Chapter 3 Filling Vacant Positions
3.01 Filling Classified Permanent Positions

The policy and process described in this chapter applies to Human Resources (HR) transactions
used in the recruitment and filling of permanent positions. For definitions of many of the terms
described in this material, see the end of the chapter.

A permanent position is filled according to the following steps:

1. Supervisor initiates a request to fill a vacant position. It is the supervisor's
responsibility to initiate a request to fill a vacant position by following employing unit
procedures. Supervisors should contact their employing unit HR Representative if they have
questions about how to initiate a request.

In most cases, the supervisor will create an HR transaction by electronically submitting a
position description and supporting information (e.g., Organization Chart, Supervisory
Exclusion Analysis Form) via the CLASSIFIED HUMAN RESOURCES INFORMATION SYSTEM
(CHRIS). First time users within CHRIS will need to set up a user profile before they can
begin their transaction (see "Getting Started" on the OHR website).

Below are the specifics on how the position description should be developed within the CHRIS
HR transaction:

e Position Description (PD)

The position description [Appendix 3-B] is a written summary that describes the
components of a position specifying the goals the employee is expected to achieve and
the worker activities (duties) necessary to accomplish the goals. The PD is an essential
management tool for a number of functions such as assignment of duties, performance
review and position classification and selection consistent with federal/state equal
employment opportunity laws and rules.

The first step a supervisor must take to fill a vacant permanent position is to write or
update the PD via CHRIS. If there is an existing PD, the supervisor should review it and
make any necessary changes which reflect the current position's duties and
responsibilities. If a new PD is necessary, it should be developed according to the format
and instructions found in Appendix 3-B and Appendix 3-C.

e Organization Chart

In addition to the PD, an organization chart showing the structure of the unit should be
prepared as part of the PD package in CHRIS. The chart should identify the vacant
position and should indicate the current position classifications and names of current
employees in the unit. Enough information should be provided within the organization
chart to show where the position is located, its reporting relationship, and like positions
within the organization.

e Supervisory Exclusion Analysis Form (SAF)

A "Supervisory Exclusion Analysis Form" [Appendix 3-E] must be completed as part of
the PD package in CHRIS if a position is considered to be supervisory (i.e., if item #13
of the PD is checked "yes"). The SAF is used to determine whether the position can be
properly classified as supervisory.

The employing unit HR Representative reviews the CHRIS transaction.
After the "Authorization to Hire” and related materials have been prepared and received

via CHRIS, necessary internal approvals according to employing unit procedures need to
occur. The HR Representative will review the CHRIS transaction to ensure all items are


http://www.ohr.wisc.edu/Forms/SupervisorExclusAnalysis.pdf
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correctly entered and the appropriate classification is being requested.

If the title is delegated to the employing unit, the HR Representative approves the class
title. The HR Representative would follow the same review/approval process as
described below.

If the title is not delegated to the employing unit, the HR Representative submits the
recommendation for class title to when sending the transaction to reviews the CHRIS
transaction for appropriate classification approval and supporting documentation for

titles delegated to the UW- Madison campus. The State classification system and the
position classification process are explained below.

e State Classification System

A job classification ("class™) is a group of positions with sufficiently similar duties and
responsibilities as to justify common treatment in the processing of various personnel
transactions. Each job classification is assigned to a specific pay range.

Under state civil service statute, the Secretary, DER, is charged with the responsibility of
establishing and maintaining the classification system. The Secretary may delegate
authority to for classifying positions in specified classes with no further approval

required by DER. may further delegate some of its authority to other employing units
within the UW-Madison campus.

A non-delegated classification is one that requires DER approval before proceeding to fill
the vacancy.

A delegated classification is one that requires either or employing unit approval, based
on specific delegation agreements, before proceeding to fill a vacancy.

e Position Classification Process

An HR Specialist first reviews the PD, organization chart, (and SAF, if appropriate) to
become familiar with the duties and responsibilities of the position. If this information is
not clear from the PD, the HR Specialist will discuss the position with the appropriate HR
Representative (and supervisor, if necessary).

The HR Specialist then compares the position to the class specifications developed by
DER. Class specifications define the nature and character of the work within the class
through the use of definition statements, listing of areas of specialization, examples of
work that are included or excluded, allocation patterns of Representative positions, and
class factor information. This comparison is the primary basis for determining which
class specification best describes the position.

The HR Specialist also compares the PD for the position with PDs of other similar
positions to ensure an appropriate classification decision is made. This comparison is
typically done with positions on the UW-Madison campus, but may include a review of
other positions throughout state government.

The HR Specialist then determines the most appropriate job classification for the
position. If this determination differs from the classification requested by the employing
unit, the HR Specialist will discuss the decision with the employing unit HR
Representative and/or the supervisor of the position until differences are resolved.

DER reviews the non-delegated HR transaction

For classifications not delegated to UW-Madison, the HR Transaction must be reviewed
and approved for classification by the Department of Employment Relations (DER)
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before it can be processed further. Non-delegated HR transactions include positions that
move between delegated classes in different bargaining units; allocation of a position to
"confidential"; movement of a filled position into a first time supervisory title; or
movement of a position from a delegated to a non-delegated classification. Typically,
class titles that are used exclusively by other state agencies(i.e., agency specific) are
not delegated to the UW for classification.

e Proceeding to fill the position

After an HR Transaction has been processed through all appropriate steps in the position
clearance process via CHRIS, the vacant position is authorized to be staffed according to
the following steps. These steps include the procedures for filling both represented
(unionized) and non-represented positions before a certification list can be utilized (i.e.,
consider outside applicants).

2. Steps to follow prior to filling a "represented" position from a certification list.

Each of the steps outlined below must be followed in sequence for most collective
bargaining agreements. Consult with your employing unit HR Representative if you have
any questions.

Represented Employees are afforded the Opportunity to Transfer to the Vacant Position if it
is in a Bargaining Unit Job Classification.

Certain labor contracts between the State and collective bargaining units require the
University to notify the local union for represented employees about vacant positions and
afford them the opportunity to transfer to the positions.

For union contract administration purposes, a transfer is defined as the movement of an
employee with permanent status in class from one position to a vacant position in the same
job classification. EXCEPTION: Positions that are filled through random ranking allow
movement of employees between different titles in the same pay range and bargaining unit,
within the same employing unit.

e Posting of a Vacancy

To satisfy the notification requirement, posts a notice of the vacancy on the Office of
Human Resources’ website and appropriate bulletin boards. To be considered as a
contractual transfer candidate, a represented employees must complete a "Request for
Transfer” card [Appendix 3-1], either manually or online, within the time limit specified
in the union contract.

WSEU Transfer Postings - Mandatory WSEU Contractual Referrals Within the
Employing Unit (For positions covered by other collective bargaining
agreements, skip this step)

Upon completion of the vacancy notification procedure and specified time limits, names
are referred to the employing unit HR Representative via CHRIS. The referrals occur as
follows:

Names of WSEU represented employees in the class title, in seniority order within the
employing unit, who completed a transfer card indicating interest in transfer to the
position, along with instructions on making a selection. The supervisor must follow the
provisions of the applicable union contract in selecting an employee to fill the vacancy.

When the supervisor has completed this transfer step, the list is returned to the HR


http://www.ohr.wisc.edu/Employment/transfercard.html
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office indicating the results. If no represented employee is interested in the position, the
hiring process continues as follows.

e Restoration/Bumping

will inform the Employing Unit HR Representative if any person has a restoration right or
bumping right to the vacancy. Collective bargaining agreements for represented
employees provide mandatory rights to certain vacancies to employees who have been
laid off or are in the process of being laid off. If the employing unit is notified there are
such candidates, the Employing Unit HR Representative should contact for assistance.
Such employees must be offered the vacancy according to the applicable provision in the
collective bargaining agreement. If there are no such candidates, or if the candidate
turns down the offer, proceed to the next step.

e WSEU Union Transfer from Outside the Employing Unit. (For positions covered by
other collective bargaining agreements, skip this step)

The supervisor receives the names of represented employees in the class title in
seniority order outside the employing unit and within the UW System who completed a
transfer card indicating interest in transfer to the position. The supervisor must follow
the applicable union contract provision when making the selection by seniority.

If the vacancy is covered by Science Professional, Professional Patient Care, or the
Wisconsin Professional Employee collective bargaining agreements, will refer names of
all represented employees interested in transfer to the position who completed a
transfer card.

The supervisor must follow the applicable union contract provision when making the
selection.

¢ Non-contractual Transfer, Reinstatement, Voluntary Demotion, Certified
candidates for the vacancy

The supervisor may at this point consider applicants who are non-contractual transfers,
reinstatements, or voluntary demotions, but may also wait to consider these candidates
along with other candidates referred to the vacancy via the certification list. Employees
“At Risk” of being laid off should be considered immediately.

3. Steps to follow prior to filling a "non-represented’ position from a certification
list.

The following sequence includes steps that will rarely be exercised unless layoffs are
occurring or have occurred in non-represented areas on campus.

e Transfer or Demotion within the Employing Unit
For non-represented vacant positions, an appointing authority may fill the vacancy by
transfer or demotion limited to represented or non-represented employees within the
employing unit.

e Transfer in lieu of layoff within the employing unit
A qualified non-represented employee from within the employing unit who has received
a written notice of layoff may transfer in lieu of layoff to any vacancy in the same or
counterpart pay ranges regardless of classification but is limited to those positions where
the employee is qualified to perform the work after customary orientation and training.
If there is more than one non-represented position to which the employee can transfer,
the appointing authority may designate the position to which the employee shall
exercise the right of transfer in lieu of layoff.
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Transfer in lieu of layoff outside the employing unit and within the University

A qualified non-represented employee from outside the employing unit and within the
University System who has received a written notice of layoff may exercise their right to
transfer in lieu of layoff to any vacancy in the approved layoff group where the employee
is qualified to perform the work after the customary orientation and training. If there is
more than one non-represented position to which the employee can transfer, the
appointing authority may designate the position to which the employee shall exercise
the right of transfer in lieu of layoff.

Demotion in lieu of layoff within the employing unit

If transfer is not available, the appointing authority will offer the employee the
opportunity to demote to a vacant position regardless of classification but limited to
those positions where the employee is qualified to perform the work after customary
orientation and training.

Demotion in lieu of layoff outside the employing unit and within the University
If demotion within the employing unit is not available, the appointing authority will offer
the employee the opportunity to demote to a vacant position within the university
regardless of classification but limited to those positions where the employee is qualified
to perform the work after customary orientation and training.

Restoration

If the position is not filled by the above step, will inform the Employing Unit HR if
anyone has restoration to the vacancy. Non-represented employees from the employing
unit who have been laid off, demoted in lieu of layoff, who have exercised displacement
rights in lieu of layoff, or who transferred or demoted to any other agency in lieu or
layoff and terminated while on probation shall be granted this mandatory appointment
consideration for a five year period from the date of such action.

0 To the same employing unit
When a vacancy occurs in the employing unit at or closest to the same or counterpart
pay range level from which an employee left, the employee shall be recalled in
inverse order of layoff providing the employee is qualified to perform the work after
being given the customary orientation provided newly hired workers in such position,
unless the employee previously declined a similar offer.

0 To the University
When a vacancy occurs at the University in the approved layoff group from which the
employee left, the employee shall be recalled in inverse order of layoff, providing the
employee is qualified to perform the work after being given the customary orientation
provided newly hired workers in such positions unless the employee previously
declined a similar offer.

Transfer, Reinstatement, Voluntary Demotion, Certified candidates for the
vacancy

The supervisor may at this point consider applicants who are requesting to transfer, be
reinstated or take a voluntary demotion. These individuals may be considered
immediately or considered along with other certified candidates (see below) for the
vacancy.

4. Steps to follow when filling a position from a certification list.

Using an Existing Employment Register

Under the Division of Merit Recruitment and Selection (DMRS) policy, departments are
required to fill vacant positions from existing employment registers whenever possible.
If a register exists, will certify the names of eligible candidates to the employing unit HR
Representative.

NOTE: It may also be possible to use a related register or to reactivate a recently
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expired register. The supervisor should contact the employing unit HR Representative for
questions about using a related or reactivated register.

e Establishing an Employment Register
If a vacant position is not filled by any of the methods previously described, the position
is announced and filled by competition under the rules and procedures established by
DMRS.

e Areas of Competition
There are several areas of competition that may be used in the recruitment process
depending on the nature, classification, and Affirmative Action requirements of the
vacant position.

Open Competition means the position is open to all current state employees (classified
and unclassified) and non-state employees. This competition is not limited to residents
of Wisconsin.

Promotional Competition means the position is limited to any seasonal, session,
probationary or permanent classified state employee not serving on a limited term or
project basis. Former employees currently in layoff status may compete in promotional
examinations if they would have been eligible to compete prior to layoff. This
competition can be:

o Open to all current classified state employees (service-wide) or
0 Limited to current classified employees of the UW-Madison (Agency); or

o Limited to current classified employees of a specific employing unit within UW-
Madison (Unit).

Service-wide competition is the preferred promotional procedure, with agency
competition available as an option when it is likely that a large qualified pool of
candidates will be available within the agency or when other considerations indicate that
agency competition is preferable. Employing unit competition is used infrequently
because of the DMRS policy of encouraging the widest competition due to statutory
requirements. Supervisors wishing to limit competition should consult with their HR
Representative.

Competition Limited to W-2 Participants

Section 230.147, Wis. Stats., encourages the employment of individuals receiving aid in
a ratio related to the number of permanent employees. Exceptional employment lists
may be established for any vacancy to meet the goal of providing employment
opportunities to this group of economically disadvantaged individuals. Experience
indicates that multi-vacancy, entry-level classifications for clerical, para-professional,
technical and professional positions work best. Supervisors wishing to use such a
register should notify their HR Representative early in the process.

¢ Methods of Recruitment
Several recruitment methods are available depending on the area of competition
desired, the classification of the vacant position and the status of previous and current
registers established by DMRS.

0 Current Employment Opportunities Bulletin (COB)
Vacancies in the majority of job classifications open to both state and non-state
employee applicants are listed in the COB, published approximately 50 Mondays per
year by DER. The bulletin is distributed and posted at Job Service offices; State office
building and agency human resources offices; post-secondary school human
resources offices; many community action organizations; all county and
approximately 30 city human resources offices; and over 100 public libraries. The
COB is available on WISCJOBS and is also available through subscription.


http://der.state.wi.us/home/pdf/curissu.pdf
http://wiscjobs.state.wi.us/public/
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o Entry Professional Program (EPP)

The EPP is designed to provide agencies with a flexible and timely process to recruit
and hire entry-level professional employees. The program will enable state service to
be more competitive for highly qualified candidates, including women, members of
racial and ethnic minority groups, and persons with disabilities. All EPP selections will
be based on merit, as determined by content valid competitive examinations or other
assessment techniques. Although the EPP is aimed at college graduates, applicants
with equivalent professional experience or training may apply for EPP vacancies.

¢ Other Recruitment Considerations

0 Special Recruitment
Special recruitment efforts may be undertaken to attract qualified applicants for
classifications where the labor market is limited,e.g., higher-level management
positions or for affirmative action purposes. Methods may include personal
appearances by a program manager, HR Specialist or Affirmative Action officer or
designee before community, professional, or minority organizations. Also, special
mailings about the position can be sent to the above groups and/or potential
applicants.

0 Special Advertising
In addition to the official civil service announcement, special newspaper and/or
professional advertisements may be placed by the employing unit depending on the
difficulty of recruitment and need for wider announcement. Consult with your HR
Representative regarding special advertising.

e Review of Applications
Applicants are normally requested to submit an Application for State Employment by a
specific deadline date. It is the responsibility of applicants to insure that the application
is completed according to instructions and received at the announced location by the
announced deadline. Applications received at the announced location after 4:30 p.m. on
the deadline date will not be processed. Late applications will not be returned to
applicants. The recruitment process is completed when the application deadline has
passed.

e Qualification Requirements
Civil service job announcements may specify qualification requirements that applicants
must meet to be eligible to compete for a position. Civil service statute prohibits state
departments from requiring college graduation as a condition of application unless the
vacant position must be filled by an incumbent holding license or registration in an
occupation regulated by law and college graduation is required to obtain the
occupational license or registration (e.g., Physical Therapist, Nurse Clinician).

Announcements for most job classifications contain general statements to the effect that
candidates must have sufficient training and experience to demonstrate that the skills
and knowledge necessary to perform the tasks upon appointment have been acquired.
Prospective applicants are then expected to evaluate their own training and experience
in relation to those tasks and knowledge.

If there is a specific qualification requirement stated in the announcement, the HR office
reviews all applications received to ensure that applicants meet this requirement before
they are allowed to compete further in the selection process.

e Developing and Administering a Civil Service Examination
Under Wisconsin civil service law, appointments and promotions in the classified service
must be made only according to merit and fitness, which must be ascertained so far as


http://jobs.state.wi.us/elisp/
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practicable by competitive examination. In addition, all examinations, including
minimum training and experience requirements, for positions in the classified service
must be job-related in compliance with appropriate validation standards.

e Types of Examination
There are several types of examinations used in the state civil service system. The HR
Specialist determines the appropriate method depending on the number of applicants,
classification of the position, and the DMRS requirements.

0 Structured Oral Examination
Candidates appear before a panel of at least three members, one of which by law
must be a non-state employee, who are knowledgeable of the requirements of the
job. Each candidate is asked a series of standardized questions appropriate to the
job requirements. Candidates' responses are then evaluated by the panel members
according to pre-established guidelines. Typically, the oral exam is used for a limited
number of applicants, and particularly when oral communication ability is an
important job requirement.

0 Written Examinations
The Achievement History Questionnaire (AHQ) is a series of detailed questions
directly related to job requirements that is mailed to applicants who are requested to
describe their work and life experiences in response to the questions. At least two
evaluators knowledgeable of the job requirements then rate all AHQs according to
pre-established guidelines. The AHQ is used when it is necessary for applicants to
have demonstrated their ability to perform certain aspects of the job. This type of
exam is not appropriate when the anticipated background of applicants is very
similar. Therefore, it is seldom used for promotional exams.

The Objective Inventory Questionnaire (OIQ) is a list of specific job tasks, tools,
technologies, or equipment relating to the vacancy, which is mailed to applicants.
Applicants identify their level of experience, training, and academic representation
for each item included in the list. The OIQ is used when it is necessary for applicants
to identify their level of training or experience in regard to the tangible aspects of the
job and a large number of applicants are expected. Examinations are machine or
hand scored using a pre-established guide.

An Essay Examination is a series of job-related questions that require written
responses from applicants. It is typically used with large numbers of applicants for
professional positions. At least two evaluators knowledgeable of the job requirements
then rate all essays according to pre-established guidelines.

A multiple-choice examination is a series of job-related questions that require
applicants to select one of a number of possible correct answers. It is typically used
when a specific knowledge or application of the knowledge to a practical problem is
to be measured and there are a large number of applicants. Examinations are
machine scored using a pre-established guide.

A Performance Simulation examination requires applicants to perform a sample of
work actually performed on the job; their performance may be observed by
evaluators who rate performance according to pre-established guidelines. It is
generally used for classifications that lend themselves to performance testing (e.g.,
typing performance test). Simulation exercises for higher-level administrative
positions in the form of management problems also may be used.
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Examination Security
Any individual participating in any phase of test development must not discuss any
portion of the selection process. This includes:

0 Examination questions, proposed or final
0 Examination question benchmarks

0 Scoring procedures

0 Weights of examination parts

0 High importance job content

Individuals involved in any phase of test development will not participate in any briefing
sessions of potential applicants regarding job duties, possible exam questions or "how to
take a particular test" session.

Any questions received by the supervisor from applicants for a vacancy regarding test
content or duties of the position should be referred to the HR Specialist where copies of
the PD and announcement will be provided upon request.

Individuals who participate in any phase of test development and/or the selection
process and who have access to confidential testing information must sign a "Test
Security Agreement” [Ref: Appendix 3-F].

Developing the Examination

0 The Position Description and Position Analysis
The PD is the basic document used by the HR Specialist in developing an
examination. The PD should be written and the high importance job content rated.

o ldentification of Exam Dimensions
The procedure used to identify the significant tasks and knowledge requirements of a
position, is called the "Job Content Questionnaire Rating Instructions,” (also known
as "High Importance Job Content Rating™) [Appendix 3-D]. Supervisors, as well as
present and former incumbents of the position, may be used as subject matter
experts to rate the significance of each task and knowledge. The tasks and
knowledge noted as important for performance upon appointment to the position are
grouped by the HR Specialist into logical and somewhat exclusive categories or
dimensions that serve as the basis for writing the exam questions. These dimensions
are then reviewed by the subject matter expert as a final check to ensure that all-
important areas of the job are covered.

0 Writing the Exam Questions
Once the exam dimensions are identified, the subject matter expert or supervisor,
assisted by the HR Specialist, writes a series of exam questions designed to measure
applicants' knowledge and ability to perform the specific elements of the job.
Consultation may be necessary during this phase to ensure that the questions are
based on actual situations that occur and knowledge required on the job.

0 Administering the Examination
Examination materials are printed and either mailed to applicants (e.g., AHQ, OIQ,
EPP, Questionnaire, etc.), or applicants are given instructions to appear at an
examination center on a specific date and time, or applicants are given detailed
instructions at the time of announcement.


http://www.ohr.wisc.edu/Forms/Test%20Security%20Agreement.pdf

Chapter 3 Filling Vacant Positions
3.01 Filling Classified Permanent Positions
0 Selecting Exam Evaluators

Panels of exam evaluators must be selected for their knowledge of the type of work
being examined and to maintain an affirmative action balance. Panels should include
minorities, Representatives from both sexes, and persons with disabilities whenever
possible. Supervisors of vacant positions may be requested to suggest possible
evaluators. Once the panel members are selected, their names must be kept
confidential until the examination has been completed.

0 Scoring the Examinations
Examinations are scored either by computer, in the case of multiple-choice exams, or
by panels of evaluators (e.g., Oral exam, AHQ, essay). In the latter cases, the HR
Specialist computes the final civil service scores according to a statistical formula.
Usually, a civil service score of 70 or above is passing and qualifies a candidate to be
placed on an employment register.

o0 Establish the Employment Register
After an examination is scored, DER or the agency, if delegated under an approved
staffing delegation agreement with DER, establishes an official employment register
file that lists the rank and scores of all candidates receiving a passing score. A
"Notice of Examination Results" (DER-PERS 15) containing the score and/or rank is
sent to each candidate.

Definitions

The following are definitions for various terms used in this chapter:

e Bumping:
An option given to Represented employees after receiving an official layoff notice and
before the actual layoff date that is a right to a position within the employing unit, within
the bargaining unit, that is a lower class in the same series or a class in which the
employee previously attained permanent status in the classified service. The right is first
to a vacancy, and if no vacancy exists, then the employee may choose to be included
with those employees occupying that class title, and the contractual layoff process is
applied to this new group. Bumping cannot occur between: employing units on campus;
UW campuses, or state agencies.

e Certification List:
List of candidates taken off an employment register who have been determined to be the
most qualified for a vacancy. These candidates will all be equally considered when the
employing unit is using this list to make a hire. In most cases, equally considered means
each individual is interviewed for the vacancy.

e Counterpart Pay Ranges:
Pay ranges or groupings of pay ranges in different pay schedules that are designated by
the Secretary, DER, to be at the same level for purposes of determining personnel
transactions.

o Displacement Rights:
Rights given to non-Represented employees who are being laid off from their current

position and can’t exercise alternatives to layoff (Transfer or Demote to a vacancy).
These rights allow the employee to displace other less senior employees in lower level
positions within the employing unit depending on the classification/pay range (see HR
Representative for further details). Displacement rights can only be exercised within five
days of receiving actual notification of layoff.

e Employing Unit:
An organizational unit within UW-Madison for the purpose of delineating employee rights
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and status regarding promotion, demotion, transfer, reinstatement, layoff and other
related personnel transactions. Employing units are established on the recommendation
of the Chancellor, subject to the approval of the Administrator, State Division of Merit
Recruitment and Selection. [Employing units for UW-Madison are specified in Appendix
3-Al]

¢ Employment Reqister:
Roster of candidates who have passed a civil service examination and, subsequently,
have been deemed at least minimally qualified for a position(s).

e Original Appointment:
The appointment of a person who has not previously attained permanent status in class
or a former employee who is not eligible to reinstate or restore to a classified position.

e Promotion:
The permanent appointment of an employee with permanent status in class to a
different position in a higher class than the highest position currently held in which the
employee has permanent status in class.

e Higher Class:
A class assigned to a higher pay range.

e Higher Pay Range/Band:
The pay range/band having a higher maximum rate when comparing pay ranges/bands
not desighated as counterparts.

e Demotion:
The permanent appointment of an employee with permanent status to a lower class than
their currently held permanent position.

e Lower Class:
A class assigned to a lower pay range.

e Lower Pay Range/Band:
The pay range/band having a lower maximum rate when comparing pay ranges/bands
not designated as counterparts.

e Reinstatement:
The permissive re-appointment without competition of an employee or former employee
a) to a position in the same class in which the person was previously employed, or b) to
a position in another classification to which the person would have been eligible to
transfer had there been no break in employment, or ¢) to a position in a class having a
lower pay rate or pay range maximum for which the person is qualified to perform the
work after the customary orientation provided to new workers in the position.
Reinstatement is available for a period of five years from last employment in the
appropriate title.

e Restoration:
The act of mandatory re-appointment without competition of an employee or former
employee a) to a position in the same class in which the person was previously
employed, or b) to a position in another classification to which the person would have
been eligible to transfer had there been no break in employment, or c) to a position in a
class having a lower pay rate or pay range maximum for which the person is qualified to
perform the work after the customary orientation provided to new workers in the
position. Restoration rights are available for a period of five years for Represented
employees and three years for non-Represented employees. These rights are derived
from the employee’s last employment title when separated.
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e Transfer:
The permanent appointment of an employee to a different position assigned to a class
having the same or counterpart pay rate or pay range as a class to which any of the
employee's current positions were assigned. The employee must be qualified to perform
the work after customary orientation provided for newly hired workers in such positions.



