A joint IT Transition subcommittee, formed by the Article 
8.05 Joint Statewide IT Committee, will provide oversight and 
monitor the allocation and transition of employees from existing 
classifications created prior to 2009 to new IT classifications that 

10 �If the Union and the Employer cannot 
mutually agree to a classification to 
be reviewed, the Union will select the 
classification to be reviewed.

11 Housekeeping.

12 �Esablishes are new IT classifications and 
pay ranges (see Appendix I: Bargaining 
Unit 14, [last page]) and defines a 
process to move bargaining unit members 
into the new classifications.

13 �Provides for a statewide labor/
management IT committee to have 
oversight of the transition from the old 
to the new IT classifications. Such a 
transition will be agency-by-agency.
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will be effective beginning 2009. This subcommittee will consist 
of a designee from OCB, a designee from DAS – Compensation and 
Recruitment, a designee from OIT, and OCSEA will appoint an equal 
number of representatives. This team will be involved to advise and 
guide the transition process in each agency.

The joint IT Transition subcommittee will develop a toolkit 
for transition and will facilitate the individual allocation plans 
of each state agency. The joint IT Transition subcommittee will 
have the responsibility to set guidelines relating to the approach 
for transition and allocation, the standardized use of the new 
classifications, communication, as well as notice and facilitation 
of any other transition related matters that impact employees 
involved in the IT classification transition process. 

2.	 Agency Transition Committees14

A joint agency transition committee will be formed at each 
agency as transition from old to new classification begins. 
Transition will be phased in by agency. The joint agency committee 
will be composed of an equal number of management and labor 
appointees, not to exceed eight (8) total members. A management 
appointee must include the agency CIO or designee and OCSEA will 
appoint members that will include representatives from the 
transition agency. Under the direction of the Joint IT Transition 
subcommittee, by mutual agreement, a jointly appointed small 
agency transition committee may be formed to address transition 
issues in multiple small agencies where it is deemed useful.

3.	 The Joint IT Transition Toolkit15

The Joint IT Transition subcommittee will develop a toolkit to 
facilitate the individual allocation plans of each state agency 
including:

A.	 A communication plan to address the rationale that supports 
the need for change and explains the process for transition.

B.	 A duty identification tool (DIT) that asks the employee to 
complete a questionnaire that helps identify their current 
duties and responsibilities. Upon request, members of the 
subcommittee can receive copies of the DITs for employees 
represented by OCSEA.

C.	 A letter template that describes the transition process and 
notifies employees of their expected classification.

D.	 Matrix to direct questions or concerns.
E.	 Basic outline of classifications that may be affected.
F.	Stan dards/guidelines and/or examples of allocation options 

for transition.
G.	 The toolkit will include other templates and documents as 

needed.
4.	 Allocation and Pay Range Transition Procedure16

The new classification plan will be implemented by assigning 
employees to the new classification that best represents the duties 
and responsibilities they currently perform. With respect to the 
transition from the old classification to the new classification 
assignment and pay range the following practices will be followed: 17

A.	 Employees assigned a classification in the same pay range as 
the old classification will receive the same compensation 
and anniversary date for subsequent step increases.18

B.	 Employees assigned a higher pay range classification than 
the old classification they previously held will move to 
the pay range of the higher classification at the step that is 
closest to their current step. If the step provides an increase 
of more than 3.5%, the employee’s step date shall be reset.19

C.	 Employees assigned a lower classification pay range than 
their old classification will be placed in the lower pay range 
in the step that provides the employee with compensation that 
is equal to his/her current rate20 or that provides the least 
amount of increase but no decrease. For a period of two years 
from the date they are assigned to the lower classification, 
those employees who have been placed in a lower pay range 
will be given preference, by seniority, for the following:21

1.	 Any training offered in order to obtain the skills re-
quired to do the work in their old, or in some circum-
stances higher, pay range; and 

2.	 Any promotional opportunities available in their old, 
or in some circumstances higher, pay range.

With regard to those employees who have been placed in 
a lower pay range, another available option the Employer 

14 �Each agency will have a labor/
management transition committee to 
oversee the implementation to the new IT 
classifications.

15 �The statewide labor/management IT 
committee will develop toolkits that will 
help standardize practices for agency 
transition.

16 �Employees will be assigned a new IT 
classification based on their current 
duties and assignments.

17 �Outlines the process that will be used 
regarding compensation when employees 
are assigned their new IT classification. 

18 �If the pay range is the same in both the old 
and new classification, the employee will 
stay where they are in the current step, 
maintaining their anniversary date.

19 �If the pay range is higher in the new 
classification, the employee will move to 
the step that matches or is closest to their 
current step maintaining their current 
anniversary date. If an increase is more 
than 3.5 percent, the anniversary date 
will be reset.

20 �Employees moved to a lower pay range 
will be placed in the step that is closest to 
or matches their current step. Employee 
pay rate cannot decrease from the rate 
being received before the movement 
occurs

21 �If employees lack the skills or experience 
to work in a classification in a higher 
pay range, they will be given a two year 
preference for training and promotions, 
provided they meet the minimum 
qualifications.
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may explore at the time of transition is to place them in a 
transition class and develop a transition plan as outlined in 
the paragraphs below.22

D.	 If an employee is assigned to a lower pay range and the 
employee’s base rate of pay exceeds the maximum rate of 
pay in the new pay range, the employee shall be placed in a 
transition class that will allow them to maintain their pay 
range and any available step increases for a period of up to 
two years from the date of the new classification assignment. 
The step increase will occur pursuant to Article 22.03. The 
agency and employee placed in a transition class will develop 
a transition plan that outlines the responsibilities of each 
party to obtain required skill levels, assigned work and/
or experience that will transition them to a classification 
in an equal or higher pay range as their old classification. 
In instances where circumstances exist that preclude the 
employee from gaining the required skill or experience, the 
transition classification period can be extended up to one 
year.23

Employees who are unable to move to an equal or higher 
pay range before the end of the transition plan will be 
placed in the lower pay range of the original assignment to 
the new classification. The employee will be placed in the 
step within the new pay range that provides the employee 
with compensation that is equal to his/her current rate 
that provides the least amount of increase but no decrease 
in pay as followed in Section 36.05. If employee’s base rate of 
pay exceeds the maximum rate of pay in the new pay range, the 
employee shall be placed in Step X. Longevity supplements 
shall not decrease as a result of being placed in step X.24

If an employee is not assigned an equal pay range 
classification and they wish to dispute moving to a lower 
pay range classification at the end of their transition class 
period they can appeal by filing a grievance within 30 days of 
the assignment pursuant to Section E (ADR process).25

E.	 Notwithstanding the provisions of this section, the Union 
and the agency or agencies may agree, in writing, to place an 
employee who is assigned a lower classification to a different 
classification. Such agreements shall not be construed 
as filling a vacancy that is available for promotion. Such 
agreements will be made within two years of the agency 
transition.26

5.	Di spute Resolution Procedures27

A statewide IT Alternative Dispute Resolution (ADR) committee 
will be established to address grievances filed during the IT 
transition period. The committee will be made up of an equal 
number of participants from management and the union as directed 
by the Article 8.05 Joint Statewide IT Committee. The ADR committee 
is limited to addressing issues arising from the IT transition only. 
Grievances will be filed in accordance with Article 25.28

If the issue is not resolved by step 3 of the grievance process, the 
issue will be forwarded to the statewide IT ADR committee. If the 
issue is not resolved by the statewide IT ADR committee, the timeline 
for appealing the grievance to Step Four (4) of the grievance process 
will begin at that time. If an allocation issue cannot be resolved by 
the IT ADR committee, the working out of classification arbitrator 
will be utilized to resolve the dispute. Other issues not resolved 
regarding the IT transition by the IT ADR committee will be 
referred to Step Four (4) mediation. The parties will then settle the 
issue based upon the mediator’s recommendation. Following the IT 
transition, the Article 8.05 Joint Information Technology committee 
will then evaluate the necessity for continued existence of the ADR 
committee.

6.	 Working Out of Classification Grievances
Current Article 19 language will be utilized to resolve working 

out of classification issues. If issues arise between the parties 
and/or the arbitrator regarding the intent of the classification 
specifications and/or class concepts of the IT classification 
specifications, these issues will be referred to and addressed by the 
Article 8.05 committee.29

Working out of classification grievances may not be filed once 
the agency begins the IT transition. Transition is complete for the 
purposes of working out of classification grievances when all IT 
employees have been reclassified to the new classifications. For the 

22 �Outlines the option to develop a transition 
plan to move the employee into a position 
where they would maintain their old pay 
range.

23 �A new transition classification is 
established for employees who are 
assigned a lower pay range classifi-
cation, but no matching step is available 
within that pay range. The agency and 
employee must develop a transition plan 
outlining the responsibilities of each 
party (i.e., skill development, assigned 
work, time to gain experience, etc.) that 
helps the employee obtain the skills 
for a higher pay range classification. 
The employee retains their wage rate 
and step increases for the duration of 
the transition plan for up to two years 
automatically or three years by mutual 
agreement. 

24 �If at the end of the transition plan, the 
employee is still unable to move to the 
classification desired, the employee will 
be placed in the lower classification and 
in Step X. Longevity will not be affected.

25 �If an employee is moved to a lower 
classification at the end of their transition 
period, the employee can appeal by 
filing a grievance within 30 days of the 
reassignment.

26 �An employee assigned to a lower 
classification can be placed in a different 
classification if the Employer and the 
Union agree. This must be done within 
two years of the start of an agency’s 
transition period.

27 �Describes the Alternative Dispute 
Resolution procedures to handle 
unresolved disputes that might arise 
regarding the new classification or the 
two year transition period.

28 �Establishes a statewide labor/man-
agement ADR committee to handle 
grievances filed during the IT transition 
period. Unresolved grievances will 
be resolved by a binding decision by a 
mediator.

29 �Working Out of Class grievances will 
follow the current WOC procedure. If 
questions arise that cannot be determined 
at that level, it will be referred back  
to the statewide labor/management IT 
committee for clarification.
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purposes of working out of classification grievances, employees 
may not file grievances under the previous IT classification 
specifications once the agency completes the IT transition.30

7.	 Contract Rights During Transition31

The parties have agreed that the IT classification transition will 
be implemented by individual agencies and that different contract 
terms pertaining to Article 17 Promotions, Transfers, Demotions, 
and Relocations, Article 18 Layoffs, and other rights that are 
negotiated by the Joint Information Technology Committee 
pursuant to Article 43 will apply only to those agencies that have 
transitioned to the new classifications.32

Agencies that have not transitioned to the new classifications 
will follow the general contract rights under the current 
collective bargaining agreement and not the IT specific provisions 
negotiated by the Joint Information Technology Committee.33

C.	 High Performance Work Systems
The Employer and the Union agree to explore the development of34 maintain a joint 

committee to continue to examine issues raised in the joint report on high performance work systems. 
and alternative compensation systems issued 3/13/98. The committee shall consist of up to five (5) 
representatives designated by the Union and the Office of Collective Bargaining. The state employee members 
will serve without loss of pay or travel expenses, exclusive of overtime. The employer and the 
union may mutually agree to jointly develop or revise work processes, 
establish measured alternative compensation systems, implement flatter 
organizational structures, implement flexible scheduling methods and/
or consider other intiatives that may contribute to more efficient and 
effective delivery of state government services. such agreements must be 
executed by the Director of the office of collective bargaining, AND the 
president and executive Director of OCSEA. The employer and the union may 
mutually agree to develop local agency joint training initiatives such as 
work redesign and compensation methods in order to provide committee 
members with the knowledge and skills necessary to achieve committee 
goals and objectives.35

The committee will include in its work consideration of ways that the recommendations contained in 
the report can be implemented as set out in pages 6-11. The parties agree that, except as may be mutually 
agreed otherwise, no pilot or project initiated as a result of this effort will conflict with, amend or abridge any 
provision of this Agreement.36 in the event that the redesign of services results in 
an overall reduction in employees, the employer shall make a good faith 
effort to reduce the impact to employees through attrition, alternative 
work and placement into vacant positions in order to prevent layoff.37 It is 
further agreed that no pilot or project initiated as a result of this effort will result in loss of pay or benefits, nor 
shall it result in the layoff of any employee.38

THE PARTIES AGREE THAT, EXCEPT AS MAY BE MUTUALLY AGREED OTHERWISE, 
NO PILOT OR PROJECT INITIATED AS A RESULT OF THIS EFFORT WILL CONFLICT WITH, 
AMEND OR ABRIDGE ANY PROVISION OF THIS AGREEMENT.39

36.06 - Roll Call Pay
Effective July 1, 2004, Correction Officers and Psychiatric Attendants in the Department of Rehabilitation and 

Correction shall be entitled to thirty (30) minutes of roll call pay at straight time for reporting not less than ten (10) 
minutes prior to the beginning of their shift. Roll call pay shall not be considered time in active pay status for the 
purposes of Article 13, Section 13.10.
36.07 - Longevity Pay

Beginning on the first day of the pay period within which an employee completes five (5) years of total state service, 
each employee will receive an automatic salary adjustment equivalent to one-half percent (1/2%) times the number of 
years of service times the first step of the pay rate of the employee’s classification up to a total of twenty (20) years. This 
amount will be added to the step rate of pay.

Longevity adjustments are based solely on length of service excluding any service time earned between July 1, 2003 
and June 30, 2005, inclusive. They shall not be affected by promotion, demotion or other changes in classification.

Effective July 1, 1986, only service with state agencies, i.e. agencies whose employees are paid by the Auditor of 
State, will be computed for the purpose of determining the rate of accrual for new employees. Service time for longevity 
accrual for employees will not be modified by the preceding sentence.

An employee who has retired in accordance with the provisions of any 
retirement plan offered by the State and who is employed by the State or any 
political subdivision of the State on or after June 24, 1987, shall not have his/her 
prior service with the State or any political subdivision of the State counted 
for the purpose of computing longevity.40

36.08 - Shift Differential41

Bargaining unit members who are regularly assigned to work shifts shall receive a shift differential of $.35 per hour 
for each hour worked in each shift beginning between the hours of 2:00 p.m. and 3:00 a.m. SHALL RECEIVE $.35 
PER HOUR IN SHIFT DIFFERENTIAL, UNDER THE FOLLOWING CIRCUMSTANCES: 

1.	 NO BARGAINING UNIT MEMBER WHO REGULARLY WORKS FIRST SHIFT WILL RECEIVE 
SHIFT DIFFERENTIAL PAY, EVEN IF THEY WORK OVERTIME ON A DIFFERENT SHIFT 
WHICH BEGINS BETWEEN 2:00 P.M. AND 3:00 A.M.

30 �WOCs cannot be filed during the 
transition period. Transition will be 
considered complete for the purposes of 
WOCs once all IT employees have been 

31 �The statewide labor/management IT 
committee will negotiate new Article 
17 and Article 18 language before any 
agency transition can occur.

32 �Transition will be implemented by 
agency (not a statewide conversion). 
Once an agency begins transition, 
new IT language agreed upon by the 
statewide labor/management IT Commit- 
tee pursuant to Article 43 will apply. 
These changes must be negotiated and 
resolved before agency implementation 
begins.

33 �Prior to an agency entering transition, 
the general 2009-2012 contract language 
will apply and not the IT specific 
provisions (i.e., Article 17, Article 18) 
for the new classifications.

34 �Outlines mutual commitment to high 
performance work systems.

35 �Allows for mutual agreement to make 
changes to compensation and work 
systems.

36 �Housekeeping.

37 �Provides layoff prevention effort when 
joint revisions to work processes take 
place.

38-39 Housekeeping.

40 �Employees who retire from state service 
and who have been reemployed by the 
State shall not have any prior service 
time counted toward longevity accrual.

41 �The amount of shift differential payable 
to an employee remains at $.35 per 
eligible hour. However, the eligible 
hours have been clarified. In many 
institutions, this language incorporates 
previous practice. However, in some 
institutions, this language represents 
several significant changes: 1) Members 
regularly assigned to first shift do not 
receive shift differential; 2) Overtime 
hours for a person who regularly works 
first shift will not include shift differential; 
3) To be eligible for shift differential, the 
shift must begin between 2:00 p.m. and 
3:00 a.m. inclusive; 4) Shift differential 
for overtime on second or third shifts 
will only be available for members who 
regularly work second or third shifts.




