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GRIEVANCE POLICY 
 

Effective:   10/01/2011 
 
Date of Original Policy: October 1, 2011 
 
Date of Last Revision: 10/01/2011 
 
1.01 PURPOSE 
This grievance policy is established pursuant to Wis. Stat. §66.0509(1m) to address 
employee terminations, employee discipline and workplace safety as required by law.  
This procedure provides an employee with the individual opportunity to address concerns 
regarding discipline, termination or workplace safety matters, to have those matters 
reviewed by an impartial Hearing Officer and to appeal to the County Board, when 
appropriate.  The County expects employees and management to exercise reasonable 
efforts to resolve any questions, problems or misunderstandings prior to utilizing the 
Grievance Procedure. 
 
If an employee is subject to a contractual grievance procedure, the contractual grievance 
procedure must be followed as applicable.  This procedure does not replace or supersede 
any statutory provision which may be applicable to an employee’s employment with the 
County.  This Grievance Procedure does not create a legally binding contract or a 
contract of employment. 
 
1.02 DEFINITIONS 

A “Employee” for the purpose of a grievance for Discipline and Terminations 
(as defined in this procedure) means a “full-time” and “part-time” employee 
who has completed one year of continuous employment with the County.  
The term “employee” does not include any of the following:  elected staff, 
temporary employees, contract employees, Limited Term Employee (LTE), 
contractors or their respective employees, employees covered by a 
collective bargaining agreement that addresses a grievance procedure, or 
any employees, officials or officers that serve at the pleasure of an 
appointing authority as provided by Wisconsin statutes.  

  
B. “Discipline” is defined as any of the following adverse employment actions:  

disciplinary suspension of employment; disciplinary reduction in base pay; 
and disciplinary reduction in rank or demotion.  “Discipline” does not include 
the following:  layoffs or workplace reduction activities, non-disciplinary 
wage, benefit or salary adjustments or reductions; non-disciplinary 
reductions in rank or demotions; plans of correction for performance 
improvement; performance evaluations or reviews; documentation of 
employee acts or omissions in an employment file, any written or verbal 
warnings or any other documented, verbal discipline; administrative 
suspension pending investigation of misconduct or nonperformance; change 
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in assignment or assignment location resulting from a bona fide personnel 
reorganization. 

 
C. “Termination” is defined as an involuntary separation of employment 

initiated by the County that is not a layoff, furlough, reduction of hours, job 
transfer, reassignment,  or workforce reduction. 

 
D. “Employee” for the purpose of Workplace Safety (as defined in this 

procedure) means a “full-time” and “part-time” employee for the County and 
elected staff. 

 
E. “Workplace Safety” means any standard established or adopted under 

Wis. Admin. Code Chapter Comm. 32. 
 
1.03 GRIEVANCE PROCEDURE FOR DISCIPLINE AND TERMINATION 

A. Filing Procedure 
 

1. A grievance may only be filed by the “employee” who is the subject of 
the Discipline or Termination. 

 
2. A sincere effort shall be made to settle the matter informally between 

the aggrieved employee and the employee’s immediate supervisor.   
 

3. If the matter can not be settled informally, a grievance relating to 
discipline or termination shall be initiated by filing a written complaint 
on the form attached to this policy as Appendix A to the Human 
Resources Director within (ten (10) working days of the event giving 
rise to the Grievance.   

 
4. The Grievance must contain all of the information required on 

Appendix A to be considered.  A Grievance is not considered filed until 
the employee signs and dates the grievance and the grievance is 
received by the Human Resources office. 

 
5. If the grievance is submitted incomplete, the Human Resources 

Director shall issue a written request to the Grievant identifying the 
information needed to complete the Grievance.  The Grievant shall 
have three (3) work days to provide the Human Resources Director the 
information identified by the HR Director.  Upon receipt of the 
Grievant’s response, the HR Director shall determine whether the 
response is sufficient.   If the Grievant does not provide the requested 
information within three (3) days of the HR Director’s request the 
grievance shall be deemed waived and barred from further 
consideration under this procedure. . 
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6. Grievance Verification:  By signing the grievance, the employee is 
declaring under penalty of law that the statement contained in a 
grievance relating to Discipline or Termination is true and correct.  Any 
employee who files a grievance that is false or misleading or for the 
purpose of intimidation, annoyance or harassment or who otherwise 
files a grievance in bad faith may be subject to disciplinary and/or legal 
action. 

 
B. Decision by Human Resources Director:  If the Grievance can not be 

resolved, the Human Resources Director shall deliver a written response to 
the Grievant with a brief explanation as to why the remedy requested was 
granted,  denied or granted with modifications within ten (10) working days. 

 
C. Impartial Hearing Officer:  The employee shall have ten (10) working days 

following the receipt of the Human Resources denial of a grievance to file a 
written request for a hearing before an Impartial Hearing Officer (IHO) with 
the Human Resources Office.  The IHO shall be selected by the County 
Board Chair in conjunction with Corporation Counsel based upon the nature 
of the grievance involved.  If a written request for a hearing is not received 
by the Human Resources Office within ten (10) working days, the HR 
Director’s decision to be final and the employee shall have no further rights 
of appeal.  If timely requested, the hearing will be scheduled within 30 days 
of the receipt of the request for hearing. 
 
1. Recording; Closed Hearing:  The hearing before the IHO may be 

recorded at the IHO’s discretion and shall be closed to the public. 
 
2. Burden of Proof; Standards of Review:  Except in a grievance 

involving termination of an employee that is subject to Wis. Admin. 
Code Chap. DHS 5, the employer bears the burden of proving, by 
clear, convincing and satisfactory evidence, that a rational basis 
exists for the County’s decision to discipline/terminate the employee.  
The IHO will give deference to the County’s decision.  It is not the 
IHO’s role to second guess the County, but to determine if the 
County’s decision was rational. If the employer does not satisfy this 
burden of proof, the IHO shall deny the grievance. 

 
3. Hearing Procedures:  The IHO shall preside over the hearing.  The 

IHO may require the parties to submit documents and witness lists in 
advance of the hearing in order to expedite the hearing.  At the 
hearing, the employee and Trempealeau County may have 
representation and may present evidence and call and examine 
witness and cross-examine witnesses of the other party. Such 
witness shall be sworn by the IHO. The IHO shall mark and preserve 
all exhibits. The rules of evidence do not apply at the hearing. The 
IHO shall admit all testimony having reasonable probative value, but 
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shall exclude immaterial, irrelevant, or unduly repetitious testimony. 
Hearsay evidence may be admitted if the IHO is satisfied the 
evidence is reliable. 

 
4. Decision:  At the conclusion of the hearing, the IHO shall render a 

written decision within 10 working days.  The written decision of the 
IHO shall, at a minimum, contain a statement of issues, standard of 
review, finding of fact summarizing the testimony and exhibits 
received at the hearing and a determination of whether  the 
grievance is granted, denied, or granted with modifications, and the 
reasons therefore..  

 
5. Cost of Impartial Hearing Officer:  the Employee and the County 

shall share the cost of the IHO for any grievance filed by the 
employee related to a Discipline or Termination.  The employee shall 
pay a $50.00 filing fee when requesting the service of an IHO who is 
selected by, and paid for, by the employer.  Each party shall bear it’s 
own cost for witnesses and all other out of pocket expenses, 
including possible attorney fees.   

 
6. Appeal:  Appeal to the County Board of a grievance related to 

suspension or termination shall proceed under Section 1.05. 
 
1.04 GRIEVANCE PROCEDURE FOR EMPLOYEE WORKPLACE SAFETY 

A. Preconditions to Filing:   
1. Report of an Unsafe Condition:  An employee may not file a 

grievance relating to a condition that the employee believes 
constitutes a workplace safety violation unless the employee has first 
reported the condition to the Human Resources Department  in 
writing on the attached form as Appendix B 

 
2. County Response:  Upon receiving notice of an alleged workplace 

safety violation, Human Resources shall have ten (10) working days 
in which to investigate the condition and advise the employee in 
writing that the County has determined that the condition does not 
constitute a workplace safety violation and will not be taking 
corrective action or is taking corrective action in accordance with the 
law to address the condition. 
a. Action by the Safety Committee:  If the County determines that 

the condition does constitute a Workplace Safety violation, the 
HR Director shall include the alleged safety violation on the 
next scheduled agenda for the Safety Committee.  The 
employee shall be invited to attend the meeting.  The 
committee shall have the ability to resolve the Workplace 
Safety matter in the manner it deems appropriate.   

 



Employee Grievance Procedure 

Page 5 of 7 

3. Grievance Filing Limitations:  If the County advises the employee 
in writing within ten (10) working days that it is taking corrective 
action in accordance with law and has commenced corrective action 
within this period, an employee may not initiate a Workplace Safety 
Grievance. 

 
B. Filing Procedures: 

1. Who may file a workplace safety grievance:  A grievance may only be 
filed by an “Employee.”  The employee need not be personally 
impacted by a condition alleged to constitute a workplace safety 
violation. 

 
2. Initiating a Grievance:  An employee may initiate a grievance related 

to Workplace Safety by presenting a written grievance on the form 
attached to this policy as Appendix C to the Human Resources 
Director within ten (10) working days of  the employee’s receipt of 
written notice from the County that the County will not be taking 
corrective action with respect to an alleged Workplace Safety 
violation 

 
3. The Grievance must contain all of the information required on 

Appendix C to be considered.  A Grievance is not considered filed 
until the employee signs and dates the Grievance and the Grievance 
is received by the Human Resources office. 

 
4. If the Grievance is submitted incomplete, the Human Resources 

Director shall issue a written request to the Grievant identifying the 
information needed to complete the Grievance.  The Grievant shall 
have three (3) working days to provide the Human Resources 
Director the information identified by the HR Director.  Upon receipt 
of the Grievant’s response, the HR Director shall determine whether 
the response is sufficient.   If the Grievant does not provide the 
requested information within three (3) days of the HR Director’s 
request the grievance shall be deemed waived and barred from 
further consideration under this procedure. 

 
5. Grievance Verification:  By signing the Grievance, the employee is 

declaring under penalty of law that the statement contained in a 
Grievance relating to Workplace Safety are true and correct to the 
employee’s belief.  Any employee who files a Grievance that is false 
or misleading or for the purpose of intimidation, annoyance or 
harassment or who otherwise files a Grievance in bad faith is subject 
to disciplinary action. 

 
C. Hearing Procedures:  The selection of an IHO on a workplace safety 

violation shall be selected by the County Board Chair in conjunction with 
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Corporation Counsel based upon the nature of the grievance involved.  The 
hearing shall be conducted in accordance with the hearing procedures in 
section 1.03 C.3 above. 

 
D. Burden of Proof; Impartial Hearing Officer’s Decision; Remedies 

 
1. Burden of Proof; Standards of Review:  The employee bears the 

burden of proof by clear and convincing evidence that the condition 
identified by the Employee constitutes a Workplace Safety violation 
and that corrective action is required.  If the employee does not meet 
the burden of proof, the IHO shall dismiss the grievance. 

 
2. Decision:  At the conclusion of the hearing, the IHO shall render a 

written decision within 10 working days.  The written decision of the 
IHO shall, at a minimum, contain a statement of issues, standard of 
review, the particular provisions of Wis. Admin Code Chapter Comm. 
32 that are implicated by the Workplace Safety grievance, findings of 
fact summarizing the testimony and exhibits received at the hearing 
and a determination of whether the grievance is granted or denied 
and if granted, recommended corrective action. 

3. Remedies:  If the grievance is granted, the IHO shall recommend 
that the County take corrective action in accordance with law to 
address the Workplace Safety violation.   

 
4. Cost of Impartial Hearing Officer:  The County shall pay the cost of 

the IHO for any grievance filed by the employee related to a 
Workplace Safety grievance. 

 
5. Appeal:  If either party desires to appeal to the County Board of a 

grievance related to workplace safety, they shall proceed under 
Section 1.05. 

 
1.05 COUNTY BOARD APPEAL OF DISCIPLINE, TERMINATION AND 

WORKPLACE SAFETY MATTERS 
A. Who may file an Appeal.  An Appeal to the County Board of a grievance 

relating to discipline/termination or Workplace Safety may be requested by 
the employee or the employer.  The decision of the governing body shall be 
final and binding upon the parties. 

 
B. Requesting an Appeal.  An appeal may be initiated to the County Board by 

filing an appeal with the Human Resources Director on the form attached as 
Appendix D within ten (10) working days of the date of the IHO’s decision.  If 
the Grievant does not file a written appeal by the filing deadline, the 
grievance shall be deemed waived and barred from further consideration 
under this procedure. 
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 Procedure:  The appeal will be placed on the agenda for the first County 
Board meeting that is held at least 10 days after the HR Director receives a 
written notice of appeal. The appeal will be noticed for consideration in 
closed session pursuant to Wis. Stat. §19.85(1)(b) pertaining to the 
dismissal, demotion or suspension of a public employee. The HR Director 
will provide a copy of the meeting notice to the employee, and the employee 
may request that any evidentiary portion of the meeting may be held in open 
session.  The Board will deliberate in closed session for dismissal, demotion 
or suspension issues under §19.85(1)(a). 

 
C. County Board Appeal Process.  When the HR Director receives a properly 

filed request for appeal, the HR Director shall forward the appeal to the 
County Board Chair.  The Chair shall schedule the item on the next meeting 
of the County Board that is at least 10 days after the HR Director receives 
the reply to the written notice of appeal.  

 
D. Standard of Review. The County Board’s consideration of the appeal will 

be limited to the review of the written decision of the IHO, the reason for the 
appeal and the reply.  The non-appealing party shall have ten working days 
to submit a reply to the appeal.  The appeal will be placed on the agenda of 
the County Board at least 10 days after the HR Director receives the reply to 
the written notice of appeal.  The role of the County Board, in reviewing the 
decision of the IHO, is to address the following questions:  (1) Did the IHO 
fail to follow a fair and impartial process such that the award should be 
rendered invalid?  (2) Did the IHO make an error of fact and or law which 
renders his/her award invalid?  If the answer to each of the above question 
is no, the County Board will uphold the decision of the IHO.  If the answer to 
any of the questions above is yes, the County Board shall reverse the 
decision of the IHO.  . 

 
E. Decision.  The County Board Chair shall prepare and sign a written 

determination reflecting the County Board’s Decision.  A copy of the 
determination will be provided to the employee within ten (10) working days 
following the Board’s decision.  The County Board may take the following 
steps:  (1) Uphold the IHO decision or (2) reverse the decision.  In the event 
the County Board affirms or reverses in favor of the employee, the issue 
shall be referred to the Personnel/Bargaining Committee to establish a 
proper remedy.  

 
F. Final Decision.  The decision of the Board is final. 
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 The grievance process provides an opportunity to review certain employment matters. Please review the 
Employee Grievance Policy for complete details.   

� Employees who have not successfully completed one year of continuous employment with the County are not 
eligible to access the grievance process. 

� You must submit this grievance filing form within ten (10) workdays of the event that you are grieving; otherwise 
your grievance cannot be accepted. 

 
Part 1: Personnel Information 
 

Grievance Submitted by: 

     
Last Name  First Name  Middle 

Date of Hire:  Today’s Date:   
 

Home Address:  City/State/Zip:  
 
Home Phone:  Cell Phone:  Work Phone:  
 
Department:  Unit  
 
Supervisor:  Supervisor’s Ext:  
 
 

Part 2: Type of Grievance 
 

 Corrective/Disciplinary Action (specify type) 
  Discipline (suspension w/out pay, reduction in base pay, reduction in rank or demotion due to disciplinary action)  
  Termination  
 

Part 3: Description of Grievance 
In order for your grievance to be addressed properly, you must provide detailed information. You may attach additional 
sheets as necessary. 
Date of the event that you are grieving:  
Describe the event(s) that caused you to file this grievance (include any information that might support your cause): 
 
 
 
Remedy Requested (Desired outcome of the grievance):  
 
 

http://www.tremplocounty.com/
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Grievance Steps 
 

Step 1: Appeal to the Human Resources Director 

Human Resources Director must submit a written response, via the “Grievance Response Form” - Step 1, to the written grievance to the 
grieving staff member within ten (10) workdays of receiving the grievance.   

Step 2: Appeal to the Impartial Hearing Officer 

Should the employee chose to appeal the HR decision, he/she may, within ten (10) workdays of receiving the Step 1 written response, 
submit a written request to Human Resources, to appeal to the “Impartial Hearing Officer”. The request to appeal shall include a clear 
explanation of why the Employee disagrees with the Step 1 response/decision. The Impartial Hearing Officer must submit a written 
response to the written grievance to the grieving staff member within ten (10) workdays of hearing the grievance.  The request to appeal 
shall include a clear explanation of why the Employee disagrees with the response/decision. 

Step 3: Appeal to the County Board 
 
Should the Employee chose to appeal, he/she may, within ten (10) workdays of receiving the Step 2 decision from the IHO, submit a 
written request to Human Resources to appeal to the County Board.  The request to appeal shall include a clear explanation of why the 
Employee disagrees with the decision/response. 
 
Part 4: Certification 
I hereby certify that all information submitted on this Grievance Filing Form is true and complete to the best of my 
knowledge and belief. I understand I may terminate my grievance at any time by delivering to Human Resources, a written 
notification requesting such withdrawal.  
   

Grievant’s Signature  Date 
 

Mail or 
Deliver this 
form to: 

Human Resources 
36245 Main Street 
Whitehall, WI  54773 

OR Fax this 
form to: Human Resources at 715-538-4776 

  
      

HUMAN RESOURCES USE ONLY 
Step 1: Appeal to the Human Resources Director 
Date of receipt of Grievance:   
Date of Written Response to Grievant:   
The grievant’s requested resolution is: 
  Granted  
  Declined  
  Granted with modifications (please specify):  
 

http://www.tremplocounty.com/
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Step 2: Appeal to the Impartial Hearing Officer 
Date of receipt of Appeal to IHO: 
Date of meeting with IHO: 

  

Date of written response to grievant:   
The grievant’s requested resolution is: 
  Granted  
  Declined  
  Granted with modifications (please specify):  
 
 

Step 3: Appeal to the County Board 
Date of receipt of appeal to County Board:   
Date of meeting with County Board: 
Date of written response from Board to the grievant: 

  

The grievant’s requested resolution is: 
  Granted  
  Declined  
  Granted with modifications (please specify):  
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