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1. PURPOSE 

The purpose of this policy is to establish University Staff grievance procedures at all UW 
Oshkosh campuses.  A grievance in this section is a formal statement by an employee 
which alleges unfair treatment or dissatisfaction with aspects of working conditions within 
the University and which are outside his/her control.  The term "grievance" is used in two 
senses here.  It denotes first the distress or dissatisfaction caused by perceived unfair 
treatment or violation of rights or in general unsatisfactory working conditions.  It also 
denotes a formal appeal for relief from such distress or dissatisfaction.  A grievance differs 
from a complaint in that it focuses upon the effects experienced by the grievant rather 
than upon the alleged misconduct of another.  A grievance seeks relief for the grievant 
rather than punishment of another individual. 

2. RESPONSIBLE OFFICER 

The Office of Human Resources will maintain this policy.  Please contact Human Resources 
at hroffice@uwosh.edu, (920) 424-1166, or at https://hr.uwosh.edu/. 

 

The Office of the Provost and Vice Chancellor documents approved policies in the Faculty 
and Staff Handbook at https://www.uwosh.edu/provost/Main%20Highlight/handbooks. 

3. SCOPE 

This policy applies to University Staff with an expectation of continued employment who 
wish to file a grievance contesting layoff, disciplinary action, or dismissals if the employee 
alleges that the action was taken without just cause.  Grievances may also be filed for 
working conditions or workplace safety. University Staff serving a probationary period, 
temporary employees and project employees do not have the right to file grievances on 
dismissal, discipline or layoff. University Staff serving a probationary period, temporary 
employees and project employees do have the right to file a grievance on working 
conditions.  Prior to filing a grievance, employees are strongly encouraged to first seek 
resolution through discussions with supervisors and other institutional resources. 

4. BACKGROUND 

Chapters UWS 6 and UWS 13 of the Wisconsin Administrative Code require UW 
System institutions to establish complaint procedures for faculty and academic 
staff in cases involving allegations made by persons other than the employee’s 
supervisor.  

 

Effective July 1, 2015, UPS OP: GEN 24 established University Staff complaint 
procedure guidelines. 
 

 

mailto:hroffice@uwosh.edu
https://hr.uwosh.edu/
https://www.uwosh.edu/provost/Main%20Highlight/handbooks


5. DEFINITIONS 

A. “Dismissal” means separation from employment for disciplinary or performance 
reasons. 

B. “Discipline” means any action taken by a University of Wisconsin institution with respect 
to a University Staff member with an expectation of continued employment which has 
the effect, in whole or in part, of a penalty. 

C. “Grievance” is a written complaint by a University Staff member involving an alleged 
violation of conditions of employment. Only one subject matter shall be covered in any 
one grievance. A grievance shall contain a clear and concise statement of the grievance 
by indicating the issue involved, the relief sought, and the date the incident or violation 
took place. 

D. “Grievance procedure” means the process through which certain working conditions, 
discipline, or dismissal of a UW System University Staff member with an expectation of 
continued employment can be appealed. 

E. “Impartial Hearing Officer (IHO)” means a grievance review committee established 
through shared governance, an arbitrator employed by the Wisconsin Employment 
Relations Commission (WERC), an arbitrator from the WERC roster of neutral decision 
makers not employed by the WERC, or an arbitrator from a roster developed by UW 
System Administration of arbitrators with a set fee for resolving a discharge case. 

F. “Just Cause” means a standard that is applied to determine the appropriateness of a 
disciplinary action. The elements of determining whether just cause exists are: 

• Whether the employee had notice of workplace expectations and potential 
consequences if those expectations were not met; 

• Whether the workplace expectations were reasonably related to business efficiency 
and performance the employer might reasonably expect from the employee; 

• Whether an investigation was undertaken by the employer before discipline or 
discharge to determine whether the employee violated expectations; 

• Whether the investigation was conducted fairly and objectively; 

• Whether the employer obtained substantial evidence of the employee’s guilt; 

• Whether workplace expectations were applied fairly and without discrimination; and 

• Whether the degree of discipline imposed reasonably related to the seriousness of 
the employee’s offense and the employee’s past record. 

G. “Layoff” means separation from employment for reasons of budget or due to the 
discontinuance, curtailment, modification, or redirection of a program. 

H. “University Staff” are members of the university workforce paid on an hourly basis who 
contribute in a broad array of positions in support of the university’s mission. 

 

 



6. POLICY STATEMENT 

A. University staff with the expectation of continued employment may appeal certain 
working conditions, discipline, layoff, or dismissal. 

B. Discipline and dismissal of a University Staff member with an expectation of continued 
employment may be imposed only for just cause. 

C. A grievance must allege that an employee has been, or is being, adversely affected by an 
improper application, interpretation or violation of a specific law, University rule, policy, 
practice or procedure.  

D. A grievance may be denied if it fails to allege a grievable issue.  

E. Matters related to wage, hours of work, types of fringe benefits, performance 
evaluations, and other conditions of employment are non-grievable actions.  

F. If the grievance concerns any of the discrimination or harassment sections in GEN 
1.2.(1) through (8), the grievance is made according to the process outlined in that 
section of this Handbook.  

G. Prior to filing a grievance, a University Staff member is encouraged to seek resolution 
with his/her immediate supervisor utilizing informal discussion, collegial interaction and 
existing structures to resolve conflicts and to remedy personal and professional 
concerns whenever possible.  

a. If the immediate supervisor is not a department head, he/she shall notify the 
department head of the grievance and ensuing discussions.  

b. Administration will make a good faith effort to informally resolve a problem 
brought to their attention through discussion and communication with the 
department or unit involved. If an attempt to resolve a matter is not successful, a 
grievance may be filed. 

H. UW-Oshkosh is prohibited from retaliating against a grievant, representative, witness, or 
potential witness. 

I. An employee has the right to assistance from a representative of his/her choice at any 
step in the grievance or disciplinary process.  

a. The representative has the right to be present to observe meetings and to take 
notes.  

b. He/she has a limited right to speak but can serve as an advisor to the employee 
including repeating certain points stated by employee, explaining significance of 
points made by the employee, and speaking about practices at the work site. 

c. The representative has no right to speak for the employee in response to 
questions. 

J. The employee and his/her representative will be allowed a reasonable period of time as 
determined by the OHR to investigate, prepare, and present a grievance during normal 
work hours without loss of pay.  Time spent preparing grievances outside the employee’s 
scheduled work hours, or any travel or other expenses incurred by the grievant, are not 
the responsibility of UW Oshkosh. Any expense incurred by the grievant or his/her 



representative in investigating, preparing, or presenting a grievance shall be the sole 
responsibility of the grievant or representative. 

K. Any changes to the related procedures for this policy will be coordinated through HR 
and the University Staff Senate President outside of the policy approval process. 

L. The difference between a Grievance and a Complaint is outlined below.  
 
 

 Grievance Complaint 

Nature alleges unfair treatment or 
dissatisfaction with aspects of 
working conditions 

objection to perceived misconduct 
and seeks disciplinary action 
against another employee 

Focus relief sanction; can lead to dismissal 
from employment for another 
employee 

Rules UW Oshkosh University Staff 
Personnel Rules (Grievances 
Policy) 

UW Oshkosh University Staff 
Personnel Rules (Complaints 
Policy) 

 
7. REFERENCES 
 

A. Stat. 36.115(4) – https://docs.legis.wisconsin.gov/statutes/statutes/36/115/4 

B. UW System Operational Policy GEN 14 –
https://www.wisconsin.edu/personnelsystems/download/development_documents/op
s/gen/UPS-OP-GEN-14-Grievance-Procedure.pdf 

C. Wisconsin Employment Relations Commission (WERC) – See Sec. 430-090 (page 5) of 
Wisconsin Human Resources Handbook: 
http://oser.state.wi.us/docview.asp?docid=7358 

8. PROCEDURES 
 

[Links to procedural information on how to comply with the policy 
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https://www.wisconsin.edu/personnelsystems/download/development_documents/ops/gen/UPS-OP-GEN-14-Grievance-Procedure.pdf
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