PLEASE NOTE START TIME IS 6:00 P.M.

AGENDA
MAPLEWOOD CITY COUNCIL
SPECIAL CITY COUNCIL MEETING
6:00 P.M. Monday, March 23, 2015
City Hall, Council Chambers

A. CALL TO ORDER
B. ROLL CALL
C. APPROVAL OF AGENDA

D. UNFINISHED BUSINESS
None

E. NEW BUSINESS
1. Discussion of Status of Labor Contract Negotiations - Intent to Close Meeting
(§13D.03) (No Report)
a) A.F.S.C.M.E., Council No.5, Local 2725
b) The Metro Supervisory Group (MSA)
c) Maplewood Confidential & Supervisory Group (MCSA)
d) Law Enforcement Labor Services, Inc., Local 153, Police Officers

F. ADJOURNMENT



For the Permanent Record
Meeting Date: 03/23/2015
Agenda ltem #: D1

MEMORANDUM
TO: - Melinda-Coleman, City Manager
FROM: Mike Funk, Assistant City Manager/Director of Human Resources

DATE: March 23, 2015

SUBJECT: Appro'val' of 2015-2016 Collective Bargaining Agreements for: A.F.S.C.M.E.
Council No. 5 Local 2725, Maplewood Confidential & Supervisory Group
(MCSA)}, and the Metro Supervisory Group (MSA)

Introduction/Background
The existing contract with A.F.5.C.M.E. Council No. 5 Local 2725, Maplewood Confidential &

Supervisory Group (MCSA), and the Metro Supervisory Group (MSA) expired on December 31,
2014; and it is recommended to approve new two (2) year contracts with these three groups.

The current two year contracts were approved for the period January 1%, 2013- December 31%,
2014. Although the existing contracts expired on December 31, 2014, it remains a legally
binding document until a new agreement is reached.

The City began discussions with all three of these groups in November, 2014. Since that time
there have been several meetings with union representatives and the city's management team
to reach compromise and agreement for a new contract.

Discussion

The City Council shall discuss the impacts of the contract and whether the contract meets the
goals of the City. The framework for discussion involved the following criteria:

» Compensation and benefits do not compromise the fiscal health of the city and fit within
the parameters of the revenue generated from the city’s tax levy.

* Valuing City employees That Compensation and benefits are competitive in the market
so the city is in a position to retain and recruit employees

¢ Bring a level of parity among the contracts. There are differences in base benefit .
offerings that should be more consistent between the groups.

»  Strengthen the relationship between management and labor
Look for operational efficiencies in the contract to reduce city cost.

The following summarizes changes in new two (2) year agreements:

» Compensation/Wages. Staff recommends increasing the Cost of Living Adjustment
(COLA) for a two-year contract as follows:
o 2015: 2% on January 1%
o 2016: 1% on January 9™, 1% on June 11", 1% on September 3

 Insurance. The city currently offers two levels of insurance- a high deductible plan and
an open access plan. For 2015, or year one of the contract, it is proposed to maintain
the current cost participation splits between the city and the employee.




For 2016, or year two of the contraci, the city proposes a contract re-opener. Given the
uncertainly of premiums and changes 1o the Affordable Care Act, there are too many
variables and risk to insurance terms. The city has an established “insurance
Committee”; with representation from both management and union employees.

» Holiday/Personal Holiday Time Off. This provision has been converted from days off to
hours. In order to achieve parody among the contracts the city will allow 20 hours per
year for 2080 employees.

Specific to A.F.S.C.M.E

o Clarified language for split shift scenario’s (snow plowing)

e Increased tool allowance from $475 to $500 (3 employees=$150 budget impact)

» Cleaned up list for eligible differential pay when operating certain pieces of equipment

Specific to MCSA and MSA

*No other proposed changes beyond Compensation/Wages, Insurance, and Personal
Holiday Time Off (as noted above).

Budget Impact

o Wages
2 Year Union Request $ 770,445
Estimated increase in wages $ 539,707 (3.9%).
e Health Insurance. Premiums for these two plans increased by 9.5% and 10.6%.
2014 Health Insurance Cost $2,558,368 (city wide)
2015 Health Insurance Cost $2,736,501 (city wide)
increase $ 178,133 (6.9%)

*2016 Contract Re-opener

Recommendation

It is recommended the City Council approve the following motion: “A motion to approve the
2015 and 2016 A.F.S.C.M.E. Council No. 5 1 ocal 2725, Maplewood Confidential & Supervisory
Group (MCSA), and the Metro Supervisory Group (MSA) Labor Agreements; and authorize the
Mayor and City Manager to execute said contracts on behalf of the City".

Attachments
1. Proposed Draft Contract for A.F.S.C.M.E., ‘Council No. 5, Local 2725 [to be provided
during closed session]
2. Proposed Draft Contract for Maplewood Confidential & Supervisory Group (MCSA)
[to be provided during closed session]
3. Proposed Draft Contract for Metro Supervisory Group (MSA) [to be provided during
closed session]
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ARTICLE 1: PURPOSE OF AGREEMENT

This AGREEMENT is entered into between the City of Maplewoed, hereinafter called
EMPLOYER, Local 2725, and Council 5, American Federation of State, County and Municipal

Employees, AFL-CIO hereinafter called the UNION. The intent and purpose of this
AGREEMENT is to:

1.1 Establish certain hours, wages and other conditions of employment;

1.2 Establish procedures for the equitable and peaceful resolution of disputes concernlng
this AGREEMENT'S interpretation and/or appllcatlon

1.3 Specify the full and complete understanding of the parties; and

1.4 Place in written form the parties' agreement upon terms and conditions of employment
for the duration of the AGREEMENT.

The EMPLOYER and the UNION, through this AGREEMENT, continue their dedication to the

highest quality of public service. Both parties recognize this Agreement as a pledge of this
dedication.

ARTICLE 2: RECOGNITION

The EMPLOYER recognizes the UNION as the exclusive representative under Minnesota
Statutes, Section 179.71 Subd. 3 as an appropriate bargaining unit consisting of the following
job classifications:

Accountant

Accounting Technician
Administrative Assistant

Building Attendant

Building Custodian

Building Inspector

Building Inspector Apprentice
Building Maintenance Worker
Business Licensing Specialist
Civil Engineer |

Civil Engineer I

Community Service Officer (CSO)
Crew Chief — Mechanic

Crew Chief — Sanitary Sewer
Crew Chief — Storm Sewer

Crew Chief — Street Maintenance
Crew Chief—Park Maintenance
Customer Service Associate
Customer Service Representative
Engineering Technician
Environmental Health Official
Environmental Planner
Environmental/City Code Specialist
Facility Technician

Heavy Equipment Mechanic

Lead Building Custodian




2.2
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3.1
3.2
3.3
3.4

35
3.6

3.7

3.8

39

3.10

Lead Licensing Specialist
Licensing Specialist

Lifeguard

Maintenance Worker
Naturalist

Office Specialist

Planner

Police Records Specialist
Property Evidence Technician
Senior Engineering Technician
Vehicle Equipment Maintenance Technician

In the event the Employer and the Union are unable to agree upon the inclusion or
exclusion of a new or modified job classification, the issue shall be submitted to the
Bureau of Mediation Services for determination.

All temporary employees who work for less than six (6) months out of any twelve (12)
consecutive month period are excluded from this contract.

ARTICLE 3: DEFINITIONS

UNION - Local 2725, Council 5 American Federation of State, County, and Municipal
Employees.

EMPLOYER - The City of Maplewood.

UNION MEMBER - A member of Local 2725, Council 5 of the American Federation of
State, County, and Municipal Employees employed by the City of Maplewood as set
forth in Article 2 of this AGREEMENT.

EMPLOYEE - A member of the exclusively recognized bargaining unit as set forth in
Article 2 of this AGREEMENT.

REGULAR PAY RATE - The employee’s'normal hourly pay rate.
SENIORITY - Employee's length of continuous service with the EMPLOYER.

SEVERANCE PAY - Payment made to an employee upon termination of employment as
provided in Article 21.

CALL BACK - Return of an employee to a specified work site to perform assigned duties
at the express authorization of the EMPLOYER at a time other than an assigned shift.
An extension of, or early report to, an assigned shift is not a call back.

STRIKE - Concerted action in failing to report for duty the willful absence from one's
position, the stoppage of work, slowdown, or abstinence in whole or in part from the full,
faithful and proper performance of the duties of employment for the purposes of
inducing, influencing or coercing a change in the conditions, compensation, rights,
privileges or obligations of employment.

GRIEVANCE - A dispute or disagreement as to the interpretation or application of the
specific terms and conditions of this AGREEMENT.
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3.12

3.13

FMLA - The Family Medical Leave Act - See Article 20.5

EXEMPT Not covered by the federal and state Falr Labor Standards Acts overtlme
requirements. _

NON-EXEMPT - Covered by the federal and state Fair Labor Standards Acts overtime
requirements.

ARTICLE 4: UNION SECURITY

In recognition of the UNION as the exclusive representative, the EMPLOYER shall:

4.1

4.2

4.3

4.4

4.5

46

5.1

52

Fair Share Fees - Deduct fair share fees in accordance with Minnesoté Statutes, Section
179A.06, Subd. 3. '

Union Dues - Deduct each payroll period an amount sufficient to provide the payment of
dues established by the UNION from the wages of all employees authorizing such
deduction. Remit such deduction with an itemized statement to the appropriate
designated officer of the UNION within ten days following said deduction.

Bulletin Board - The EMPLOYER agrees to provide and maintain one bulletin board for
display of UNION notices and bulletins at each of the following facilities/areas:

1. City Hall . 4. Police Department
2. Community Center 5. 1902 Building
3. Park Maintenance Building 6. Nature Center

Union Stewards - The UNION may designate certain employees from the bargaining unit
to act as stewards and shall inform the EMPLOYER in writing of such choice. The
EMPLOYER agrees to afford reasonable time off to those elected officials or appointed
representatives of the exclusive representative for the purpose of conducting the duties
of the UNION and agrees to provide for reasonable leaves of absence, without pay, to

‘elected or appointed officials of the UNION as provided by State Statute.

Hold Harmiess - The UNION agrees to indemnify and hold the EMPLOYER harmless

against any and all claims, suits, orders, or judgments brought or issued against the City
as a result of any action taken or not taken by the City under the provisions of thls
Article.

Seniority List - The EMPLOYER will nbrmally notify the UNION of the names and job
titles of new hires within two weeks of start date. On a quarterly basis, ‘the EMPLOYER
will notify the UNION of termlnatlons from the unit.

ARTICLE 5: EMPLOYER SECURITY
No Strike - The UNION agrees that during the life of this AGREEMENT it will not cause,
encourage, participate in or support any strike, slow down, other interruption of, or

interference with the normal functions of the EMPLOYER.

Termination of Strikers - Employees who engage in an unlawful sirike may have their
appointment terminated by the EMPLOYER effective the date the violation first occurs.
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6.1

6.2

6.3

7.1

7.2

Such termination shall be effective upon written notice served upon the employee.

Unexcused Absence During Strike - Employees who are absent from any portion of their
work assignment without permission, or who abstains wholly or in part from the full
performance of their duties without permission from the EMPLOYER on the date or

dates when a strike occurs is prima facie presumed to have engaged in a strike on such
date or dates. ‘

Reemployment of Strikers - Employees who knowingly and unlawfully strike and whose
employment has been terminated for such action may, subsequent to such violation, be
appointed or re-appointed or employed or re-employed, but the employees shall be on
probation for two (2) years with respect to tenure of employment, or contract of
employment, as they may have theretofore been entitled.

No Strike Pay - Employees shall not be entitled to any daily pay, wages, or per diem for
the day(s) in which they engaged in a strike.

ARTICLE 6: EMPLOYER AUTHORITY

The Employer retains the full and unrestricted righit to operate and manage all staff,
facilities, and equipment; to establish functions and programs; to set and amend policies,
procedures and budgets; to determine the ufilization of technology; to establish and
modify the organizational structure; to select, direct and determine the number of
personnel; to establish work schedules, and to perform any inherent managerial function
not specifically limited by this agreement.

Any term and condition of employment not specifically established or modified by this
AGREEMENT shall remain solely within the discretion of the EMPLOYER to modify,
establish, or eliminate.

Subcontracting - Nothing in this Agreement shall prohibit or restrict the right of the
Employer from subcontracting out work performed by employees covered by this
Agreement or likewise shall prohibit or restrict any other right as set forth in 6.1 herein.
Except when the Employer has determined there is an emergency or other urgent
matter, the Employer will notify the Union at least thirty (30} days prior to subcontracting
out work usually performed by employees represented by this bargaining unit, if such
subcontracting may require a reduction in the bargaining unit work force. No regular full-
time employee in this bargaining unit will be laid off solely as a result of the Employer
subcontracting out work required by the Employer, to be performed by regular full-time
members of this bargaining unit pursuant to this agreement.

ARTICLE 7: WORK SCHEDULES

Normal Workday/Workweek - The sole authority in work schedules is the EMPLOYER.
The normal workday for an employee shall be eight (8) hours. Normal office hours are
8:00 a.m. to 5:00 p.m.; however, mutually convenient flexible schedules can be arranged
within departments. The normal workweek shall be forty (40) hours Monday through
Friday. :

Regular Shifts - Service to the public may require the establishment of regular shifts for
some employees on a daily, weekly, seasonal, or annual basis other than the normal

work day or work week. The EMPLOYER will give advance notice to the employees
6




7.3

7.4
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7.6

7.7

7.8

affected by the establishment of workdays different from the employee s normal eight (8)
hour workday. :

Unusuai Work Circumstances - In the event that work is required because of unusual
circumstances such as (but not limited to) fire, flood, snow, sleet, or breakdown of
municipal equipment or facilities, no advance notice need be given. It is not required
that an employee working other than the normal work day be scheduled to work more
than eight (8) hours; however, all employees have an obligation to work overtime or call
backs if requested unless unusual circumstances prevent them from so working. When
employees are so notified to report at a time other than their normal scheduled reporting
time due to such unusual circumstances, they shall be paid for a total thirty (30) minute
arrival time.

Saturday/Sunday Workweeks - Service to the public may require the establishment of
regular workweeks that schedule work on Saturdays and/or Sundays.

- Permanent Schedule Changes - Any pem'ranent changes in the work schedule should

be preceded with at least a two (2) week notice to the affected employees.

Out-of-Class Assignment - Any employee working an out-of-class assignment for four (4)
hours or more shall be paid at the higher job classification at the starting rate, but in no
case shall the employee receive less than $1.00 per hour additional. For the purposes

of this Article, an out-of-class assignment is defined as an assignment of an employee to -
perform the significant duties and responsibilities of a position different from the
employee's regular position, and which is in a higher classification within the bargaining
unit. Also for purposes of this Article, employees will be paid at the higher rate only for
the hours worked at the higher rate.

Upon agreement between an employee, union representative, and the department head,
the City may allow employees to perform work normally associated with another position
for a limited period of time (not to exceed 120 hours in a year) for purposes of furthering
the employee’s development or providing variety to the job. This should be temporary in
nature and must be approved in advance by both the department head and Human
Resource Department. If both the employee and department head agree that this is for
the employee’s benefit and is not detrimental to the City, the “out-of-class” language and
pay requirements of the contract will not apply.

Flexible Scheduling - Non-exempt employees, who normally work eight (8) hour shifts,
will be paid one and one-half (1-1/2) times the employee’s regular pay rate for all hours
worked in excess of eight (8) hours, when required to work more than eight (8) _hours.

Changes of shift do not qualify an employee for overtime under this article. Non-exempt
employees who normally work shifts of longer than eight (8) hours will be paid one and
one half (1-1/2) times the employee's regular pay rate for all hours in excess of the
normal shift length.  Exempt employees who work over 40 hours per workweek will be
paid straight time for all hours worked.

Schedule changes made by the supervisor shall be posted for fourteen (14) days prior to
the effective date.

At the employee’s request, employees may work a shorter shift than that normally
required and may make up the time on another shift, upon approval of their supervisor.
When employees avail themselves of this approved flexible scheduling, they will not be
eligible for overtime for the longer shift. Under no circumstances will an employee be
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allowed to work more than forty (40) hours in a given week due to selecting this option, if
they would not have been eligible to do so prior to selecting it.

Anytime an employee (who is on vacation and sick leave) is ill or injured and misses a
shift of other than eight (8) hours, they will be required to use sick leave equal to the
hours for which they were scheduled. (If the shift was ten (10) hours, and they miss the
entire shift, they will be required to use ten (10) hours of sick leave.) If on annual leave,
the employee will use annual leave in accordance with the annual leave policy.

7.9 Premium Pay — Non-exempt employees who are required to come in before their normal
work day start time for EMPLOYER shall be paid one and one half (1'%) times their
regular rate for their time before the start of their regularly scheduled shift. For snow
plowing events, if its determined that an employee be relieved of duty during their

~hormally regularly scheduled shift and returns later to complete the remainder of the
shift, those hours worked at the return of the shift shall be paid at one and one-half (1-
1/2) times the employees regular pay rate.

ARTICLE 8: CALL BACK

Non-exempt employees called in for work by the EMPLOYER at a time other than their normal
scheduled shift will be compensated for a minimum of three (3) hours pay at one and one-half
(1-1/2) times the employee's regular pay rate.

Exempt employees will receive a minimum of two hours pay at straight time. If the call-in or call-
back is an extension to the regular shift, then the minimum hours provision of this clause will not
apply.

" ARTICLE 9: STAND BY

9.1 A non-exempt employee shall receive a minimum pay equal to three (3) hours of
- overtime for each Saturday, Sunday or holiday said employee is required by the
EMPLOYER to be immediately available for work. Exempt employees are not eligible
for standby pay.

Non-exempt employees who are placed on call will be paid two (2) hours (at straight
time) for each weekday they are required by the EMPLOYER to be immediately
available for work. (A weekday is Monday through Friday, excluding holidays.}) The rate
of pay to be used for calculations of straight time or overtime for employees in the
Maintenance Worker title (in this situation) will be Step 8 of the Maintenance Worker
salary range. Any employee whose normal hourly wage is higher than Step 8 of the
Maintenance Worker salary range will receive payment for any unused comp time at
year-end at the rate of Step 8 of Maintenance Worker for the entire balance.

Immediately available for work means to be able to respond to a callback within 30
minutes. Employees who will not be able to respond within that timeframe will not be
eligible for callback pay.

9.2  The Facility Technician assigned to the Community Center will receive one hour of
overtime each week provided that he/she wears a pager and responds to Community
Center maintenance calls after hours and on days off. The employee will be eligible for
callback pay when required to come in to work as provided in Article 8 but will not be

eligible for callback pay for phone calls.




ARTICLE 10: MEAL AND REST PERIODS

An employee may take either one-half (1/2) hour or one (1) hour meal period (without pay) and
two (2) fifteen (15) minute rest periods (with pay) during a normal work day at times determined
by the EMPLOYER. An employee who works beyond the normal workday shall be granted a
one-half (1/2) hour unpaid break after five (5) consecutive hours of work. Rest periods shall be

-taken at the site of working operations at the time of said periods, unless otherwise determined
by the EMPLOYER. The length of the meal period will vary depending on department and job
title. The normal meal period for clerical and technical employees is one hour. The normal
meal period for public works and park maintenance employees is thirty (30) minutes.
Exceptions can be made with approval of the immediate supervisor.

111

11.2

11.3

11.4

11.5

11.6

11.7

ARTICLE 11: OVERTIME

Daily/Weekly Overtime - For non-exempt employees, hours worked in excess of eight (8)
hours within an assigned work day or more than forty (40) hours within an assigned work
week will be compensated at one and one-half (1-1/2) times the employee's regular pay
rate, unless the shift length is greater than eight (8) hours. In that case, overtime

eligibility begins after the regular shift is exceedéd. (See Article 7--Work Schedules.)

Holidays Worked - Hours worked by non-exempt employees on holidays, except
Thanksgiving, Christmas, and New Years, will be compensated for at one and one-half
(1-1/2) times the employee's regular pay rate in addition to the compensation provided in
the wage scheduie. Hours worked by non-exempt employees on the holidays of
Thanksgiving, Christmas, and New Years will be compensated for at two (2) times the
employee's regular pay rate in addition to the compensation provided in the wage
schedule. Holidays worked by exempt employees will be paid at straight time.

Equal Distribution - Overtime will be distributed as equally as practicable.

Overtime Refused - Overtime refused by employees will, for record purposes under
Section 11.3, be considered as unpaid overtime worked.

No Duplication of Overtime - For the purpose of computing overtime compensation,
overtime hours worked shaEI not be pyramided, compounded or paid twice for the same
hours worked.

Computing Overtime - All paid leave time shall be considered time worked for the
purpose of computing overtime.

The City will allow employees the opfion of accruing compensatory time in lieu of
overtime pay under the following conditions:

¢ Compensatory time will not be allowed where the overtime could have been
anticipated in advance and have simply been a schedule change with two weeks
notice:

e Compensatory time is not an option for positions that have to be back-filled with
another employee to keep reasonable staffing levels; and

¢ Any compensatory time accrued will be capped at eighty (80) hours per year and
will be cashed out at the end of the year, if not used, prior to any annual adjustment.

¢ Overtime worked in excess of the eighty- (80) hour cap will be paid during the same
pay period it is earned.
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12.2

12.3

13.1

13.2

13.3

13.4

ARTICLE 12: PROBATIONARY PERIODS

Probationary Period - New Employees - All newly hired or rehired employees will serve a
nhine (9) month probationary period. This probationary period may be extended at the
discretion of the Employer for no more than ninety (20) days. The employee shall be
notified of any extensions and the reasons for the extension prior to the end of the initial
probationary period. At any time during the probationary period a newly hired or rehired
employee may be terminated at the sole discretion of the EMPLOYER.

Employees who previously worked for the Employer and left employment but have not
been away from employment with the City of Maplewood more than one (1) year will
serve a ninety (90) day probation period. This provision is only available to employees
who have already worked in the same job classification for which they are being rehired
at least one (1) year and who have successfully completed a probation period in the
same job classification. _

Probationary Period - New Classification - Effective May 5, 1999, all employees
promoted or transferred will serve a six (6) month probationary period in any job -
classification in which the employee has not served a probationary period. After the first
three (3) months of this probationary period the newly transferred or promoted employee
shall receive a written performance evaluation from their supervisor with written input
from the employee. At any time during the probationary period a promoted or
transferred employee may be demoted or transferred to the employee's previous
position at the sole discretion of the EMPLOYER.

ARTICLE 13: SENIORITY

Determining Criterion - Seniority will be the determining criterion for transfers, newly
created positions and promotions only when all other qualification factors are equal.

Layoff - In the event it becomes necessary to lay off employees for any reason,
employees within a given job classification shall be laid off in inverse order of their
seniority in the following order: '

| a. Probationary part-time employees

b. Probationary full-time employees
¢. Regular (part-time and full-time) employees

Bumping - in the event of layoffs, employees may exercise their seniority rights to a job
class of equal or lower pay within the bargaining-unit. To bump, the employee must
meet the knowledge, skills, abilities and minimum qualifications, and pass normal
required tests.

Recall - Employees shall be recalled from layoff according to seniority. No new
employee shall be hired for a job classification for which a layoff has occurred until all
employees on layoff status within that job classification have been given ample
opportunity to return to work within eighteen (18) months of said layoff. The City will
notify employees on layoff to return to work by registered mail at that employee's last
recorded address. The employee must return to work within three (3) weeks of receipt
of this notice in order to be eligible for re-employment.

10




13.5

136

13.7

13.8

14.1

14.2

14.3

- 144

Promotion Qutside Bargaining Unit - Employees promoted outside the bargaining unit

shall maintain their seniority in the unit for thirty (30) days.

Seniority Grievance - Disagreements between the EMPLOYER and employee relative to
the use of seniority in promotions, transfers, and newly created positions is a proper

- subject for the grievance procedure outlined in Article 16 of this AGREEMENT.

Continuous Service - For purposes of seniority, an employee's continuous service record
shall be broken by voluntary resignation, discharge for just cause or retirement.

Voluntary Transfer - If employees voluntarily transfer within the bargaining unit, they will
go to the bottom of the department seniority list, except that the bargaining unit seniority
will take effect in case of layoff.

ARTICLE 14: JOB POSTING

Promotion From Within - The EMPLOYER and thé UNION agree that permanent job
vacancies or newly created job classifications within the designated bargaining unit shall
be filled based on the concept of promotion from within provided that applicants:

a. h'ave the necessary qualifications to meet the standards of the job vacancy; and
b. have the ability to perform the duties and responsibilities the job vacancy.

Promotional Probation - Employees fllllng a higher job class based on the provisions of
this Article shall be subject to the conditions of Article 12--Probationary Periods.

Selection Decision - The EMPLOYER has the right of final decision in the selection of
employees to fill posted jobs based on qualifications, abilities and experience.

It is the intent of the parties, the Employer and the Union, to attract the most qualified
candidates for city service. Should the Employer look to fill any vacancies in the classes
of “Maintenance Worker” or “Maintenance Trainee,” the Employer will make every
reasonable effort to fill said vacancies at the “Maintenance Worker” class. However, the
city is not precluded from hiring a Maintenance Trainee when warranted by market
conditions, budgetary limitations, or other economic factors.

Job Posting - Job vacancies within the designated bargaining unit wilt be posted for ten

{10) working days so that members of the bargalnlng unit can be considered for such
vacancies. :

ARTICLE 15: DISCIPLINE

The EMPLOYER will discipline employees only for just cause.

16.1

ARTICLE 16: GRIEVANCE PROCEDURE/ARBITRATION_

Processing of a Grievance - It is recognized and accepted by the UNION and the

EMPLOYER that the processing of grievances as hereinafter provided is limited by the

job duties and responsibilities of the EMPLOYEES and shall therefore be accomplished

during normal working hours only when consistent with such EMPLOYER duties and
11




16.2

responsibilities. The aggrieved EMPLLOYEE and the UNION representative shall be
allowed a reasonable amount of time without loss in pay when a grievance is
investigated and presented to the EMPLOYER during normal working hours provided
the EMPLOYEE and the UNION representative have notified and received the approval
of the designated supervisor who has determined that such absence is reasonable and
would not be detrimental to the work programs of the EMPLOYER. The designated
supervisor shall schedule an approved absence within five (5) workdays after the request for absence.

Procedure - Any grievance or dispute between the parties relative to the application,
meaning or interpretation of this AGREEMENT shall be settled in the following manner:

Step 1. The UNION steward, with or without the employee, shall take up the
grievance or dispute with the employee's immediate supervisor within twenty-one
(21) calendar days after such alleged violation has occurred. The supervisor shall
attempt to adjust the matter and shall respond to the steward within seven (7)
calendar days.

Step 2. If the grievance has not been settled in accordance with Step 1, it shall be
presented in writing, setting forth the nature of the grievance, the facts on which itis
based, the provision or provisions of the AGREEMENT allegediy violated, and the
remedy requested, by the UNION steward or their designate fo the proper
department head within seven (7) calendar days after the supervisor's response is
due. The depariment head or their designate will respond to the UNION steward in
writing within seven (7) calendar days.

Step 3. If the grievance has not been settled in accordance with Step 2, it shall be
presented in writing, setting forth the nature of the grievance, the facts on which it is
based, the provision or provisions of the AGREEMENT allegedly violated, and the
remedy requested by the UNION steward or their designate and UNION business
representative to the City Manager within seven (7) calendar days after the
department head's response is due. The City Manager or their designate will
respond to the UNION steward in writing within seven (7) calendar days.

Step 4. If the grievance is still unsettled in accordance with Step 3, the UNION may,

- within fourteen (14) calendar days after the City Manager's reply is due, give notice
of its intention to submit the issue to arbitration by giving written notice, setting forth
the nature of the grievance, the facts on which it is based, the provision or provisions
of the AGREEMENT allegedly violated and the remedy requested, to the other party.
The arbitration proceeding shall be conducted by an arbitrator to be selected by the
EMPLOYER and the UNION within seven (7) calendar days after the UNION
requests such action. If the parties fail to select an arbitrator, the State Bureau of
Mediation Services will be requested by either or both parties to provide a panel of
five arbitrators. Both the EMPLOYER and the UNION shall have the right to strike
two (2) names from the panel. The UNION shall strike the first name, the other party
shall strike one (1) name, the process will be repeated, and the remaining person
shall be the arbitrator. The decision of the arbitrator shall be final and binding on the
parties, and the arbitrator shall be requested to issue his decision within thirty (30)
calendar days after the conclusion of testimony and argument. Expenses for the
arbitrator's services and proceedings shall be borne equally by the EMPLOYER and
the UNION. However, each pariy shall be responsible for compensation of its own
representatives and outside witnesses. If either party desires a verbatim record of
the proceedings, it may cause such record to be made, providing it pays for the
record and makes copies available at a reasonable cost to the other party and to the
arbitrator.

12




16.3 Waiver - If a grievance is not presented within the time limits set forth above, it shall be

16.4

171

17.2

17.3

17.4

18.1

considered "waived". If a grievance is not appealed to the next step within the specified
time limit or any agreed extension thereof, it shall be considered settled on the basis of
the EMPLOYER'S last answer. If the EMPLOYER does not answer a grievance or an
appeal thereof within the specified time limits, the UNION may elect to treat the
grievance as denied at that step and immediately appeal the grievance to the next step.
The time limit in each step may be extended by mutual agreement of the EMPLOYER |
and the UNION without prejudice to either party.

Arbitrator's Authority -

a. The arbitrator shall have no right to amend, modify, nullify, ignore, add to or subtract
from the terms and conditions of this AGREEMENT. The arbitrator shall consider
and decide only the specific issue(s) submitted in writing by the EMPLOYER and the
UNION, and shall have no authority to make a decision on any other issue not
submitted.

b. The arbitrator shall be without power to make decisions contrary to, inconsistent with,
modifying, or varying in any way, the application of laws.

ARTICLE 17: VACATION / ANNUAL LEAVE

- Vacation Schedule — Employees who work full-time and were hired prior to May 5, 2001

shall earn monthly paid vacation leave as per the following schedule:

1 - 4 years of service -- 10 working days per year

5 - 11 years of service -- 15 working days per year

12 - 20 years of service -- 20 working days per year

After 20 years of service and thereafter - 25 working days per year

Part-time employees hired before May 5, 2001 who regularly work (and are on payroll at)
20 or more hours per week shall accrue vacation on a prorated basis. Employees hired
prior to January 1, 2003 at 15 —19 hours per week will be grandfathered in for ehglbillty
o pro-rated vacatlon or annual leave.

Maximum Vacation Accumulation - Employees will be allowed to carry over a maximum
of one and one-half (1-1/2) times his/her annual accrual rate into each successive year.
(Part-time employee carryover is pro-rated based on hours worked.)

The EMPLOYER and UNION agree to incorporate the Annual Leave Program as
adopted by the City Council on February 12, 2001 and revised on September 23, 2002
(See addendum) '

Provisions 17.1 through 17.3 do not apply to employees who select the annual leave
program.

ARTICLE 18: HOLIDAYS

Holidays Observed - Full-time employees shall be compensated for a full eight (8) hour
day if employed at the time of any of the following holidays (prorated for part-time
employees who work (and are on payroll) at twenty (20) or more hours per week):

13




18.2

18.3

19.1

DATE

January 1

Third Monday in January
Third Monday in February
Last Monday in May

July 4

First Monday in September
November 11

Fourth Thursday in November
Fourth Friday in November

HOLIDAY

New Years Day

Martin Luther King's Birthday
President's Day

Memorial Day
Independence Day

Labor Day

Veterans Day

Thanksgiving Day

Day after Thanksgiving

December 25 Christmas Day

When a holiday falls on a Saturday or Sunday, the City shall designate the preceding
Friday or following Monday as the "observed" holiday for City operations/facilities that
are closed on holidays. Overtime for working on a holiday, as provided above, shall be-
for hours worked on the "actual" holiday as opposed to the "observed" holiday.

Personal Holidays - Full-time employees shall also receive twenty (20) hours of personal
holidays per year (prorated for part-time employees who are on payroll at twenty (20) or
more hours per week. The date of such personal holiday shall be approved by the
EMPLOYER.

Employees hired prior to January 1, 2003 into positions that are 15-19 hours per week
who remain continuously in such positions will be eligible for pro-rated holiday benefits in

- the same manner as they had been before that date.

ARTICLE 19: SICK LEAVE

Use of Sick Leave - Full-time employees hired prior to May 5, 2001, shall accumulate
sick leave at a rate of one and one-quarter (1-1/4) days per month {(prorated for part-time
employees who regularly work, and are on payroll at, 20 or more hours per week.
Employees who work less than twenty (20) hours per week who are on the vacation and
sick leave programs as of 12-31-02 will remain eligible for pro-rated sick leave as long
as they remain continuously at fifteen (15) or more hours per week. Employees who are
on annual leave do not accrue sick leave.

Sick leave may be approved only for days when an employee would otherwise have
been at their employment. It may be used, with the approval of the supervisor, in any of
the following cases: ’

a. when the employee cannot work because of the illness, injury, or disability of
themselves, their children, spouse, parents, stepchildren or stepparents;

b. for medical, dental, chiropractic or optical exams or treatment of the employee or the
employee's children (appointments should be scheduled to minimize the disruption of
the work day); '

c. when the employee's presence would jeopardize the health of other employees by
exposing them to contagious disease.

Employees shall notify the EMPLOYER at or before their normally scheduled starting
time of any illness for which they wish to take sick leave. The employee must submit
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19.2

19.3

19.4

satlsfactory proof of illness or injury by way of a doctor's certificate, if requested by the
EMPLOYER.

Those employees who misuse sick leave shall be subject to disciplinary action. Any
action taken by the EMPLOYER under this Article shalil be subject to the grievance
procedure. Inappropriate patterned use of unscheduled sick leave is not the purpose of
sick leave. Examples of patterned use include but are not limited to repeated one (1)
and two (2) day absences associated with scheduied days off. Such patterns may be
subject o dlsclplme '

Sick Leave Conversion - FuII-tlme and part-time employees hired after May 19, 1978 but
before May 5, 2001 are provided, at said employee's discretion, the following sick leave
conversion program in lieu of severance pay provided in Article 21. Said sick leave
conversion program shall provide for the conversion of forty percent (40%) of the
employee's annual earned and unused sick leave to vacation or deferred compensation
after an employee has accumulated forty-five (45) days or more of sick leave as
provided above. The conversion shall be made annually on January 1 at the employee's
request. Conversion shall be based only on sick leave days earned and unused during
the previous twelve (12) months. One-half (1/2) of the remaining annual earned and
unused sick leave shalf be retained as accumulated sick leave and one-half (1/2) shall

‘be forfeited by the employee to the City at the time of conversion. The amount of sick

leave earned and unused in the prior year that is eligible for conversmn shall be prorated
for part-time employees.

Conversion After Eight-Hundred (800) Hours - On December 31 of each year a full-time
employee with eight-hundred (800) hours or more of accumulated sick leave shall be
eligible to convert sick leave accumulated in the previous twelve (12) months to vacation
or deferred compensation at the employee's current pay rate on the basis of two (2)
hours of sick leave for one (1) hour of vacation or deferred compensation. Such
conversion shall not exceed a total of forty-eight (48) hours of vacation and deferred .
compensation. The amount of sick leave earned and unused in the prior year which is
eligible for conversion shall be pro-rated for part-time employees

Article 19 does not apply to employees on annual leave except as prowded in the
Annual Leave Program (Current Sick Leave Balances—Deferred Sick Leave, and
Severance Pay Sectlons)

ARTICLE 20: LEAVES OF ABSENCE

The EMPLOYER agrees to provide to full-time employees the followmg leaves of absence with
reasonable written notice from the employee:

20.1

1 20.2

Military Leave - Military leave, with pay, for reserve training, not to exceed fifteen (15)
working days per year, when ordered by the appropriate authorities.

Jury Duty Leave - Jury duty leave when ordered by the appropriate authorities. The
EMPLOYER agrees to pay the difference between the employee's regular salary and
jury duty pay if the jury duty pay is less than the employee's regular salary. If the jury is
dismissed more than two (2) hours prior to the end of the employee's regular scheduled
shift, the employee shall report to work. Employees who are scheduled to work evening

~ or night shift will be changed to day shift for the period of time they are required to serve

on jury duty. Employees must notify the City as soon as possible after receiving
notification of their order to serve.
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20.3 Educational Leave - Educational leaves with pay for work-related conferences and
seminars which occur during regular working hours when attendance is approved by the
EMPLOYER. The EMPLOYER further agrees to pay reasonable costs related to the
above.

204

20.5

Funeral/Bereavement Leave - A maximum of three (3) days of funeral/bereavement

leave with pay shall be extended to employees upon the death of a member of the
immediate family of the employee or their spouse (i.e., spouse, children; grandchildren,
parents, grandparents, brothers or sisters, sons-in-law or daughters-in-law). The
maximum eligibility for funeral leave remains at 24 hours, regardless of shift length. This
leave is pro-rated for part-time employees. '

Parenting Leave -

A.

Employees who work twenty (20) or more hours per week and have been employed
more than one (1} year are entitled to take an unpaid leave of absence in connection
with the birth or adoption of a child. The leave may not exceed twelve (12) weeks,
and must begin not more than six (6) weeks after the birth or adoption of the child.

Employees are not required to use sick leave during parental leave but may use sick
leave at their option for any period of this leave they are unable to work due to
medical reasons. In addition, sick leave of up to three (3) days for a normal delivery
and four (4) days for a caesarean delivery may be requested by employees in order
to take the expectant mother to the hospital for delivery and during the days
immediately following the birth including bringing the mother and child home.
Employees on annual leave will use annual leave in lieu of sick leave unless they are
eligible for deferred sick leave.

The employee is entitled to return to work i the same position and at the same rate
of pay the employee was receiving prior to commencement of the leave. Group
insurance coverage will remain in effect during the leave.

If the employee has any FMLA eligibility remaining at the time this leave
commences, this leave will also count as FMLA leave. Both leaves will run
concurrently until eligibility for either leave expires.

Seniority will continue to accrue during the twelve (12) week parental leave for

_eligible employees. Employees who have not completed their probationary period,

and are therefore not covered under the law, may receive up to a maximum of two
(2) weeks unpaid leave that is not adjusted for seniority W|th authorization of the
employee's supervisor and City Manager.

Employees shall be eligible for FMLA in accordance with Federal Law.

ARTICLE 21 (RESERVED)

ARTICLE 22: INJURY ON DUTY

Employees injured in or contracting illness from actual service and thereby rendered incapable
of performing their duty shall receive no more than their regular take-home pay during the
period of incapacity without loss of sick leave for a period not exceeding ninety (90} working
days per injury subject to the following conditions:
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a)

b)

c)

d)

In order to receive the benefits of this sectlon for a period exceeding seven (7) days said
injury or iliness must be determined to be eligible under worker's compensation.

In order to be eligible for the benefits of this section for a period of seven (7) days or
less, the Employer must determine that the injury is "on-the-job" in nature.

In order to be eligib[e for the benefits of this section, a written report of such injury must
be made within twenty-four (24) hours of said injury to the Employer. .

If an Employee takes advantage of this section, all salary related benefit income (such
as worker's compensation, disability benefits, etc.) must be turned over to the Employer.

Benefits of this section shall assure the Employee of thelr regular pay only and shall not

- include allowances for overtime or other pay.

—g)

h

)

K)

The recipient of the benefits of this section must submit proof that reasonable efforts
have been made to secure all salary related injury benefits available.

The Employer may require a reasonable number of physical examinations by the City's
Physician at reasonable times. at City expense.

The City's Physician shall determine when the Employee is able to return to work.
This section does not apply in the case of death of an Employee, on duty or otherwise.

The base pay of an Employee will continue until the "on-the-job" status of an injury has
been determined, if said injury appears to be "on-the-job." However, if it is found that the
injury is not job related, the time off will be credited to sick leave, vacation time,
compensatory time off or, if none of these are adequate, deducted from future pay of the
Employee.

a. Inthe event vacation time is used, upon the return to work of the Employee, fifty
percent (50%) of future sick leave accrual may be transferred to vacation time,
until such time as the accrued vacation time reaches the level it was before time
off was credited to vacatlon time.

Time available under this section shall not be considered as sick leave and shall not be
included in accrued sick leave at the time of termination of employment.

This section shall not be applicable if such job related injury is due to intentional
negligence on the part of the Employee so injured.

ARTICLE 23: INSURANCE

2015 Health Care Costs/ Contributions

23.1

For all full-time employees hired prior to January 1%, 2013, the employer will pay 100%
of the cost of employee (single) health insurance premium less $20, and 50% plus $45
toward the cost of the monthly dependent health insurance premium for the High

Deductible Health Plan (hereafter the "HDHP") for either the Medica Elect/Essential or

‘Medica Choice plans. The Employer shall contribute towards the cost for insurance as

follows:
a. $20 per month credit towards single health-care insurance for those employees

who are deemed to have actively participated in the City prowded Wellness Plan.
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i. The term actively participated shall be as determined by the Labor-
Management Wellness Committee.

b. $1,900 annually into a Health Reimbursement Account (HRA) for those
employees who elect single coverage in either the Medica Elect/Essential Plan or
Medica Choice plan.

¢. $3,200 annually into a HRA for those employees who elect family coverage in
either the Medica Elect/Essential Plan or Medica Choice Plan.

- d. The City shall make such deposits for single or family HRA contributions by way
of pro-rata contributions every two weeks to each employee’s Health
Reimbursement Account. The City will also provide a funding option which shall
be available to any employee who requires earlier funding of the City’s
contribution due to medical event(s). in such case, the Employee shall make a
request for funding to the Human Resources Coordinator and shall provide
documentation supporting such request. The City shall also make a resource
person available on a regular basis to the Employees to assist them with
paperwork and billing issues related to the HDHP.

€. As an incentive to participate inthe Weliness Program, the City shall contribute
up to $450 annually toward the Employee HRA for those Employees'who have
been determined to have actively participated in the Wellness Program as
determined by the Labor-Management Wellness Committee. At the employee’s
option the employee may choose to receive up to 12 hours of annual leave or 12
hours of vacation pay (for those employees still on the vacation sick plan) in lieu
of receiving the contribution into the Employee’s HRA.

23.2 For all employees hired on or after January 1, 2013, the following shall apply

a. The employer will pay 100% of the cost of employee (single) health insurance
premium less $20, and 50% plus $45 toward the cost of the monthly dependent
health insurance premium for the High Deductible Health Plan (hereaﬁer the
“HDHP") for the Medica Elect/Essential plan. For any employee who chooses to
participate in any other plan offered by the City, if any, the City will contribute an
amount equal to the actual dollar amounts paid for single HDHP coverage
towards the monthly premiums for other such plans for single coverage, and an
amount equal to the actual dollar amounts paid for family HDHP coverage for
families toward the monthly premiums for such plans for family coverage and the
employee shall be responsible to pay any difference over and above such
contributions. The Employer shall contribute towards the cost for insurance as
follows:

i, $20 per month credit towards single health care insurance for those
employees who are deemed to have actively participated in the City
provided Wellness Plan.

1. The term actively participated shall be as determined by the
Labor-Management Weliness Committee.

“ii. $1,700 annually into a Health Reimbursement Account (HRA) for those
employees who elect single coverage. For newly hired employees who
have successfully completed one year of employment, the contribution
shall be $1800.00.

ii. $2,700 annually into a HRA for those employees who elect family
coverage. For newly hired employees who have successfully completed
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one year of employment, the contnbutlon for famlly coverage shall be
$2800.00.

b. The City shall contribute up to $450 annually toward the Employee HRA for those
Employees who.have been determined to have actively participated inthe
Wellness Program as determined by the Labor-Management Weliness
Committee. At the employee’s option the employee may choose to receive up to
12 hours of annual leave in lieu of receiving the contribution into the Employee's
HRA.

2016 Health Care Costs/Contributions

233

23.4

235

23.6

23.7

23.8

The Employer and the Union mutually agree to re-open this contract in 2016 fo negotiate
health insurance costs/contributions. The re-opener is exclusive to Article 23. Should
the parties fail to reach an agreement on the terms of Article 23 though good-faith
negotiations, the parties mutually agree to refer the issue to binding “final offer” interest
arbitration.

The Em'ployer and the Union further agrees to actively engage in labor-management

_discussions and planning with regard to future citywide health insurance offerings. It is

the Employer’s expectation that a global agreement with all affected bargamlng units will

" be reached by the city’s insurance committee.

In the event health insurance provisions of this agreement fail to meet the requirements
of the Affordable Care Act and its related regulations, the Union and the Employer will
meet immediately to negotiate alternative provisions. Should the Affordable Care Act
and its related regulations cause the Employer to be subject to a penalty, tax, or fine, the
Union and the Employer will immediately meet and, upon written mutual agreement of
the parties, negotiate alternative provisions.

Life Insurance - The EMPLOYER shall provide a life insurance policy with a benefit
value of thirty-five thousand dollars ($35,000) for all full-time employees.

Long-Term Disability Insurance - The Employer will provide Long-Terrn Disability
insurance with the cost of such being fully paid by the EMPLOYER for full-time
employees and regular part-time employees who work (and are on payrol!) at 20 or more
hours per week. Such Long-Term Disability Insurance shall be coordinated with other
benefits provided in this contract. Employees are not eligible for vacation, sick leave and
annual leave accrual while receiving Long-Term Disability payments except for hours on
payroll using accrued leave. Employees who were hired into positions at 15-19 hours per
week before 1-1-03 and remain continuously at 15 or more hours per week will be
eligible for this benefit on a pro-rated basis as they were prior to 1-1-03.

Short-Term Disability Insurance — The EMPLOYER agrees to provide optional short-
term disability insurance coverage for all regular employees who work 20 or more hours
per week. Employees may elect this optional coverage at the Employee’s cost

If and when AFSCME is ready to negotiate a Retiree Health Savings Plan, the City will
schedule a meeting to begin the process.

Employees will be eligible to elect coverage in the City's optional Long-term care benefit
at the employees cost, if they meet the criteria established in the plan.
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ARTICLE 24: UNIFORMS

Employees in Building, Street, Park, Utility and Vehicle Maintenance shall be provided with
uniforms maintained by the EMPLOYER. The EMPLOYER will provide uniforms for CSO and
CSO/Paramedic positions. Lifeguard staff-will be provided with three (3) sets of t-shirts and
shorts annually. Engineering Techs and Building Inspectors who regularly work in the field shall
be reimbursed up to seventy-five dollars ($75.00) towards the cost of appropriate outerwear
upon production of proper documentation of such expenses. All other regular part-time Park _
and Recreation employees will be provided with three (3) shirts on an annual basis. One (1) set
of appropriate outerwear will be provided for Park, Utility, and Street Maintenance Workers, the
Mechanics, Engineer Technicians, Building inspectors, and the Environmental Health Officer.
This outerwear is not to be used outside of City work and will normally be kept on City premises.
No additional outerwear will be provided unless the outerwear was obviously ruined at work.

The EMPLOYER agrees to pay up to $200 toward the cost of safety-toed boots annually for
those employees required by the EMPLOYER to wear them. The EMPLOYER will pay for a
second pair (if needed) due to the boots being obviously ruined at work. If a second pair is
needed, it is understood the employee will normally not need a new pair the following year.

ARTICLE 25: TRAVEL AND MEAL ALLOWANCE

251 Mileage - The EMPLOYER agrees to pay the City-approved rate (which is tied to the
IRS-approved rate) to employees as requested by the EMPLOYER to use their private
vehicle for official City business. An additional five dollars ($5) per day shall be paid for
required use of an employee's car on a public works construction project. If a City fleet
vehicle is available, it shall be offered to the employee, but if one is not available, then
Employees shall not reasonably decline to use their vehicles on and/or to construction
sites when requested.

25.2 _ Meals -

A [f employees are required to travel outside of the area in performance of their
duties as a City employee, they will receive reimbursement of expenses for meals,
lodging and necessary expenses incurred. However, the City will not reimburse
employees for meals connected with training held within Maplewood City limits,
-unless meals are provided as part of the training. Reimbursement for travel
expenses will be allowed at coach rates for air travel.

B. For in state training approved by the City Manager, the Employer will pay for the
conference fees, transportation costs and reasonable costs for meals and Iodglng '
for full-time employees.

C. Expenses for meals, including sales tax and gratuity, will be reimbursed according
to the following limits and procedures. No reimbursement will be made for
alcoholic beverages. Per diem meal and incidental expenses as set forth in the
annual General Services Administration Meals and Incidentals Expenses Table
located on the internet at www.gsa.gov/mie will be allowed without receipts being
required. Seventy five percent of the per diem is allowed for travel days as set
forth in that table. If less than three meals are purchased, deductions to the per
diem or the meal allowance maximum will be made in the amounts as set forth in
that table. Also, if a meal is provided as part of the training, seminar, conference
or other event being attended, an appropriate deduction shall also be made for
that meal. Full reimbursements, over the maximums specified, will be authorized
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for all employees if a lower cost meal is not available when attending banquets,
training sessions, or meetings of professional organizations.

ARTICLE 26: PERSONNEL FILES

A copy of any material to be placed in an employee's personnel file during the term of this
AGREEMENT shall be provided to said employee. All disciplinary action material more than
three (3) years old will not be used in further disciplinary actions. The EMPLOYER will remove
past discipline from the employee’s personnel file if there has been no further dlscth|ne W|th|n
the past five (5) years.

ARTICLE 27: NONDISCRIMINATION

The provisions of this Agreement shall be applied to all Employees in the Bargaining Group
without discrimination as to age, sex, marital status, race, color, creed, sexual orientation,
national origin or political affiliation.

The Bargaining Group and the Employer agree to meet and confer to discuss accommodations
for "qualified" disabled Employees as the need arises, consistent with the intent of the
Americans with Disabilities' Act.

- ARTICLE 28: LEGAL DEFENSE

28.1 No Legal Defense - Employees involved in litigation because of negligence, ignorance of
laws, non-observance of laws, or as a result of employee judgmental decision outside
the scope of their employment may not receive legal defense by the City.

28.2 Reimbursement for Legal Defense - Any employee who is charged with a traffic
violation, ordinance violation or criminal offense arising from acts performed within the
scope of their employment, when such act is performed in good faith and under direct
order of their supervisor, shall be reimbursed for reasonable attorney's fees and court

- costs actually incurred by such employee in defending against such charge.

ARTICLE 29: REQUIRED LICENSES

The City agrees to reimburse employees for job related required licenses or certifications and
renewal of same, except driver licenses.

ARTICLE 30: SAFETY

30.1  Joint Safety — The Employer and the Bargaining Group agree to jointly promote safe and
healthful working conditions, to cooperate in safety matters and to encourage '
Employees to work in a safe manner.

30.2 Safety Committee — The Bargaining Group shall designate an employee and at least one
alternate to serve on the City Labor Management Safety Committee.

ARTICLE 31: LEADPERSON

Lead persons shall receive a pay differential according to the Wage Schedule in Appendix C for
that period of time that they are assigned the duties of any crew chief position or that of
Building Maintenance Supervisor by the appropriate department head or designated supervisor.
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ARTICLE 32: TOOLS

Those employees classified as mechanics (Mechani¢ Crew Chief, Heavy Equipment Mechanic
and VEM Technician) shall be paid an annual tool allowance of up to $500 effective 1-1-2015
and thereafter on the condition that employees provide receipts and they are reimbursed based
on the receipts. Said mechanics agree to provide, at no expense to the City, all basic tools
(including metric) necessary for the performance of their jobs, excluding special tools. The City
will provide all special tools required to perform the duties of the job. The annual tool allowance
will be pro-rated in the first and last year of employment based on percentage of the year
worked. In addition, the supervisor must approve all tool reimbursements allowed by this
provision in an employee’s last year of service with the City.

ARTICLE 33: EDUCATION

When funds are available as determined by the Department head, the EMPLOYER agrees to
pay fifty percent (50%) of the cost of tuition, books and unique software required specifically for
the class ( as opposed to general software such as “Microsoft Word@"), upon successfui
completion with a “C” grade or better, seventy-five (75%) reimbursement upon completion with a
“B” grade or better and eighty five percent (85%) reimbursement upon completion with an A
grade, during the term of this AGREEMENT, on accredited course work at the vocational,
undergraduate, or graduate college level which is determined by the EMPLOYER to be job
related. All course work covered by this Article shall be during non-working hours. Part-Time
Employees are eligible for this benefit on a prorated basis. The maximum reimbursement will
be based on the per credit cost at the University of Minnesota. Employees may elect to attend a
more costly school provided they pay the difference in cost. Employees must reimburse the
City on a pro-rata basis if they voluntarily leave employment or are terminated for cause within
thirty six (36) months of reimbursement.

ARTICLE 34: RESERVED

ARTICLE 35: WAGE SCHEDULE

35.1 Cost of Living:

Employees shall receive the following COLA increases: 2% effective 1/1/2015, 1%
effective 1/9/2016, 1% effective 6/11/2016, and 1% effective 9/3/2016. Such increases
are reflected in the Salary Ranges in Appendices A and B.

If the Employer agreeé to any better COLA increases for any other bargaining groups in
2015-2016, then the City shall apply those same increases to this Agreement as well.

35.2 New Salary Ranges — New salary ranges are adopted with the 2001-2002 contract.

' Employees who had previously been at longevity steps that pay more than the new
ranges will be able to retain their pay rates and will be eligible for cost-of-living
increases.

The new salary ranges have eight (8) steps. Movement within the range is based on a
combination of time in position and performance. Employees will be eligible for step
movement once per year on their anniversary date until they reach Step 8. If an
employee received a performance rating that is below satisfactory (below good) on any
of the major performance dimensions, their step movement will be delayed until such.
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35.3

36.1

36.2

36.3

time as they have received two consecutive fully satisfactory performance reviews.
Once a delayed increase is provided, the new eligibility date for pay increases for that
employee will change to the date the delayed increase went into effect.

Employees will normally be hired at Step 1 of the range. Exceptions can be approved by
the City Manager. Employees who are promoted will move to a step which gives them
an increase over their pre-promoted pay rate.

In addition to the hourly rates provided in the Contract, $120 per month will be paid in
deferred compensation to each full-time employee, beginning 01/01/13.

Those with 15 years of service will receive an additional $5/month (to $125)
Those with 20 years of service will receive an additional $10 (to $130)
Those with 25 years of service will receive an additional $15 (to $135)
Those with 30 years of service will receive an additional $20 (to $140)

Deferred Compensation is pro-rated for part-time employees who work 20 hours per
week or more (and for those who work 15-19 hours/week who were grand-fathered in on
1-1-03). Those who work less than 20 hours per week and who were hired 1-1-03 or
after are not eligible for city-paid deferred compensation.

All deferred comp payments set forth above shall only be paid if the Employee matches
the contribution from the City. If the Employees’ contribute a lesser amount than set forth
above, the Employer will match the lesser amount.

City shall provide all full time employees with a fully paid single annual membership to
the Maplewood Community Center (MCC) and for those employees who request it, the
City shall pay 50% and the employee shall pay 50% towards an annual family
membership at the MCC.

ARTICLE 36: WAIVER

Any and all prior agreements, resolutions, practices, policies, rules and regulations
regarding terms and conditions of employment, to the extent inconsistent with the
provisions of this agreement, are hereby superseded.

The parties mutually acknowledge that during the negotiations which resulted in this
agreement, each had the unlimited right and opportunity to make demands and
proposals with respect to any term or conditions of employment not removed by law from
bargaining. All agreements and understandings arrived at by the parties are set forth in
writing in this agreement for the stipulated duration of this agreement.

The Employer and the Collective Bargaining Group agree that the parties have now had
the opportunity to fully negotiate the terms and conditions of employment as provided for
pursuant to the Minnesota Public Employment Labor Relations Act. Thus, each
voluntarily and unqualifiedly waives the right to meet and negotiate further during the
term of this Agreement regarding any and all terms and conditions of employment
referred to or covered in this Agreement or with respect to any term or condition of
employment not specifically referred to or covered by this Agreement, even though such
terms or conditions may not have been within the knowledge or contemplation of either

“or both parties at the time this contract was negotiated or executed.
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ARTICLE 37: SAVINGS CLAUSE

This agreement is subject to the laws of the United States, the State of Minnesota, and the
sighed municipality. In the event any provision of this agreement shall be held to be
contrary to law by a Court of competent jurisdiction from whose final judgment or decree no
appeal has been taken within the time provided, such provision shall be voided. All other
provisions of this agreement shall continue in full force and effect. The voided provision
shall be renegotiated at the request of either party.

ARTICLE 38: DURATION

This AGREEMENT shall be effective January 1, 2015, and shall remain in full force and
effect until the thirty-first (31st) day of December 2016.

IN WITNESS WHEREOF, the parties hereto have executed this AGREEMENT on this the
day of , 2015. '

FOR THE CITY: FOR THE UNION:

Mayor

‘City Manager

Human Resource Department
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- . APPENDIX A
A.F.S.C.M.E. January 1, 2015 — January 8, 2016 Salary Ranges (2% increase)

Step 1 2 3 4 5 6 7 8
Accountant ‘ 29.41 30.87 32.42 34.03 35.05 36.11 36.83 37.57
' Accounting Technician 21.57 22,65 23.79 24.97 - 2570 26.49 27.01 27.56
Administrative Assistant 20.86 21.91 22.99 24.16 24.88 25.62 26.13 26.64
Building Attendant 11.73 12.32 12.93 13.58 13.98 14.40 14.69 14.98
Building Custodian 17.06 17.93 18.83 19.77 20.34 20.97 2137 21.82
Building Inspector 28.24 29.66 31.14 32.70 33.68 34.69 35.38 36.08
Building Inspector Apprentice 22.59 23.73 24.91 26.15 2894 2773 28.31 28.86
Building Maintenance Worker 18.78 19.73 20:69 21.73 22.38 23.06 23.51 23.98
Civil Engineer | . 29.92 31.M 33.00 34.64 35.69 368.75 37.49 38.24
Civil Engineer Il 32.92 34.57 36.30 38.12 39.26 40.43 41.23 42.08
Cs0 ' 19.05 20.00 20.99 22.04 22,72 23.40 23.85 24.34
Customer Service Associate 9.78 10.28 10.79 11.34 11.67 12.02 12.26 12.52
Customer Service Representative 13.83 14.52 15.22 15.99 16.49 16.97 17.30 17.67
Customer Service Rep', Senior 15.20 15.96 16.76 17.60 1814 1867 . 19.05 19.42
Engineering Technician 22.52 23.67 24.86  26.10 26.89 27.68 28.24 28.78
Engineering Technician, Sr 27.94 29.31 30.79 32.33 33.29 34.30 34.99 35.68
Environmental/City Code
Specialist : 22.59 2373 - 24 26.15 26.94 27.73 28.31 28.86
Environmental Health Official - 28.51 29.93 31.43 33.00 33.98 35.01 3571 36.42
Environmental Planner : 33.07 34.73 36.47 38.29 39.44 40.62 4144 42.28
Facility Technician 19.60 20.58 21.61 2270 2338 2406 24.55 25.05
Heavy Equipment-Mechanic 22.36 23.47 24.63 25,89 26.65 27.47  28.01 28.58
Lead Custodian - : 1960 20.58 21.81 22.70 23.38 24.08 24.55 25.05
Lead Licensing Specialist 23.98 2517 26.45 27.74 28.61 29.47 30.05 30.65
Lifeguard 1111 11.68 12.26 12.87 13.25 13.66 13.92 14.20
Maintenance Worker 21.81 22.90 24.04 25.26 26.01 26.78 27.32 27.87 28.34 28.86
Maintenance Trainee 19.82 20.77 ‘
Mechanic Crew Chief 24.58 25.82 27.11 28.48 29.31 30.19 30.80 M4
Naturalist 23.54 2472 | 2597 27.24 28.07 28.93 29.51 30.00
Office/Licensing/PD Records
Spec. 19.25 20.21 21.23 22.29 22.94 23.62 24.12 24.59
Park Maintenance Crew Chief 23.98 25.19 26.45 27.74 28.61 29.46 30.05 30.65
Planner- 28.75 30.20 31.72 33.20 34.30 356.33 36.04 36.77
Property Evidence Technician 19.60 20.58 21.61 2270 23.38 24.06 24.55 25.05
Sanitary Sewer Crew Chief 23.98 2519 26.45 27.74 23.61 29.45 30.05 30.65
Storm Sewer Crew Chief 23.98 25.19 26.45 27.74 28.61 29.46 30.06 30.65
Street Maintenance Crew Chief 23.98 25.19 26.45 27.74 28681 2946 30.05 30.65
VEM Technician 18.99 19.93 20.93 21.98 - 2261 23.31 23.78 2426
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APPENDIX B

A.F.S.C.M.E. January 9 — June 10, 2016.Salary Ranges (1% increase)

Step 1 2 3 - 4 5 8 7 8
Accountant ‘ 29.70 31.18 32.74 34.37 35.40 36.47 37.20 37.85
Accounting Technician 21.79 22.88 24.03 25.22 25.96 26,75 27.28 27.84
Administrative Assistant 21.07 2213 23.22 24.40 2513 25.88 26.39 26.91
Building Attendant 11.85 12.44 13.06 13.72 14.12 14.54 14.84 15.13
Building Custodian 17.23 18.11 19.02 19.67 20.54 21.18 21.58 22.04
Building Inspector 28.52  29.96 31.45 33.03 34.02 35.04 35.73 36.44
Building Inspector Apprentice 22.82 23.97 2516 26.41 27.21 28.01 28.59 29.15
Building Maintenance Worker 18.97 19.93 20.90 21.95 22.60 23.29 23.75 24.22
Civil Engineer| 30.22 31.72 33.33 34.99 36.05 3712 37.86 3862
Civil Engineer I 33.25 34.92 36.66 38.50 39.65 40.83 41.64 42.48
cso o 19.24 20.20 21.20 22.26 22.95 23.63 24.09 24.58
Customer Service Associate 9.88 10.39 10.90 11.45 11.79 12.14 12.38 12.65
Customer Service Representative 13.97 14.67 16.37 16.16 16.65 17.14 17.47 17.85
Customer Service Rep, Senior 15.36 16.12 16.93 17.78 18.32 18.86 19.24 19.61
Engineering Technician 22.75 23.91 25.11 26.36 27.16 27.96 28.52 29.07
Engineering Technician, Sr 28.22 29.60 31.10 32.65 33.62 34.64 35.34 36.05
Environmental/City Code
Specialist i 22.82 23.97 2516 26.41 27.21 28.01 28.59 29.15
Environmental Heaith Official 28.80 - 3023 31.74 33.33 34.32 35.36 36.07 36.78
Environmental Planner 33.40 35.08 36.83 38.67 39.83 41.03 41.85 42.70
Facility Technician 19.80 20.79 21.83 22.93 23.61 24.30 24.80 25.30
Heavy Equipment Mechanic 22.58 23.70 24.88 26.15 26.92 27.74 2829 2887
Lead Custodian 19.80 20.79 21.83 22.93 23.61 24.30 24.80 25.30
Lead Licensing Specialist 24.22 25.42 26.71 28.02 28.90 29.76 30.35 30.96
Lifeguard 11.22°  11.80 12.38 13.00 13.38 13.80 14.06 14.34
Maintenance Worker _ 22.03 23.13 24,28 25.51 26.27 27.05 27.59 28.15 28.62 29.15
Maintenance Trainee 20.02 20.98
Mechanic Crew Chief 24,83 26.08 27.38 28.76 29.60 30.49 311 31.72
Naturalist 23.78 2497 26.23 27.51 28.35 29.22 29.81 30.39
Cifice/Licensing/PD Records i
Spec. 19.44 20.41 21.44 22.51 23.17 23.86 24.36 24.84
Park Maintenance Crew Chief 2422 25.44 26.71 28.02 28.90 29.75 30.35 30.96
Planner 20.04 30.50 32.04 33.62 34.64 35.68 36.40 37.14
Property Evidence Technician 19.80 20.79 21.83 22.93 23.61 24.30 24.80 25.30
Sanitary Sewer Crew Chief 24,22 25.44 26.71 28.02 28.80 29.75 30.35 30.96
Storm Sewer Crew Chief 24,22 25.44 26.71 28.02 28.90 29.75 30.35 30.98
Street Maintenance Crew Chief 2422 25.44 26.71 28.02 28.90 28.75 30.35 30.98
VEM Technician 19.18 20.13 21.14 22.20 22.84 23.54 24.02 24,50
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A.F.S.C.M.E. June 11 — September 2, 2016 Salary Ranges (1% increase)

Step 1 2 3 4 5 6 7 8
Accountant 30.00 31.49 33.07 34.71 3575 36.83 37.57 38.33
Accounting Technician 22.01 23.11 2427 25.47 26.22 27.02 27.55 28.12
Administrative Assistant 21.28 22.35 23.45 24.64 25.38 26.14 26.65 27.18
Building Attendant 11.97 12.56 = 13.19 13.86 14.26 14.69 1499 . 1528
Building Custodian _ 17.40 18.29 19.21 2017 20.75 21.39 21.80 22.26
Building Inspector 28.81 30.26 31.76 33.36 34.36 35.39 36.09 36.80
Building Inspector Apprentice ' 23.05 24.21 25.41 26.67 27.48 28.29 28.88 2944
Building Maintenance Worker 19.16 20.13 21.11 2217 22.83 23.52 23.9¢ 24.45
Civil Engineer | 30.52 32.04 33.66 @ 3534 36.41 37.49 38.24 30.01
Civil Engineer || . 33.58 35.27 37.03 38.80  40.05 41.24 42.06 42.90
Cso ' 19.43 20.40 21.41 22.48 23.18 23.87 24.33 24.83
Customer Service Associate 9.98 10.49 11.01 11.56 11.91 12.26 12.50 12.78
Customer Service Representative 14.11 14.82 15.52 16.31 16.82 17.31 17.64 18.03
Customer Service Rep, Senior 15.50 16.28 17.10 17.96 18.50 19.05 19.43 19.81
Engineering Technician 22.98 2415 25.36 26.62 27.43 28.24 28.81 29.36
Engineering Technician, Sr 28.50 29.90 31.41 32.98 - 33.96 34.99 35.69 36.41
Environmentai/City Code .
Specialist 23.05 2421 25.41 26.67 27.48 28.29 28.88 29.44
Environmental Health Official 29.08 30.53 32.06 33.66 34.66 35.71 36.43 37.15
Environmental Planner 33.73 35.43 37.20 39.06 40.23 41.44 42.27 43.13
Facility Technician 20.00 21.00 22.05 23.16 23.85 24.54 25.05 25.55
Heavy Equipment Mechanic - 22.81 23.94 2513 26.41 27.19 28.02 28.57 2916
Lead Custodian : 20.00 21.00 22.05 23.16 23.85 24.54 25.05 25.55
Lead Licensing Specialist 24.46 25.67 2698  28.30 29.19 30.06 30.65 31.27
Lifeguard 11.33 11.92 12,50 13.13 13.51 13.04 14.20 14.48
Maintenance Worker 22.25 23.36 24,52 25.77 26.53 27.32 27.87 28.43 28.91 29.44
Maintenance Trainee 20.22 21.19
Mechanic Crew Chief 25.08 26.34 27.65 29.05 29.90 30.79 31.42 32.04
Naturalist ' 2402 2522 26.49 27.79 28.63 2951 . 30.11 30.69
Office/Licensing/PD Records
Spec.. : 19.63 20.61 21.65 2274 23.40 2410 24.60 25.09
Park Maintenance Crew Chief 2446 - 2569 26.98 28.30 29.19 30.08 3065  31.27
Planner 29.33 30:81 32.36 33.96 34.99 36.04 36.76 37.51
Property Evidence Technician 20.00 21.00 22.05 23.16 23.85 - 2454 25.05 25558
Sanitary Sewer Crew Chief ) 24,46 25.69 26.98 28.30 29.19 30.05 30.65 31.27
Storm Sewer Crew Chief ' 24.46 25.69 2698  28.30 29.19 30.05 30.65 31.27
Street Maintenance Crew Chief 24.48 25.69 26.98 28.30 20.19 30.05 30.65 31.27

VEM Technician 19.37 20.33 21.35 22.42 23.07 23.78 24.26 2475
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A.F.S.C.M.E. September 3 — December 31, 2016 Salary Ranges (1% increase)

Step

Accountant

Accounting Technician
Administrative Assistant

Building Attendant

Building Custodian
- Building Inspector

Building Inspector Apprentice
Building Maintenance Worker
Civil Engineer |

Civil Engineer 1

CS80O

Customer Service Associate
Customer Service Representative
Customer Service Rep, Senior
Engineering Technician -

Engineering Technician, Sr
Environmental/City Code
Specialist

Environmental Health Official
Environmental Planner
Facility Technician

Heavy Equipment Mechanic
Lead Custodian

Lead Licensing Specialist
Lifeguard

Maintenance Worker
Maintenance Trainee
IMechanic Crew Chief

Naturalist
Office/Licensing/PD Records
Spec.

Park Maintenance Crew Chief
Planner

Property Evidence Technician
Sanitary Sewer Crew Chief
Storm Sewer Crew Chief
Street Maintenance Crew Chief
VEM Technician
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1 2 3 4 5 6 7 8
30.30 31.80 33.40 35.06 36.11 37.20 37.95 38.71
2223 23.34 24.51 2572 26.48 27.29 27.83 28.40
21.49 22.57 23.68 24.89 25.63 26.40 26.92 27.45
12.09 12.69 13.32 14.00 14.40 14.84 15.14 16.43
17.57 18.47. 19.40 20.37 20.96 21.60 22,02 22.48
2910 30.56 32.08 33.69 34.70 36.74 36.45 37147
23.28 24.45 25.66 26.94 27.75 28.57 2017 29.73
19.356 20.33 21.32 22.39 23.06 23.76 24.23 24.70
30.83 32.36 34.00 36.69 36.77 37.86 38.62 39.40
33.92 35.62 37.40 39.28 40.45 41.85 42.48 43.33
19.62 20.60 21.62 22,70 23.41 2411 24.57 25.08
10.08 10.59 11.12 1168 - 12.03 12.38 12.63 12.91
14.25 14.97 15.68 16.47 16.99 1748  17.82 18.21
15.66 16.44 17.27 18.14 18.69 19.24 19.62 20.01

23.21 24 39 25.61 26.89 27.70 28.52 29.10 29.65
28.79 3020 -31.72 33.31 34.30 35.34 368.05 36.77
2328 24.45 25.66 26.94 27.75 28.57 2917 28.73
20.38 30.84 32.38 34.00 35.01 36.07 36.79 37.52
34.07 35.78 37.57 39.45 40.63 41.85 42.69 43.56
20.20 21.21 2227 23.39 24.09 24.79 25.30 25.81
23.04 24.18 2538 26.67 27.46 28.30 28.86 29.45
20.20 21.21 22.27 23.39 . 24.09 2479 2530 25.81
24.70 25.83 27.25 28.58 28.48 30.36 30.96 31.58
11.44 12.04 12.63 13.26 13.65 14.08 1434 = 1462
22.47 23.59 2477 26.03 26.80 27.59 28.15 28.71

, 20.42 21.40
2533 26.60 27.93 29.34 30,20 3.0 31.73 32.36.

24.26 2547 26.75 28.07 28.92 29.81  30.41 31.00
19.83 20.82 21.87 22,97 23.63 24.34 24.85 25.34
2470 25.95 27.25 28.58 29.48 30.35 30.96 31.58
29.62 31.12 32.68 34.30 35.34 36.40 3713 37.89
20.20 2t1.21 22.27 23.39 24.09 2479 25.30 25.81
24.70 25.95 27.25 28.58 29.48 30.35 30.96 31.58
24.70 25.95 27.25 28.58 29.48 30.35 30.86 31.68
24.70 25.95 27.25 28.58 20.48 30.35 30.96 31.58
19.56 20.53 21.56 22.64 23.30 24.02 24.50 25.00

29.20
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APPENDIX C

DIFFERENTIAL PAY

Employees operating the following equipment shall be paid a differential of $1.00 per
hour in addition to their regular wage while they operate the following heavy equipment:

Motor Patrol (Road Grader) Pick-Up Sweeper
Mini-Hoe Roller (6 ton or over)
Traxcavator : Bulldozer
Backhoe/Loader Snow Wings when in use

Tractor (no cab) w/ mowing attachment
. JetVac (Agquatech) when used as a combination machine
Front-End Loader (if operated by an employee

over one (1) continucus hour in a given day)

Differential pay for leadperson shall be $1.08 per hour. (See Article 31)
Differential pay for Lifeguard as Water Safety Instructor or Head Lifeguard shall be $1.00
per hour. ‘

Differential pay for Customer Service Representative and Customer Service Associate
as Manager on Duty shall be $1.00 per hour. .
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APPENDIX D

CITY OF MAPLEWOOD ANNUAL LEAVE PROGRAM : _ !

It is the policy of the City of Maplewood to provide paid time away from work to eligible
employees. This policy is implemented by means of the Annual Leave Program, which
covers all paid leave previously available under the City’s vacation and sick leave benefits.
The Annual Leave Program does not include designated or personal holidays, funeral
leave, military leave or court leave. With the adoption of this program, the City firmly
accepts and endorses the principles of consistency, flexibility, personal responsibility, and
the recognition of years of service.

The traditional paid vacation and sick leave programs have been in place for many years.
These programs are highly structured with extensive rules applied to their use. These
rules may not provide the best “fit" for the circumstances of individual employees and their
immediate and extended families. As of May 5, 2001, the Annual Leave Program replaced
individual vacation and sick leave plans and combined them into a single benefit program.
Annual leave is provided to all employees hired on or after that date. Employees hired
prior to May 3, 2001 had the option to convert to annual ieave or remain in the sick leave
and vacation plans.

Employees accrue annual leave based on length of service with the City. This means that
employees all receive the same amount of paid time off, regardless of their personal or
family situation. Plan provisions discourage unnecessary utilization by prowdlng cash and
savings incentives.

Any sick leave or vacation time that an employee may have used under the Family and
Medical Leave or Parenting Leave policies will become annual leave. The legal
requirements of the time off and continuation of insurance contributions under those laws
remain unchanged. (This means the City will contribute the same amounts toward health
and dental insurance premiums while employees are on family and medical leave as they
do under the vacation and sick leave programs. )

Annual leave can be used for any reason, subject only to necessary request and approval
procedures consistent with policy and labor contracts. As with all paid time off programs,
we need to ensure that service to the public and work requirements are not adversely
impacted.

Medical Certification - Good attendance is an essential job function for all City employees.
If unplanned absences are excessive, a doctor's certificate may still be required. It shall
state the nature and duration of the iliness or injury and verify that the employee is unable
to perform the duties and responsibilities of their position.

A statement attesting to the employee’s ability to return to work and perform the essential
functions of the job and a description of any work restrictions may also be required before
the employee returns to work. (If an unplanned absence is not viewed as a problem by
the employee’s supervisor, a doctor's statement will not be required.)
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Accrual Rates -

Years of Service | . Annual Accrual Rates
1-4Years 19 days -
5~ 11 Years 24 days
12 - 20 Years 29 days
After 20 Years 34 days

Annual leave shall not accrue during unpaid leaves. Effective January 1, 2003, regular
part-time employees hired into a position that is 20 or more hours per week, shall accrue
annual leave on a prorated basis based on regular hours worked. Employees who were
already in regular part-time positions of at least 15 hours per week prior to January 1,
2003 shall remain eligible for pro-rated annual leave.

Annual leave will accrue on a pay-period basis (as vacation and sick leave do) for up to 62
days. Employees can carry over up to their full balance as long as the total balance never
exceeds the 62-day cap. No additional accrual will occur above the cap.

Sick Leave Balances: Deferred Sick Leave - Employees hired prior to May 5, 2001, who
had accrued sick leave and who elected to participate in the annual leave program
retained their sick leave balance to be used as “deferred sick leave” until the balance was
exhausted. Deferred sick leave can be used for any doctor-certified extended leave that
would have been covered under the previous sick leave policy in effect prior to adoption of
the policy. An extended leave for purposes of this policy is defined as one requiring an
employee to be out of work for two (2} or more consecutive days.

If an employee knows they will be out for two (2) or more consecutive days before the
absence, they will be eligible to use the deferred sick leave bank from the first day. For
example, if an employee has a scheduled surgery where they know—in advance—they
will be out for two (2) weeks, the employee will be able to use hours from their deferred
sick leave bank starting on the first day of the absence. If an employee is out and expects
to return within two (2) days, they will use annual leave. If the medical condition extends
beyond the two (2) days, the deferred sick leave bank will be applied retroactively and any
annual leave used will be restored to the annual leave balance.

Once the deferred sick leave bank is exhausted, employees will use annual leave for all
absences covered by the annual leave program - up to the point that disability insurance
coverage goes into effect. Any deferred sick leave balance remaining when an employee
leaves City service will expire unless the employee would have been eligible for sick leave
as severance pay prior to electing annual leave (see Severance Pay).

Vacation Balances - Unused vacation balances were converted to annual leave on a one-
for-one basis for employees who converted from vacation/sick leave to annual leave.

Banked Personal Holiday Hours - Employees who had banked personal holiday hours that
were earned and unused prior to March,1984 had the option to cash them out at their
current hourly rate during the open window period or to retain them.

Short-Term Disability Insurance - The City adopted an optional short-term disability

. . insurance program effective October 1, 2001. The cost of this coverage will be paid by the

employee, if the employee elects coverage. For employees who elect this coverage, the
benefits will begin after an employee is out for thirty (30) calendar days.
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The City also has a long-term disability program in place where benefits begin at ninety
(90) calendar days. Short-term disability benefits cover the period from thirty (30) calendar
days to ninety (90) calendar days. Employees who have deferred sick leave may use sick
leave hours from the deferred sick leave bank to make up the difference between pay
provided by short- and long-term disability insurance payments and their regular take-
home pay. Employees without a deferred sick leave bank may use annual {eave for this
purpose.

Severance Pay - Under the current vacation and sick leave programs, employees are
eligible for 100% of their vacation and personal holiday balance when they leave City
employment.

All employees who have annual leave will be eligible for 100% of their annual leave
balance when they leave City service. They may receive this as cash or deferred
compensation (subject to IRS regulations).

Unpaid Leave - Unpaid leaves may be approved in accordance with the City Personnel
Policies. Employees must normally use all accrued annual leave prior to taking an unpaid
leave. If the leave qualifies under Parenting Leave or Family and Medical Leave, the
employee may retain a balance of forty (40) hours when going on an unpaid leave. Any
exceptions to this policy must be approved by the City Manager.

Sick Leave Conversion - There are various sick leave conversion programs in existence
which cover different employee groups. Some programs vary within a particular group
based on hire date. Employees who have annual leave will be able to convert some hours
to cash or deferred compensation as described below. Employees who remained with the
vacation and sick leave program may continue to convert sick leave and/or vacation based
on programs they were eligible for prior to the adoption of annual leave (May 5, 2001).

Annual Leave Conversion - Annual leave will be eligible for conversion to cash or deferred
compensation (subject to IRS maximum deferral regulations) annually on a one-for-one
basis subject to the following conditions. Up to 40% of the annual leave balance, not to
exceed eighty (80) hours, may be converted each year provided the employee has used a
minimum of 30% of their annual accrual during the current calendar year and has a
minimum balance of at least 176 hours. The minimum balance requirement will be
determined as of the first payroll in December and will be based on the employee’s current
hourly rate on December 1.

Conversion to cash or deferred compensation will oceur in the second payroll of the
following year with specific dates to be determined by the Finance Department each year.
Finance will notify all employees who have annual leave in November of each year as to
the dates and conversion options. The conversion will be part of regular payroll and will
not be paid in a separate check. Regular rate for the purpose of this policy is the
employee’s straight time rate not including overtime, pay differentials, out-of-class
adjustments or any other additions to regular pay.
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ARTICLE 1: PURPOSE OF AGREEMENT

This Agreement entered into as of January 1, 2011 between the City of Maplewood, Minnesota, Municipal
Corporation, hersinafter called “Employer” and /or “City”, and Metro Supervisory GROUP hereinafter called the
“Collective Bargaining Group” and/or “Group.” It is the intent and purpose of this agreement to:

1.1 Establish certain hours, wages and other conditions of employment;

1.2 Establish procedures for the equitable and peaceful resolution of dlsputes concerning this agreements
interpretation and/or application;

1.3 Specify the full and complete understanding of the parties; and

1.4  Place in written form the parties’ agreement upon terms and conditions of employment for the duration
of this agreement.

The Employer and the Collective Bargaining Group through this agreement, continue their dedication to the
highest quality public service. Both Parties recognize this agreement as a pledge of this dedication.

ARTICLE 2: RECOGNITION

The Employer recognizes the GROUP as the exclusive represehtative under Minnesota Statutes, Section
179A.03 Subd. 8 as an appropriate bargaining unit consisting of the following job classifications:

Aquatic Program Manager
Assistant Building Official
Banquet & Events Manager
Building Official

Chief Building Engineer
Citizen Services Supervisor
Community Cetner Operations Manager
Fitness Supervisor

Lead Naturalist

Member Services Supervisor
Natural Resources Coordinator
Park Maintenance Foreman
Parks Manager

Recreation Coordinator
Recreation Program Specialist
Recreation Manager

Senior Planner

ARTICLE 3: DEFINITIONS
3.1 Metropolitan Supervisory GROUP (GROUP)

3.2  Employer - The City of Maplewood, Minnesota.

3.3 Employee - A member of the exclusively recognized bargaining GROUP as set forth in Article 2 of this
Agreement employed by the City of Maplewood.

3.4 Base Pay Rate - Employee's hourly pay rate exclusive of longevity pay or any other special allowances.

1




3.5

3.6

3.7

3.8

3.9

3.10

3.1

3.12

Seniority - Employee's length of continuous service with the Employer.

Severance Pay - Payment made to an Employee upon termination of employment as provided in Artlcle
19.7.

Grievance - A dispute or disagreem3ent as to the interpretation or application of the specific terms and
conditions of this Agreement.

Regular Full-Time Employee - An Employee who is holding a position with the City of Maplewood, that
is not temporary or seasonal in nature and is expected to work at least forty (40) hours per week.

Regular Part-Time Employee- An Employee who is holding a position with the City of Maplewood and is
regularly expected to work more than fourteen (14) hours and less than thirty-six (36) hours per week
but may work more hours on occasion.

Job Class Seniority — Employee’s length of cbntinuous service in a job classification.

Exempt - Not covered by the federal and state Fair Labor Standards Act overtime requirements.

Non-Exempt - Covered by the federal and sta’te Fair Labor Standards Act overtime requirements.

ARTICLE 4: GROUP SECURITY

In recognition of the GROUP as the exclusive representative, the Employer shall:

4.1

4.2
4.3
4.4

45

4.6

Deduct an amount sufficient per pay period to provide the payment of initiation fees established by the
GROUP from the wages of all Employees who have authorized in writing such deduction.

Deduct fair share fees in accordance with Minnesota Statutes, Section 179A.06, Subd. 3 and remit
such deduction, with an itemized statement, to the appropriate designated officer of the GROUP within
ten (10) days following said deduction. ‘

Deduct, each payroll period, an amount sufficient to provide the payment of dues established by the
GROUP from the wages of all Employees who have authorized such deduction. Remit such deduction
with an itemized statement to the appropriate designated officer of the GROUP within ten days
following said deduction. ' _

Furnish and maintain one (1) bulletin board, in a convenient.place, in the Maplewood City Hall Building
and in the Maplewood Community Center which may be used by the GROUP for posting proper notices
and bulletins.

The GROUP may designate certain Employees from the bargaining unit to act as stewards and shall
inform the Employer in writing of such choice. The Employer agrees to afford reasonable time off,
without pay, to elected officials or appointed representatives of the exclusive representative for the
purpose of conducting the duties of the GROUP and agrees to provide for reasonable leaves of
absence, without pay, to elected or appointed officials of the GROUP as provided by Minnesota Statute
179A.07, Subd.6.

The GROUP agrees to indemnify and hold the Employer harmless against any and all claims, suits,
orders, or judgments brought or issued against the Employer as a result of any action taken or not
taken by the Employer under the provisions of this article.




ARTICLE 5: EMPLOYER SECURITY

The GROUP agrees that during the term of this Agreément- the GROUP will not cause, encourage, participate
in or support any strike, intentional slow-down or other interruption of or interference with the normal functions
of the Employer.

ARTICLE 6: EMPLOYER AUTHORITY

6.1 The Employer retains the full and unrestricted right to operate and manage all staff, facilities, and
‘equipment; to establish functions and programs; to set and amend policies, procedures and budgets; to
determine the utilization of technology; to establish and modify the organizational structure; to select,
direct and determine the number of personnel; to establish work schedules, and to perform any
inherent managerial function not specifically limited by this agreement.

6.2  Any term and condition of employment not specifically established or modified by this Agreement shall
remain solely within the discretion of the Employer to modify, establish, or eliminate. :

ARTICLE 7: WORK SCHEDULES

7.1 The sole authority for determining work schedules is the Employer. The Employee, with the approval of
the supervisor, may work a flexible schedule.

7.2 Service to the public may require the establishment of regular shifts other than the normal work day or
work week. The Employer will give advance notice to Employees affected by the establishment of
workdays different from the Employee's normal workday.

7.3 In the event that work is required because of unusual circumstances such as, but not limited to, fire,
flood, snow, sleet, or breakdown of municipal equipment or facilities, no advance notice need be given.
It is not required that an Employee working other than the normal workday be scheduled to work more
than eight (8) hours; however, each Employee has an obligation to work overtime or call-backs, if
requested, unless unusual circumstances prevent him/her from so working.

7.4 Service to the public may require the establishment of regular workweeks that include work on
Saturdays and/or Sundays.

7.5  Any permanent changes in the work schedule should be preceded with a four (4) week notice to the
affected Employees.

ARTICLE 8: MEAL AND REST PERIODS
An Employee may take an unpaid one (1) hour meal period and two (2) fifteen (15) minute rest periods (with
pay) during a normal workday at times determined by the Employer. Rest periods shall be taken at the site of
working operations.

ARTICLE 9: PROBATIONARY PERIODS
9.1 All newly hired or rehired Employees will serve a one (1) year probationary period. At any time during

the probationary period a newly hired or re-hired Employee may be terminated at the sole discretion of
the Employer.




9.2

9.3

10.1

10.2

10.3
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10.5

11.1

11.2

11.3

All Employees promoted or transferred will serve a one (1) year probationary period in any job
classification in which the Employee has not served a probationary period. At any time during the
probationary period a promoted or reassigned Employee may be reassigned to the Employee's
previous position at the sole discretion of the Employer.

At any time during the first fifteen (15) calendar days of the probationary period a promoted Employee
may be reassigned to the Employee's previous position at the discretion of the Employee.
ARTICLE 10: SENIORITY

In the event it becomes necessary to lay off Employees for any reason, Employees within a given job
classification shall be laid off in inverse order of their job class seniority in the following order:

Probationary part-time. Emb!oyees
Probationary full-time Employees

o T

Regular part-time Employees
d. Regular full-time Employees

Employees shall be recalled from layoif accordmg to their job classification seniority. No new
Employee shall be hired for a job classification for which a layoff has occurred until all Employees on
layoff status within that job classification have been given ample opportunity to return to work within
eighteen (18) months of said layoff. The Employer will notify Employees on layoff to return to work by
registered mail, at that Employee's last recorded address. The Employee must return to work within
three (3) weeks of receipt of this notice to be eligible for re-employment. .

Employees promoted or transferred out3|de the bargaining un|t shall maintain their job classification

" seniority in the unit for thirty (30) days.

The Employer agrees to provide the GROUP, upon request, a seniority list not more than four (4) times
per year.

For purposes of seniority, an Employee's continuous service record shall be mterrupted through
voluntary resagnatlon discharge for just cause and retirement.

ARTICLE 11: JOB POSTING
The Employer and the GROUP agree that regular job vacancies or newly created job classifications
within the designated bargaining unit shall be filled based on the concept of promotion from within,

provided applicants:

a. -meet the qualifications of the job; and
b. can perform the duties and responsibilities of the job.

The Employer has the right of final decision in the selection of Employees to fill jobs based on
qualifications, abilities and experience. .

Job vacancies within the designated bargaining unit will be posted for ten (10) working days so
members of the bargaining unit can be given first consideration for such vacancies.




ARTICLE 12: DISCIPLINE

12.1  The Employer will discipline Employees for just cause only. Discipline will be in one or more of the
following forms

a) oral reprimand;

b)  written reprimand;
C) suspension;

d) demotion; or

e) discharge.

12.2 Suspensions, demotions and discharges will be in written form.

ARTICLE 13: GRIEVANCE PROCEDURE/ARBITRATION

13.1 ltis recognized and accepted by the GROUP and the Employer that processing of grievances as
hereinafter provided is limited by the job duties and responsibilities of the Employees and shall
therefore be accomplished during normal working hours only when consistent with such Employer
duties and responsibilities. The aggrieved Employee and the GROUP representative shall be allowed a
reasonable amount of time, without loss in pay, when a grievance is investigated and presented to the
Employer during normal working hours provided the Employee and the GROUP representative have
notified and received the approval of the designated supervisor who has determined that such absence
is reasonable and would not be detrimental to the work programs of the Employer. The designated
supervisor shall schedule an approved absence within five (5) workdays after the request for an
absence has been requested.

13.2  Any grievance or dispute between the parties relative to the application, meaning or interpretation of
this Agreement shall be settled in the following manner:

Step 1. The GROUP steward, with or without the Employee, shall present the grievance or dispute
to the Employee's immediate supervisor within twenty-one (21) calendar days after such alleged
violation has occurred; except in cases of discharge which must have a written grievance filed
within five (5) working days after discharge of the Employee. The supervisor shall attempt to
resolve the matter and shall respond to the steward within seven (7) calendar days.

Step 2. If the grievance has not been settled in accordance with Step 1, it shall be presented in
writing, setting forth the nature of the grievance, the facts on which it is based, the provision or
provisions of the Agreement allegedly violated, and the remedy requested, by the GROUP steward
or his/her designee to the proper supervisor within fourteen (14) calendar days after the
supervisor's response is due. The supervisor or his/her designee will respond to the GROUP
steward in writing within seven (7) calendar days.

Step 3. If the grievance has not been settled in accordance with Step 2, it shall be presented in
writing, setting forth the nature of the grievance, the facts on which it is based, the provision or
provisions of the Agreement allegedly violated, and the remedy requested, by the GROUP steward
or histher designee and GROUP business representative to the City Manager within fourteen (14)
days after the supervisor's response is due. The City Manager or his/her desugnee will respond to
the GROUP steward in writing within seven (7) calendar days.

Step 4. If the grievance is still unsettled in accordance with Step 3, the GROUP may, within
fourteen (14) calendar days after the City Manager's reply is due, give notice of its intention to
submit the issue to arhitration by giving written notice, setting forth the nature of the grievance, the
facts on which it is based, the provision or provisions of the Agreement allegedly violated, and the
remedy requested, to the other party. The arbitration proceeding shall be conducted by an arbiter




13.3

13.4

19.1

19.2

19.3

to be selected by the Employer and the GROUP within seven (7) calendar days after the GROUP
requests such action. If the party fails to select an arbiter, the State Bureau of Mediation Services
will be requested by either or both parties to provide a panel of seven (7) arbiters. Both the
Employer and the GROUP shall have the right to strike three (3) names from the panel. The
GROUP shalll strike the first name, the other party shall strike one (1) name, the process will be
repeated, and the remaining person shall be the arbiter. The decision of the arbiter shall be final
and hinding on the parties, and the arbiter shall be requested to issue his/her decision within thirty
(30) calendar days after the conclusion of testimony and argument. Expenses for the arbiter's
services and proceedings shall be borne equally by the Employer and the GROUP.

- However, each party shall be responsible for compensation of its own representative and outside.
witnesses. If either party desires a verbatim record of the proceedings, it may cause such record
to be made, providing it pays for the record and makes copies available at a reasonable cost to the
other party and to the arbiters.

Waiver - If a grievan'ce is not presented within the time limits set forth above, it shall be
considered "waived". If a grievance is not appealed to the next step within the specified time limit or
any agreed extension thereof, it shall be considered settled on the basis of the Employer’s last answer.

If the Employer does not answer a grievance or an appeal thereof within the specified time limits, the
GROUP may elect to treat the grievance as denied at that step and immediately appeal the grievance
to the next step. The time limit in each step may be extended by mutual agreement of the Employer
and the GROUP without prejudice to either party.

Arbitrator's Authority - '
The arbitrator shall have no right to amend, modify, nullify, ignore, add to or subtract from the terms and

conditions of this Agreement. The arbitrator shall consider and decide only the specific issue(s)
submitted in writing by the Employer and the GROUP, and shall have no authority to make a decision
on any other issue not submitted. The arbitrator shall be without power to make decisions contrary to,
or inconsistent with, or modifying or varying in any way the application of laws.

ARTICLE 14: ANNUAL LEAVE
The Employer and GROUP hereby incorporate the Annual Leave Program as adopted by the City
Council on February 12, 2001, and as amended on September 23, 2002, into this Agreement. (See
Appendix C)

All Employees, will accrue annual leave in accordance with the following schedule:

Years of Service Annual Accrual Rates

1%t through 4th years of service 19 days (152 hours per year) |
5" through 11th years of service - 24'days (192 hours per year)
12" through 20th years of service 29 days (232 hours per year)
After 20 years of service - 34days (272 hours per year)

Annual leave will accrue on a pay-period basis for up to sixty-two (62) days. Employees can carry over
up to their full balance of accrued annual leave as long as the total balance never exceeds the sixty-two
(62)-day cap. No additional accrual will occur above the cap.




15.1

15.2

15.3

15.4

ARTICLE 15: HOLIDAYS

Regular full-time Employees with at least thirty (30) calendar days of service, shall be compensated for
a full eight (8) hour day pro-rated for regular part-time Employees who work (and are on payroll) twenty
(20) or more hours per week if the Employee is employed during any of the following ten (10) holidays:

DATE HOLIDAY

January 1 New Years Day

‘Third Monday in January Martin Luther King's Birthday
Third Monday in February President's Day _
Last Monday in May - Memocrial Day

July 4 ‘ Independence Day

First Monday in September Labor Day

November 11 Veterans Day

Fourth Thursday in November ~ Thanksgiving Day

Fourth Friday in November Day after Thanksgiving
December 25 Christmas Day -

Exempt Employees shall receive time off at their regular rate of pay for all hours (up to eight (8) hours)
worked on a holiday, in addition to the compensation provided in section15.1. These hours will be
recorded on their timesheet and can be used as time off anytime that calendar year. If the hours
earned are not used by the end of the year, they will be rescinded.

Non-exempt Employees who are required to work on a holiday, can take another day off that week, or '
be paid straight pay for all hours worked up to forty (40) and be paid time and a half for all hours
worked above forty (40) during that week.

When holidays fall on a Saturday or Sunday, the Employer shall designate the preceding Friday or

following Monday as the "observed" holiday for Employer operations/facilities that are closed on
holldays Time off for working on a holiday, as provided above shall be for hours worked on the
"actual" holiday not for the "observed" holiday.

In addition to the holidays listed in 15.1, employees shall receive twenty hours (20) personal holidays
per year. Personal holidays shall be pro-rated for regular part-time Employees who work (or are on
payroll) twenty (20) or more hours per week. The date of such personal holiday shall be approved by
the Employer. The hours must be used during the year and will not carry over to the next year. Any
unused hours as of December 31% will be converted to the employee’s Retiree Health Savings Plan.

The thirty (30) day waiting period required to be eligible for a paid holiday as noted in section 15.1 shall
be waived, provided the Employee does not terminate employment within six (6) months from their start

date. Employees who terminate employment within six (6) months shall reimburse the Employer for
any holidays for which they were paid within the first thirty (30) days of their employment.

ARTICLE 16: (RESERVED)

ARTICLE 17: LEAVES OF ABSENCE

The Employer agrees to provide regular full-time and reguiar part-time Employees the following leaves of
absence with reasonable written notice from the Employee:

17.1

Military leave with. pay for reserve tramlng, not to exceed flfteen (15) working days per year, when
ordered by the appropriate authorities.




17.2

17.3

17.4

Jury duty leave, when such leave has been ordered by the appropriate authorities. The Employer
agrees to pay the difference between the Employee's regular salary and jury duty pay if the jury duty
pay is less than the Employee's regular salary. If the jury is dismissed more than two (2) hours prior to
the end of the Employee's regularly scheduled shift, the Employee shall report to work.

Educational leaves, with pay, for work-related conferences and seminars, which-occur during regular
working hours, when attendance is approved by the Employer. The Employer further agrees to pay
reasonable costs related to the above types of educational leave.

A maximum of three (3) days of funeral/bereavement leave, with pay, shall be extended to a regular
full-time Employee upon the death of their spouse or another member of the immediate family of said

Employee or his/her spouse (i.e. children, sons-in-law, daughters-in-law, grandchildren, parents,

grandparents, brothers, sisters, legal guardian or individuals who are under an Employee's or spouse's
legal guardianship) for attendance at the funeral or other demonstrated need in relation thereto. The
actual time off, and the number of hours of funeral leave approved, will be determined by the supervisor
depending on the individual arrangements to be made, distance to the funeral, etc. Funeral leave
provided in accordance with this article wili be pro-rated for part-time Employees.

ARTICLE 18: INJURY ON DUTY

Employees injured in or contracting illness from actual service and thereby rendered incapable of performing
their duty shall receive no more than their regular take-home pay during the period of incapacity without loss of
sick leave for a period not exceeding ninety (90) working days per injury subject to the following conditions:

»

b)

c)

d)

In order to receive the benefits of this section for a period exceeding seven (7) days said |n]ury or
illness must be determined to be eligible under worker's compensation.

In order to be eligible for the benefits of this section for a period of seven (7) days or less, the Employer
must determine that the injury is "on-the-job" in nature.

In order fo be eligible for the benefits of this section, a written report of such injury must be made within
twenty-four (24) hours of said injury to the Employer.

If an Employee takes advantage of this section, all salary related benefit income (such as workers
compensation, disability benefits, etc.) must be turned over to the Employer.

Benefits of this section shall assure the Employee of their regular pay only and shall not include
allowances for overtime or other pay:.

The recipient of the benefits of this section must submit proof that reasonable efforts have been made
to secure all salary related injury benefits available.

The Employer may require a reaédnable number of physical examinations by the City's Physician at
reasonable times at City expense.

The City's Physician shall determine when the Employee is able to return to work.

This section does not apply in the case of death of an Employee, on duty or otherwise.

The base pay of an Employee will continue until the "on-the-job" status of an injury has been
determined, if said injury appears to be "on-the-job." However, if it is found that the injury is not job

related, the time off will be credited to sick leave, vacation time, compensatory time off or, if none of
these are adequate, deducted from future pay of the Employee.




a.

In the event vacation time is used, upon the return to work of the Employee, fifty percent (50%)
of future sick leave accrual may be transferred to vacation time, until such time as the accrued
vacation time reaches the level it was before time off was credited to vacation time.

k) Time available under this section shall not be considered as sick leave and shall not be included in
accrued sick leave at the time of termination of employment.

I) This section shall not be applicable if such job related injury is due to intentional negligence on the part
of the Employee so injured.

ARTICLE 19: INSURANCE

2015 Health Care Costs/Contributions

19.1 Health Insurance - For all full-time employees hired prior to January 1, 2013, the employer will pay
100% of the cost of employee (single) health insurance premium less $20, and 50% plus $45 toward
the cost of the monthly dependent health insurance premium for the High Deductible Health Plan
(hereafter the “HDHP”).for either the Medica Elect/Essential or Medica Choice plans. The Employer
shall contribute towards the cost for insurance as follows:

a.

$20 per month credit towards single health care insurance for those employees who are
deemed to have actively participated in the City provided Weliness Plan.

i. The term actively participated shall’ be as determined by the Labor-Management

Wellness Committee.

$1,900 annually into a Health Reimbursement Account (HRA) for those employees who elect
single coverage in either the Medica Elect/Essential Plan or Medica Choice plan.
$3,200 annually into a HRA for those employees who elect family coverage in either the Medica
Elect/Essential Plan or Medica Choice Plan.
The City shall make such deposits for single or family HRA contributions by way of pro-rata
contributions. The City will also provide a funding option which shall be available to any
employee who requires earlier funding of the City’s contribution due to medical event(s). In
such case, the Employee shall make a request for funding to the Human Resources Coordinator
and shall provide documentation supporting such request. The City shall also make a resource
person available on a regular basis to the Employees to assist them with paperwork and billing
issues related to the HDHP. : 7
As anh incentive to participate in the Wellness Program, the City shall contribute up to $450
annually toward the Employee HRA for those Employees who have been determined to have
actively participated in.the Wellness Program as determined by the Labor-Management
Wellness Committee. At the employee’s option the employee may choose to receive up to 12
hours of annual leave or 12 hours of vacation pay (for those employees still on the vacatlon
sick plan} in lieu of receiving the contribution into the Employee’s HRA.

19.2 For all employees hired on or after January 1, 2013, the following shall apply

a.

The employer will pay 100% of the cost of employee (single) health insurance premium less
$20, and 50% plus $45 toward the cost of the monthly dependent health insurance premium for
the High Deductible Health Pian (hereafter the “HDHP"} for the Medica Elect/Essential plan. For
any employee who chooses to participate in any other plan offered by the City, if any, the City
will contribute an amount equal to the actual dollar amounts paid for single HDHP coverage
towards the monthly premiums for other such plans for single coverage, and an amount equal to
the actual dollar amounts paid for family HDHP coverage for families toward the monthly
premiums for such plans for family coverage and the employee shall be responsible to pay any




difference over and above such contributions. The Employer shall contribute towards the cost
for insurance as follows: .
.. $20 per month credit towards single health care insurance for those employees who are
deemed to have actively participated in the City provided Wellness Plan.
1. The term actively partlc:pated shall be as determined by the Labor-Management
Wellness Committee.
ii. $1,700 annually into a Health Reimbursement Account (HRA) for those employees who
elect single coverage. '
1. For newly hired employees, who have successfully completed one year of
employment, the contribution shall be $1,800.
iii. $2,700 annually into a HRA for those employees who elect family coverage.
1. For newly hired employees, who have successfully completed one year of
employment, the contribution for family coverage shall be $2,800.
iv. The City shall contribute up to $450 annually toward the Employee HRA for those
Employees who have been determined to have actively participated in the Wellness
- Program as determined by the Labor-Management Wellness Committee. At the
~ employee’s option the employee may choose to receive up to 12 hours of annual leave
in lieu of receiving the contribution into the Employee’s HRA.

2016 Health Care Costs/Contributions

19.5

10.6

The Employer and the Union mutually agree to re-open this contract in 2016 to negotiate health
insurance costs/contributions. The re-opener is exclusive to Article 23. Should the parties fail to reach
an agreement on the terms of Article 23 though good-faith negotiations, the parties mutually agree to
refer the issue to binding “final offer” interest arbitration. ,

The Employer and the Union further agrees to actively engage in labor-management discussions and
planning with regard to future citywide health insurance offerings. It is the Employer’s expectation that a
global agreement with all affected bargaining units will be reached by the city’s insurance committee.

in the event health insurance provisions of this agreement fail to meet the requirements of the

- Affordable Care Act and its related regulations, the Union and the Employer will meet immediately to

negotiate alternative provisions. Should the Affordable Care Act and its related regulations cause the
Employer to be subject to a penalty, tax, or fine, the Union and the Employer will immediately meet and,
upon written mutual agreement of the parties, negotiate alternative provisions.

Any changes that are presented at renewal will be discussed during the Labor-Management Commitiee

‘process. These benefits apply to full-time Employees only.

[n addition to the contribution for full-time Employees, the Employer will pay fifty-percent (50%) of the
cost of the Employee (single) premium for HDHP for Regular Part Time Employees who work (and are
on payroll} thirty (30) or more hours per week. These Employees are responsible for paying all costs
beyond the aforementioned contribution by the Employer. Regular part-time Employees with this status
may purchase dependent coverage at their own cost.

The Employer shall pay one-hundred percent (100%) of the cost of Employee (single) dental coverage
for full-time Employees.

As permitted, the Empioyer shall provide an IRS-125 Plan that shall be used for the Employee's health
and dental insurance premiums.

10




19.7  The Employer shall provide a life insurance policy for each full-time Employee with a benefit value
equal to one-hundred percent (100%) of the Employee’s regular annual salary, to a maximum of forty
~ five thousand dollars ($45,000) for 2013 and to a maximum of fifty thousand ($50,000) for 2014.

19.8 The Employer will provide, and pay for, long-term disability insurance for each Employee. Such long- -
term disability insurance shall be coordinated with other benefits provided in the contract. Employees
are not eligible for vacation, sick leave, and annual leave accrual while receiving Long-Term Disability
payments, except for those hours the Employee appears on the payroll using accrued leave. Coverage
shall also be provided to regular part-time Employees who work (and are on payroll) twenty (20) or
more hours per week.

19.9 The Employer agrees to provide optional, Employee-paid short-term disability insurance coverage for
_ Employees on payroll twenty (20) or more hours per week.

19.10 The Employer agrees to provide a retiree health savings plan with the following specifications:

1.  Benefits paid to the Employees will be limited to insurance premiums and out-of-pocket
expenses determined eligible by the Internal Revenue Service.

2. The Retiree Health Savings plain will be funded with annual deposits as follows:

a. Employees shall have the cash value of all vacation hours, in excess of the
carryover limit (1.5 times annual accrual), deposited into the Retiree Health
Savings plan. (If an Employee uses all of their eared vacation that year or their
balance did not exceed the required carryover limit, no funds will be paid into the

plan.)

bh. Al Employées will have the cash value of all personal holiday hours, unused as of _
December 31st deposited into their Retiree Health Savings plan. ~

3.  The Retiree Health Savings plan will be funded by the Employee’s severance pay as
follows:

a.  One-hundred percent {100%) of accrued annual leave (and personal holidays, if
any balance remains) will be deposited into the Retiree Health Savings plan if the
Employee is at least age fifty (50) and their annual leave balance is at least one-
hundred fifty (150) hours at the time of separation from service. If the Employee is
under age fifty (50) or the annual leave balance is less than one-hundred fifty
(150) hours, no funds will be paid into the plan.

b.  One-hundred percent (100%) of accrued vacation (and personal holidays, if any
balance remains) will be deposited into the Retiree Health Savings plan if the
Employee is at least age fifty (50) and their annual leave balance is at least one-
hundred fifty (150) hours at the time of separation from sérvice. if the Employee is
under age fifty (50) or the annual leave balance is less than one-hundred fifty
(150} hours, no funds will be paid into the plan.

¢.  Those Employees who qualify to fund the Retiree Health Savings plan with some
or all of their accumulated sick leave (i.e. Tom Ekstrand) will have deposited into
the plan, at the time of separation from service, up to one-half (1/2) of any eligible
accumulated sick leave, with a maximum allowance of fifty (50) days.

ARTICLE 20: UNIFORMS

Employees who are required to wear Community Center-provided uniform tops will be given two uniform tops
per year. Additional uniform tops will be available for purchase by Employees at the actual cost paid by the
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Employer. The Employer will, for the Chief Building Engineer, reimburse up to $165.00 per year, toward the
cost of safety-toed boots and shall provide and maintain all uniforms required for work. The Employer shall
aiso pay Sixty Dollars ($60.00) per year in 2013 and Seventy Dollars ($70.00) in 2014 towards the cost of
shoes for the Fitness Coordinator for shoes that are deemed by the Employer to be required by that position.

ARTICLE 21: TRAVEL AND MEAL ALLOWANCE

21.1  Excluding Employees who receive a mileage allowance, the Employer agrees to pay mileage
reimbursement at the current Employer-approved rate to Employees, required by the Employer, to use
their prlvate vehicles for official business.

21.2 Expenses for meals, mcludlng sales tax and gratuity, will be reimbursed according to the following limits
and procedures. No reimbursement will be made for alcoholic beverages. Per diem meal and
incidental expenses as set forth in the annual General Services Administration Meals and Incidentals
Expenses Table located on the internet at www.gsa.gov/mie will be allowed without receipts being
required. Seventy five percent of the per diem is allowed for fravel days as set forth in that fable. If
less than three meais are purchased, deductions to the per diem or the meal allowance maximum will
be made in the amounts as set forth in that table. Also, if a meal is provided as part of the training,
seminar, conference or other event being attended, an appropriate deduction shall also be made for
that meal. Full reimbursements, over the maximums specified, will be authorized for all employees if a
lower cost meal is not available when attending banquets, training sessions, or meetings of
professional organizations.

ARTICLE 22: PERSONNEL FILE

A copy of any material to be placed in an Employee's personnel file during the term of this Agreement shall be
provided to said employee. All material related to a disciplinary action against an employee will be removed
from the file after five (5) years, if no further disciplinary action has been taken. _

ARTICLE 23: NONDISCRIMINATION

The provisions of this Agreement shall be applied to aII- Employees in the Bargaining Group without
discrimination as to age, sex, marital status, race, color, creed sexual orientation, national origin or political
affiliation.

The Bargaining Group and the Employer agree to meet and confer to discuss accommodations for "qualified"
disabled Employees as the need arises, consistent with the intent of the Americans with Disabilities' Act.

ARTICLE 24: EDUCATION

When funds are available as determined by the Department Head, The EMPLOYER agrees to pay fifty percent
(50%) of the cost of tuition, books and unique software required specifically for the class ( as opposed to
general software such as “Microsoft Word©"), upon successful completion with a “C” grade or better, seventy-
five (75%) reimbursement upon completion with a “B” grade or better and eighty five percent (85%)
reimbursement upon completion with an A grade, during the term of this AGREEMENT, on accredited course
work at the vocational, undergraduate, or graduate college level which is determined by the EMPLOYER to be
job related. All course work covered by this Article shall be during non-working hours. Part-Time Employees
are eligible for this benefit on a prorated basis. The maximum reimbursement will be based on the per credit
cost at the University of Minnesota. Employees may elect to attend a more costly school provided they pay the
difference in cost. Employees must reimburse the City on a pro-rata basis if they voluntarily leave employment
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or are terminated for cause within thirty six (36) months of reimbursement.

ARTICLE 25: LEGAL DEFENSE

Any Employee who is charged with a traffic violation, ordinance violation or criminal offense arising from acts
performed within the scope of his/her employment, when such act is performed in good faith and under direct
order of histher supervisor, shall be reimbursed for reasonable attorney's fees and Court costs actually
incurred by such Employee in defending against such charge.

ARTICLE 26: WAGE SCHEDULE

26.1 Salary. A general wage increase of two percent (2 .0%) effective January 1 2015. shall be provided to
all positions represented by the GROUP, A general wage increase of one percent (1%} shall be
effective January 9th, 2016, an additional 1% increase effective June 11", 2016, and an additional 1%
increase effective September 3", 2016 shall be provided to all positions represented by the GROUP.

Salary Ranges — (See Appendices A & B for 2015 and 2016 pay rates.)

The salary ranges have seven (7) steps. Employee's actual salaries may fall between steps. Movement within
the range is based on a combination of time in position and performance. Employees will be eligible for a step
increase once per year on their anniversary date until they reach the top salary for their respective job
classification. If an Employee receives a performance rating below satisfactory (below good) on any of the
major performance dimensions, their step movement will be delayed until such time as they have received two
consecutive fully satisfactory performance reviews. Once a delayed increase is provided, the new eligibility
date for pay increases for that Employee will change to the date the delayed increase went into effect.
Employees who did not receive a rating below satisfactory (good) will automatically receive a five percent
increase on their anniversary — unless the five percent increase would bring them above the maximum for their
pay range. Unless agreed to by the Employer and the Employee no employee can be pald more than the
maximum for their pay ranges.

Employees will normally be hired at Step 1 of the pay range. Exceptions require approval by the City Manager.
Employees who are promoted will move to a pay rate, which gives them an mcrease over the;r pre—promoted
pay rate.

26.2 Deferred Compensation. . In addition to the above pay rates, the Employer will contribute to each fuil-
time Employee an amount equal to three and one quarter percent (3.25%) of their regular salary to be
deposited into a deferred compensation account. Regular part-time Employees who work (and are on
payroll) twenty (20) or more hours per week will receive a pro-rated amount deposited into a deferred
compensation account under the same conditions as full-time Employees. |n order to receive the
contribution to deferred comp all employees must match the contribution from the City.

ARTICLE 27: SAFETY
27.1 Joint Safety

The Employer and the Bargaining Group agree'to jointly promote safe and healthful working conditions,
to cooperate in safety matters and to encourage Employees to work in a safe manner.
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27.2.

28.1

28.2

28.3

Safety Committee
The Bargaining Group shall designate an employee and at Ieast one alternate to serve on the City
Labor Management Safety Committee.

ARTICLE 28: WAIVER

Any and all prior agreements, resolutions, practices, policies, rules and regulations regarding terms and
conditions of employment to the extent inconsistent with the provisions of this agreement are hereby
superseded.

The parties mutually acknowledge that during the negotiations which resulted in this agreement, each
had the unlimited right and opportunity to make demands and proposals with respect to any term or
conditions of employment not removed by law from bargaining. All agreements and understandings
arrived at by the parties are set forth in writing in this agreement for the stipulated duration of this
agreement.

The Employer and the Coliective Bargaining Group agree that the parties have now had the opportunity
to fully negotiate the terms and conditions of employment as provided for pursuant to the Minnesota
Public Employment Labor Relations Act. Thus, each voluntarily and unqualifiedly waives the right to
meet and negotiate further during the term of this Agreement regarding any and all terms and
conditions of employment referred to or covered in this Agreement or with respect to any term or
condition of employment not specifically referred to or covered by this Agreement, even though such
terms or conditions may not have been within the knowledge or contemplation of either or both parties
at the time this contract was negotiated or executed.

" ARTICLE 29: SAVINGS CLAUSE

This agreement is subject to the laws of the United States, the State of Minnesota, and the signed municipality.
In the event any provision of this agreement shall be held to be contrary to law by a Court of competent
jurisdiction from whose final judgment or decree no appeal has been taken within the time provided, such
provision shall be voided. All other provisions of this agreement shall continue in full force and effect. The
voided provision shall be renegotiated at the request of either party.
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ARTICLE 30: DURATION

This AGREEMENT shall be effective as of January 1, 2015, and shall remain in full force and effect until the
thirty-first (31st) day of December 2016. ‘

IN WITNESS WHEREOF, the parties hereto have executed this AGREEMENT on this the

- dayof___ , 20

FOR THE CITY: | FOR THE GROUP:
Mayor
City Manager

Assit City Manager/ Director of Human Resources
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APPENDIX A

METRO SUPERVISORY GROUP
2015 PAY RATES

(January 1- January 8" 2016) PAY RATES (2%)

ADMIN OPERATIONS SUPR
BANQUET & EVENTS COORD.

" BLDG MAINT SUPERVISOR
BUILDING OFFICIAL ‘
CITIZENS SERVICES SUPERVISOR
COMM CENTER OPERATIONS MGR
FITNESS SUPERVISOR

LEAD NATURALIST

MEMBER SERVICES SUPERVISOR
NATURAL RESOURCES COORD
PARKS MANAGER

RECREATION MANAGER
RECREATION COORDINATOR

STEP STEP STEP STEP STEP STEP  STEP
1 2 3 4 5 6 7
29.81 3130 3287 3452 3624 3805 39.95
2512 2639 2770 2908 3056 32.08 3368
27.82 2820 = 3067 3220 3381 3550 37.27
36.87 3871 4065 4268 4481 4705 48.93
2011 3058 32.09 3369 3537 37.16  39.00
32.00 3360 3528 37.05 3890 4084 4289
2512 2639 2770 2008 3056 32.08 33.68
2545 2673 28.07 2946 3095 3249 3412
2042 2144 2251 2364 2481 2606 27.37
3118 3273 3437 3610 37.89 3979 4178
3200 3360 3528 37.05 3890 40.84 4289
32.00 3360 3528 37.05 3890 4084 4289
2287 2402 2524 2650 27.82 2921 3067
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APPENDIX B

METRO SUPERVISORY GROUP
2016 PAY RATES

(January 9-June 10) PAY RATES (1%)

STEP

17

STEP STEP STEP STEP STEP  STEP
1 2 3 4 5 6 7
ADMIN OPERATIONS SUPR . 3011 3181 33.20 34.87 36.60 3843 40.35
BANQUET & EVENTS COORD. ' 2537 2665 27.98 2937 30.87 3240 34.02
BLDG MAINT SUPERVISOR 2810 2949 30.98 3252 3415 35.88 37.64
BUILDING OFFICIAL 37.24  39.10 4106 43.11 4526 47.52 4942
CITIZENS SERVICES SUPERVISOR: 2940 3089 3241 34.03 3672 37.53 39.39
COMM CENTER OPERATIONS MGR 3232 3394 3563 37.42 3929 41.25 43.32
FITNESS SUPERVISOR 2537 2665 2798 29.37 30.87 3240 34.02
LEAD NATURALIST ' 2570 27.00 2835 2975 31.26  32.81 34.46
MEMBER SERVICES SUPERVISOR 2082 21865 2274 2388 2506 28.32 27.64
NATURAL RESOURCES COORD 3149 33.06 3471 36.46 38.27 40.19 42.20
PARKS MANAGER 3232 33.94 3563 3742 3029 41256 43.32
RECREATION MANAGER : 3232 33.94 3563 3742 3929 4125 43.32
RECREATION COORDINATOR 2310 24.26 2649 28.77 2810 2950 30.98
(June 11-September 2) PAY RATES (1%)

STEP STEP STEP STEP STEP STEP  STEP

: 1 2 3 4 5 6 7

ADMIN OPERATIONS SUPR 3041 3193 3353 3522 36.97 38.81 40.75
BANQUET & EVENTS COORD. 2562 26,92 2826 2966 3118 3272 34.36
BLDG MAINT SUPERVISOR 2838 2978 31.28 3285 3449 36.22 38.02
BUILDING OFFICIAL 3761 3049 41.47 43.54 4571 48.00 49.91
CITIZENS SERVICES SUPERVISOR 2069 31.20 32,73 3437 36.08 37.91 39.78
COMM CENTER OPERATIONS MGR 3264 3428 3599  37.79 39.68 41.66 43.75
FITNESS SUPERVISOR .2662 26.92 2826 2966 3118 3272 34.36
LEAD NATURALIST 2596 27.27 28.63 30.05 31.57 3314 34.80
MEMBER SERVICES SUPERVISOR 20.83 21.87 2297 2412 2531 26.58 27.92
NATURAL RESOURCES COORD 3180 33.39 35.06 36.82 38.656 4059 42.62
PARKS MANAGER 3264 3428 35989 37.79 3968 4166 43.75
RECREATION MANAGER : 3264 34.28 3599 37.79 3068 41.68 4375
RECREATION COORDINATOR 2333 2450 2574 27.04 28.38 29.80 31.29




(September 3-December 31) PAY RATES (1%)

ADMIN OPERATIONS SUPR
BANQUET & EVENTS COORD.
BLDG MAINT SUPERVISOR
BUILDING OFFICIAL

CITIZENS SERVICES SUPERVISOR
COMM CENTER OPERATIONS MGR
FITNESS SUPERVISOR

LEAD NATURALIST

MEMBER SERVICES SUPERVISOR
NATURAL RESOURCES COORD
PARKS MANAGER

RECREATION MANAGER
RECREATION COORDINATOR
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STEP STEP STEP STEP STEP STEP STEP

1. 2 3 4 5 6 7
3071 3225 3387 3557 3734 3920 4116
2588 2719 2854 2996 3149 3305 34.70
2866 30.08 3160 33.18 3483 3658 3840
37.99 39.88 4188 4398 46.17 4848  50.41
2999 3151 33.068 3471 3644 3829 40.18
3297 3462 3635 3817 40.08 42.08 44.19
2588 2719 2854 2996 3149 3305 34.70
2622 2754 2892 3035 3189 3347 35.15
2104 2209 2320 2436 2556 2685 2820
3212 3372 3541 3719 3904 4100 43.05
32.97 3462 3635 3817 4008 42.08  44.19
3297 3462 36.35 3817 40.08 42.08 4419
2356 2475 2600 27.31 2866 3010 31.60




APPENDIX C

CITY OF MAPLEWOOD ANNUAL LEAVE PROGRAM

It is the policy of the City of Maplewood to provide paid time away from work to eligible employees. This
policy is implemented by means of the Annual Leave Program, which covers all paid leave previously
available under the City’s vacation and sick leave benefits. The Annual Leave Program does not include
designated or personal holidays, funeral leave, military leave or court leave. With the adoption of this
program, the Gity firmly accepts and endorses the principles of consistency, flexibility, personal
responsibility, and the recognition of years of service.

The traditional paid vacation and sick leave programs have been in place for many years. These programs
are highly structured with extensive rules applied to their use. These rules may not provide the best “fit" for
the circumstances of individual employees and their inmediate and extended families. As of May 5, 2001,
the Annual Leave Program replaced individual vacation and sick leave plans and combined them into a
single benefit program. Annual leave is provided to all employees hired on or after that date. Employees
hired prior to May 5, 2001 had the optlon to convert to annual leave or remain in the sick leave and
vacation plans.

Employees accrue annual ieave based oh length of service with the City. This means that employees all
receive the same amount of paid time off, regardless of their personal or family situation. ' Plan provisions
discourage unnecessary utilization by providing cash and savings incentives.

Any sick leave or vacation time that an employee may have used under the Family and Medical Leave or
Parenting Leave policies will become annual leave. The legal requirements of the time off and continuation
of insurance contributions under those laws remain unchanged. (This means the City will contribute the
same amounts toward health and dental insurance premiums while employees are on family and medical
leave as they do under the vacation and sick leave programs.)

Annual leave can be used for any reason, subject only to necessary request and approval procedures
- consistent with policy and labor contracts. As with all paid time off programs, we need to ensure that
service to the public and work requirements are not adversely impacted.

Medical Certification - Good attendance is an essential job function for all City employees. If unplanned
absences are excessive, a doctor's certificate may still be required. It shall state the nature and duration of
the illness or injury and verify that the employee is unable to perform the duties and responsibilities of their
- position.

A statement attesting to the employee’s ability to return to work and perform the essential functions of the
job.and a description of any work restrictions may also be required before the employee returns to work. (If
an unplanned absence is not viewed as a problem by the employee’s supervisor, a doctor's statement will
not be required.)

Accrual Rates -

Years of Service Annual Accrual Rates
1-4 Years - 19 days
5-11Years - 24 days
12 - 20 Years 29 days
After 20 Years 34 days
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Annual leave shall not accrue during unpaid leaves. Effective January 1, 2003, regular part-time
employees hired into a position that is 20 or more hours per week, shall accrue annual leave on a prorated
basis based on regular hours worked. Employees who were already in regular part-time positions of at
least 15 hours per week prior to January 1, 2003 shall remain eligible for pro-rated annual leave.

Annual leave will accrue on a pay-period basis (as vacation and sick leave do) for up to 62 days.
Employees can carry over up to their full balance as long as the total balance never exceeds the 62-day
cap No additional accrual will occur above the cap.

Sick Leave Balances: Deferred Sick Leave - Employees hired prior to May 5, 2001, who had accrued sick
leave and who elected to participate in the annual leave program retained their sick leave balance to be
used as “deferred sick leave” until the balance was exhausted. Deferred sick leave can be used for any
doctor-certified extended leave that would have been covered under the previous sick leave policy in effect
prior to adoption of the policy. An extended leave for purposes of this policy is defmed asone requmng an
employee to be out of work for two (2) or more consecutive days

If an employee knows they will be out for two (2) or more consecutive days before the absence, they will be
eligible to use the deferred sick leave bank from the first day. For example, if an employee has a
scheduled surgery where they know—in advance—they will be out for two (2) weeks, the employee will be
able to use hours from their deferred sick leave bank starting on the first day of the absence. If an
employee is out and expects to return within two (2) days, they will use annual leave. If the medical
condition extends beyond the two (2) days, the deferred sick leave bank will be applied retroactively and
any annual leave used will be restored to the annual leave balance. :

Once the deferred sick leave bank is exhausted, employees will use annual leave for all absences covered
by the annual leave program - up to the point that disability insurance coverage goes into effect. Any
deferred sick leave balance remaining when an employee leaves City service will expire unless the
employee would have been eligible for sick leave as severance pay prior to electing annual leave (see
Severance Pay).

Vacation Balances - Unused vacation balances were converted to annual leave on a one-for-one basis for
employees who converied from vacation/sick leave to annual leave. :

‘Banked Personal Holiday Hours - Employees who had banked personal holiday hours that were earned
and unused prior to March,1984 had the option to cash them out at their current hourly rate durlng the open
window period or to retain them. :

Short-Term Disability Insurance - The City adopted an optional short-term disability insurance program
effective October 1, 2001. The cost of this coverage will be paid by the employee, if the employee elects
coverage. For employees who elect this coverage, the benefits will begin after an employee |s out for thirty
(30) calendar days.

The City also has a long-term disability program in place where benefits begin at ninety (90) calendar days.
Short-term disability benefits cover the period from thirty (30) calendar days to ninety (90) calendar days.
Employees who have deferred sick leave may use sick leave hours from the deferred sick leave bank to
make up the difference between pay provided by short- and long-term disability insurance payments and
their regular take-home pay. Employees without a deferred sick leave bank may use annual leave for this
purpose.

Severance Pay - Under the current vacation and sick leave programs, employees are eligible for 100% of
their vacation and personal holiday balance when they leave City employment. Some employees are also
eligible for 50% of their sick leave balance when they leave. Eligibility for sick leave as severance varies
by group with different maximum payouts depending on the group. For some groups there are different
severance pay benefits dependent upon an employee’'s start date.
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Employees who were hired before May 5, 2001, who are now on the annual leave program, will retain their
eligibility for sick leave as severance (using the remaining deferred sick leave balance) under the same
conditions as were in place before they elected annual leave.

For example, if an employee was eligible for 50% of their sick ieave balance - up to a cap of fitty (50} days -
prior to electing annual leave, they will be eligible for 50% of their deferred sick leave balance up to fifty
(50) days when they leave City service.

All employees who have annual leave will be eligible for 100% of their annual leave balance when they
leave City service. They may receive this as cash or deferred compensation (subject to IRS regulations).

Unpaid Leave - Unpaid leaves may be approved in accordance with the City Personnel Policies.
Employees must normally use all accrued annual leave prior to taking an unpaid leave. If the leave
qualifies under Parenting Leave or Family and Medical Leave, the employee may retain a balance of forty
(40) hours when going on an unpaid leave. Any exceptions to this policy must be approved by the City
Manager. ‘

Sick Leave Conversion - There are various sick leave conversion programs in existence which cover
different employee groups. Some programs vary within a particular group based on hire date.. Employees
who have annual leave will be able to convert some hours to cash or deferred compensation as described
below. Employees who remained with the vacation and sick leave program may continue to convert sick
leave and/or vacation based on programs they were eligible for prior to the adoption of annual leave (May
5, 2001). )

Annual Leave Conversion - Annual leave will be eligible for conversion to cash or deferred compensation
(subject to IRS maximum deferral regulations) annually on a one-for-one basis subject to the following
conditions. Up to 40% of the annual leave balance, not to exceed eighty (80) hours, may be converted
each year provided the employee has used a minimum - of 30% of their annual accrual during the current
calendar year and has a minimum balance of at least 176 hours. The minimum balance requirement will .
be determined as of the first payroll in December and will be based on the employee’s current hourly rate
on December 1.

Conversion to cash or deferred compensation will occur in the second payroll of the following year with
specific dates to be determined by the Finance Department each year. Finance will notify all employees
who have annual leave in November of each year as to the dates and conversion options. The conversion
will be part of regular payroll and will not be paid in a separate check. Regular rate for the purpose of this
policy is the employee’s straight time rate not including overtime, pay differentials, out-of-class adjustments
or any other additions to regular pay '
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ARTICLE 1: PURPOSE AND INTENT

This Agreement entered into as of January 1, 2015 between the City of Maplewood, Minnesota,
Municipal Corporation, hereinafter called “Employer” and /or “City”, and Maplewood Confidential
& Supervisory GROUP hereinafter called the “Collective Bargaining Group” and/or “Group.” itis
the intent and purpose of this agreement to:

1.1

1.2

1.3

1.4

Establish certain hours, wages and other conditions of employment;

- Establish procedures for the equitable and peaceful resoluﬁon of disputes concerning

this agreements interpretation and/or application; .
Specify the full and complete understanding of the parties; and

Place in written form the parties’ agreement upon terms and conditions of employment
for the duration of this agreement. :

The Employer and the Collective Bargaining Group through this agreement, continue their
dedication to the highest quality public service. Both Parties recognize this agreement as a
pledge of this dedication.
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3.1
32

33

3.4

3.5

3.6

ARTICLE 2: RECOGNITION

The EMPLOYER recognizes the GROUP as the exclusive representative, for Alf -
Employees of the City of Maplewood, Minnesota, who are public employees within the
meaning of Minnesota Statutes 179A.03, Subdivision 14, who are confideritial within the
meaning of Minnesola Statutes 179A.03 Subdivision 4 or who are both supervisory and
confidential within the meaning of Minnesota Statutes 179A.03 Subdivisions 4 and 17,

“excluding supervisory employees within the scope of the existing “ superwso:y

appropriate unit.

The positions of Assistant City Manéger, Finance Director, and Police Chief shall be
excluded for the life of this Agreement.

In the event the EMPLOYER and the GROUP are unable to agree as to the inclusion or
exclusion of a new or modified job class, the issue shall be submitted to the Bureau of
Mediation Services for determination. :

ARTICLE 3: DEFINITIONS
GROUP: City of Maplewood Confidential & Supervisory GROUP.
EMPLOYER: The City of Maplewood, Minnesota. -
DEPARTMENT HEAD: Citizen Services Director/City Clerk, Fire Chief, IT Director,
Parks & Recreation Director, Public Works Director/City Engineer and similar titles that

may be created.

EMPLOYEE: A member in good standing of the Confidential and Supervisory GROUP,
covered by this AGREEMENT.

SENIORITY: Employee's length of continuous service with the EMPLOYER.

CONTIN UOUS SERVICE: Unceasing service from last date of hire, including approved
paid leaves of absence and unpaid leaves of less than one pay period.

2 .




3.7

38

39

3.10

3.1

3.12

GRIEVANCE: A dispute or disagreement as to the interpretation or application of the

. terms and conditions of this AGREEMENT.

REGULAR FULL-TIME EMPLOYEE: An Employee who is holding a regular full-time
position with the City of Maplewood. A regular FT position is a position that is not

. temporary or seasonal in nature and is expected to work at least 40 hours per week.

REGULAR PART-TIME EMPLOYEE: An Employee who holds a regular part-time
position (regularly expected to work 14 hours or more and less than 32 hours per week).

JOB CLASS SENIORITY: Employee's length of continuous service in a job class.

EXEMPT: Not covered by the federal and state Fair Labor Standards Acts overtime
requirements.

NON-EXEMPT: Covered by the federal and state Fair Labor Standards Acts overtime
requirements. -

ARTICLE 4: GROUP SECURITY

In recognition of the GROUP as the certified exclusive representative, the EMPLOYER shall:

4.1

42

4.3

4.4

45

4.6

Initiation Fees - Deduct an amount sufficient to provide the payment of initiation fees
established by the GROUP from the wages of all Employees covered by this
AGREMEENT.

GROUP Dues - Deduct an amount sufficient to provide the payment of dues established
by the GROUP from the wages of all Employees covered by this AGREEMENT. Such
monies shall be divided equally among the pay-periods and shall be remitted with an
itemized statement to the appropriate designated officer of the GROUP. Dues appeals or
challenges may be filed in accordance with State Statute. :

Fair Share Fees - Deduct fair share fees in accordance with Minnesota Statutes, Section
1 79A.08, Subd. 3 and remit such deduction, with an itemized statement, to the
appropriate designated officer of the GROUP within ten (10) days following said
deduction.

Bulletin Board - Furnish and maintain one (1) bulletin board in a convenient place which
may be used by the GROUP for posting of proper notices and bulletins at each location

where Employees are regularly scheduled.

GROUP Stewards - The GROUP may designate certain Employees from the-bargaining
unit to act as stewards and shall inform the EMPLOYER in writing of such choice.
Officers of the GROUP shall be allowed reasonable time off without pay, with prior
approval of their immediate supervisor for the purpose of conducting GROUP business
as provided by State Statute, when such time away from their normal work duties will not
unduly interfere with the operation of the department. Officers of the GROUP shall be
allowed leaves of absence without pay, when requested, to fulfill their duties as GROUP
Officers as allowed by State Statute.

Hold Harmless - The GROUP agrees to indemnify and hold the EMPLOYER harmless
against any and all claims, suits, orders, or judgments brought or issued against the City
as a result of any action taken or not taken by the City under the provisions of this Article.




ARTICLE §: EMPLOYER SECURITY

The GROUP agrees that during the term of this AGREEMENT the GROUP will not cause,
encourage, participate in or support any strike, intentional slow-down or other interruption of or
interference with the normal functions of the Employer.

6.1

7.1

7.2

7.3

ARTICLE 6: EMPLOYER AUTHORITY

The Employer retains the full and unrestricted right to operate and manage all staff,
facilities, and equipment; to establish functions and programs; to set and-amend policies,
procedures and budgets; to determine the utilization of technology; to establish and
modify the organizational structure; to select, direct and determine the number of
personnel; to establish work schedules, and to perform any inherent managerial function
not specifically limited by this agreement.

ARTICLE 7: GRIEVANCE PROCEDURE/ARBITRATION

For purpose of this AGREEMENT, the term “grievance” means any dispute between the

- EMPLOYER and the employee(s) concerning the interpretation or application of the

terms and conditions of this AGREEMENT. Both parties recognize that should a
provision of the AGREEMENT be specifically in conflict with an Employment Rule, this
AGREEMENT shall prevail; any employment ruie not directly modified or abridged by this
AGREEMENT shall remain in full force. The EMPLOYER and the GROUP agree to the
following grievance procedure. Each step of the grievance procedure shall be strictly
adhered to or the grievance shall be deemed withdrawn.

- Processing of a Grievance - It is recognized and accepted by the GROUP and the

EMPLOYER that the processing of grievances as hereinafter provided is limited by the
job duties and responsibilities of the EMPLOYEES and shall therefore be accomplished
during normal working hours only when consistent with such Employee’s duties and
responsibilities. The aggrieved Employee and the GROUP representative shall be
allowed a reasonable amount of time without loss in pay when a grievance is
investigated and presented to the EMPLOYER during normal working hours provided the
Employee and the GROUP representative have notified and received the approval of the
designated supervisor who has determined that such absence is reasonable and would
not be detrimental to the work programs of the EMPLOYER. The designated supervisor
shall schedule an approved absence within five (5) workdays after the request for
absence.

Procedure - Any grievance or dispute between the parties relative to the application,
meaning or interpretation of this AGREEMENT shall be settled in the following manner:

Step 1. The GROUP Steward, with or without the Employee, shall take up the
grievance or dispute with the Employee's immediate supervisor within fourteen (14)
calendar days of the date of the grievance or the Employee’s knowledge of its
occurrence. The supervisor shall attempt to adjust the matter and shall respond fo
the employee within fourteen (14) calendar days. In cases of discharge, a grievance
must be filed within seven (7) calendar days and the immediate supervisor shall
respond within seven (7) calendar days.

Step 2. [f the grievance has not been settled in accordance with Step 1, the
GROUP shall present the grievance in writing to the appropriate Group Manager
within seven (7) calendar days after the immediate supervisor's Step 1 response is
due. All grievances shall state the facts on which it is based, when they occurred,
the provision or provisions of the AGREEMENT allegedly violated, and the remedy
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76

7.7

7.8

requested. The Group Manager shall respond to the GROUP steward in writing
within seven (7) calendar days. '

Step 3. If the grievance has not been settled in accordance with Step 2, it shall be
presented in writing, setting forth the nature of the grievance, the facts on which itis
based, the provision or provisions of the AGREEMENT allegedly violated, and the
remedy requested, by the GROUP to the City Manager within ten (10) calendar days
after the Group Manager's response is due. The City Manager will respond to the
GROUP in writing within ten (10) calendar days.

Step 4. If both parties, having exhausted the grievance steps provided herein,
cannot settle the grievance, the GROUP may submit the issue in dispute to binding
arbitration within fourteen (14) calendar days of receipt of the Third Step answer and
shall notify the City Manager, in writing; of its intent to do so. The GROUP will -
request the Minnesota Bureau of Mediation Services to submit a list of seven (7)
names from which the parties shall, within fourteen (14) calendar days after receipt
of such list, select the arbitrator by striking alternately one name each and the -
remaining person shall be the arbitrator. A toss of the coin shall determine who shall
strike the first name.

The arbitrator shall consider and decide only the specific issue(s) submitted in writing by
the EMPLOYER and the GROUP and shall have no authonty tomake a deCIS|on on any
other issue not so submltted

The fees and expenses for the arbitrator's service and proceedings shall be borne
equally between the parties, except that each party shall be responsible for
compensating its own representatives and withesses. If either party desires a verbatim
record of the proceedings it may cause such a record to be made, providing it pays for
the record. If both parties desire a verbatim record of the proceedmgs the cost shall be
borne equally for said record.

Waiver - If a grievance is not presented within the time limits set forth above, it shall be
considered withdrawn. [f a grievance is not appealed to the next step within the specified
time limit or any agreed extension thereof, it shall be considered seftled on the basis of

. the EMPLOYER'S last answer.

If the EMPLOYER does not answer a grievance or an appeal thereof within the specified
time limits, the GROUP may elect to treat the grievance as denied at that step and
immediately appeal the grievance to the next step. The time limit in each step may be
extended by mutual agreement of the EMPLOYER and the GROUP without prejudice to
either party.

Should a grievance involve the suspension, demotion or.discharge of an Employee who
has completed the required probationary period, the grievance shall be initiated at Step
Three. An Employee pursuing a statutory remedy is precluded from also pursuing an
appeal under this procedure unless otherwise required by law. Selection of any
procedure other than Step three shall terminate the Employee’s right io seek redress
under this Article.

ARTICLE 8: NONDISCRIMINATION

The provisions of this Agreement shall be applied to all Employees in the Bargaining Group
without discrimination as to age, sex, marital status, race, color, creed, sexual orientation,
national origin or political affiliation. :

The Bargaining Group and the Employer agree to meet and confer to discuss accommodations
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for "qualified" disabled Employees as the need arises, consistent with the intent of the
Americans with Disabilities’ Act.
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ARTICLE 9: SENIORITY

Determining Criterion — Seniority will be the determining criterion for transfers, newly
created positions and promotions only when all other qualification factors are equal.

Layoff - In the event it becomes necessary to lay off Employees for any reason,

- Employees within a given job classification shall be laid off in inverse order of their job

class seniority (providing the remaining Employees have the ability, license or
certification required of a position or can be trained to perform the remaining work and
become licensed or certified in a timely manner as reqwred by the p03|t|on) in the'
following order:

Temporary, interim or acting employees
Probationary part-time employees
Probationary full-time employees
Regular part-time employees

Regular full-time employees

apowe

o

Recall - Employees shall be recalled from layoff according to job class seniority. No new
Employee shall be hired for a job classification for which a layoff has occurred until all
Employees on layoff status within that job classification have been given ample
opportunity to return to work within one (1) year of said layoff. The City will notify
Employees on layoff to return to work by registered mail, at that Employee's last recorded
address. The Employee must return to work within three (3) weeks of recelpt of this
notice in order to be eligible for re-employment.

Promotion Outside Bargaining Unit - Employees promoted or transferred outside the -
bargaining unit shall maintain their job class seniority in the unit for thirty (30) days.

Seniority List - The EMPLOYER agrees to provide the GROUP, upon request, a seniority
list not more than four (4) times per year.

Continuous Service - For purposes of seniority, an Employee's continuous service record
shall be broken by voluntary resignation, discharge for just cause, and retirement.

ARTICLE 10: WORK SCHEDULES

Normal Workday/Work Week - The sole authority for determining work schedules is the
Employer. The Employer may arrange a flexible schedule for Employees within the
Department. The normal workday for a non-exempt Employee shall be eight (8) hours;
normal hours that Employer offices are open for business are 8:00 a.m. to 4:30 p.m.; and
the normal workweek shall be forty (40) hours Monday through Friday. :

Regular Shifts - Service to the public may require the establishment of regular shifts for
some Employees on a daily, weekly, seasonal, or annual basis other than the normal
work day or work week. The EMPLOYER will give advance notice to the Employees
affected by the establishment of workdays different from the Employee's normal workday.

Unusual Work Circumstances - In the event that work is required because of unforeseen
unusual circumstances such as (but not limited to) fire, flood, snow, sleet, or breakdown
of municipal equipment or facilities, no advance notice need be given. It is not required
that an Employee working other than the normal work day be scheduled to work more
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than eight (8) hours; however, each Employee has an obligation to work overtime if
requested unless unusual circumstances prevent him/her from doing so.

SaturdéylSunday Work Weeks - Service to the public may require the establishment of
regular workweeks that schedule work on Saturdays and/or Sundays for select positions.

Permanent Schedule Changes Any permanent changes in the work schedule should be
preceded with a four (4) week notice to the affected Employees.

Out-of-Class Assignment — Any Employee working an out-of-class assignment for four
(4) hours or more shall be paid at a rate within the higher job classification, but in no case
shall the Employee receive less than 5% per hour additional. For the purposes of this
Article, an out-of-class assignment is defined as an assignment of an Employee to
perform the significant duties and responsibilities of a position different from the
Employee’s regular position, and which is in a higher classification within the bargaining
unit. Also for purposes of this Article, Employees will be paid at the higher rate only for
the hours worked at the higher rate. :

Flexible Scheduling — Non-exempt Employees, who normally work eight (8) hour shifts,
will be paid one and one-half (1-1/2) times the Employee’s regular pay rate for all hours
worked in excess of eight (8) hours, when required to work more than eight (8) hours.
Changes of shift do not qualify an Employee for overtime under this article. Non-exempt
Employees who normally work shifts of longer than eight (8) hours, will be paid one and
one half (1-1/2) times the Employee’s regular pay rate for all hours in excess of the

- normal shift length.

Schedule changes made by the supervisor shall be posted for fourteen (14) days prior to
the effective date.

At the Employee’s request, Employees may work a shorter shift than that normally
required and may make up the time on another shift, upon approval of their supervisor.
When Employees avail themselves of this approved flexible scheduling, they will not be
eligible for overtime for the longer shift. Under no circumstances will an Employee be
allowed to work more than forty (40) hours in a given week due to selecting this option, if
they would not have been eligible to do so prior to selecting it.

Exempt Emgloyee ~ Department Heads or exempt Employees are normally required to
work the number of hours necessary to fulfill their responsibilities including evening
meeting and/or on-call hours. The normal hours of business for Department Heads are
Monday through Friday, 8 a.m. to 4:30 p.m. Department heads are required to use paid
leave when on personal business or away from the office for four (4) hours or more, on a
given day. Absences of less than four (4) hours do not require use of paid leave as it is
presumed that the staff member regularly puts in extra hours above and beyond the
normal 8 a.m. to 4:30 p.m. Monday through Friday requirement. All exempt positions
may also require work beyond forty (40) hours per week. In recognition for working extra
hours, these Employees may take time off during their normal worklng hours with
supervisory approval.

ARTICLE 11: MEAL AND REST PERIODS

An Employee may take an unpaid meal period and two (2) paid - fifteen (15) minute rest periods
during a normal work day at times determined by the Employee and their immediate supervisor.
The length of the meal period will vary depending on department and job title. With supervisory
approval, rest periods may be added together, added to a lunch break or added to an unpaid
break to workout at the Community Center or do personal business. Police and Fire Department
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personnel will receive paid meal and rest breaks and remain available for an |mmed|ate return to
duty should an event dictates it.
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ARTICLE 12: OVERTIME

Daily/Weekly Overtime — For non-exempt Employees, hours worked in excess of eight
(8) hours within an assigned work day or more than forty (40) hours within an assigned
work week will be compensated at one and one-half (1-1/2) times the Employee’s regular
pay rate. Employees normally working shifts greater than eight (8) hours in length will be
eligible for overtime for hours in excess of the normal shift length or in excess of forty
(40) hours per week. .

Holidays Worked — Hours worked by non-exempt employees on holidays, except
Thanksgiving, Christmas, and New Years, will be compensated for at one and one-half
(1-1/2) times the Employee’s regular pay rate in addition to the compensation provided in
the wage schedule. Hours worked by non-exempt employees on the holidays of
Thanksgiving, Christmas, and New Years will be compensated for at two (2) times the
employee’s regular pay rate in addition to the compensation prowded in the wage
schedule.

No Duplication of Overtime — For the purposes of computing overtime compensation,
overtime hours worked shall not be pyramided, compounded, or pald twice for the same
hours worked

Computing Overtlme All paid leave time shall be considered time worked for the
purpose of computing overtime.

ARTICLE 13: PROBA TIONARY PERIODS

Probationary Period - New Employees - All newly hired or rehired Employees will serve a
one (1) year probationary period. At any time during the probationary period a newly
hired or re-hired Employee may be terminated at the sole discretion of the EMPL.OYER.

Probationary Period - New Classification - All Employees promoted or transferred will
serve a six (6) month probationary period in any job classification in which the Employee
has not served a probationary period. At any time during the probationary period a
promoted or reassigned Employee may be reassigned to the Employee's previous
position at the sole discretion of the EMPLOYER. - Notwithstanding the above, any
position under the authority of the Police Civil Service Commlsswn shaII still serve one
(1) year probation.

At any time during the first thirty (30) calendar days of the probatlonary period a
promoted Employee may be reassigned to the Employee's previous position at the
discretion of the EMPLOYEE with the approval of the EMPLOYER which will not be
unreasonably withheld or delayed. '

ARTICLE 14: JOB POSTING

Promotion From Within - The EMPLOYER and the GROUP agree that regular job
vacancies within the designated bargaining unit shall be filled based on the concept of
promotion from within provided that applicants:
a, have the qualifications deemed necessary by the EMPLOYER to meet the
standards of the job vacancy; and
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b. have the ability deemed necessary by the EMPLOYER to perform the duties
and responsibilities of the job vacancy.

Selection Decision - The EMPLOYER has the right of final decision in the selection of
Employees to fill posted jobs based on qualifications, abilities and experience.

Job Posting - Job vacancies within the designated bargaining unit will be posted for a
minimum of ten (10) working days so that members of the bargaining unit can be

considered for such vacancies.

ARTICLE 16: DISCIPLINE

The EMPLOYER will discipline Employees for just cause only. All discipline shall be in
writing and will normally be in one or more of the following forms:

a) oral reprimand;

b) written reprimand;
C) suspension;

d) demotion; or

e) discharge.

At the request of the Employee, oral reprimands shall be removed from the Employee’s
personnel file after one year, provided the Employee is not involved in a progressive
discipline action. Written reprimands and suspension notices shall be removed from the
Employee’s personnel file after five years, provided the Employee is not involved in a
progressive discipline action. Demotion references will be removed from the Employee's
personnel file after five years. .

ARTICLE 16: DEMOTION

Employees may be demoted if they have been found unsuited for the present position but may
be expected to perform satisfactorily in a lesser position. Employees may also be demoted if
their position(s) has been abolished or reclassified to a lower class. Employees who voluntarily
demote or are demoted due to performance issues shall have their pay established within the
range of the new classification at a level determined by the Human Resource Department.

171

ARTICLE 17: VACATION / ANNUAL LEAVE

Vacation Schedule - Full-time employees hired before May 5, 2001 shall normally earn
paid vacation leave (accrued on a biweekly basis) according to the following schedule:

Years of Service ‘ S Annual Accrual Rates

Date of hire through 4th year of service 10 working days per year
5th through 11th year of service 15 working days per year
12 through 20 year of service 20 working days per year
21 years of service and thereafter 25 working days per year

Regular part-time Employees hired before May 5, 2001 who work (and are on payroll) at

20 or more hours per week will accrue vacation on a pro-rated basis consistent with

hours worked (exclusive of overtime hours). Employees who have vacation accrual
greater than the annual accrual rate schedule, will continue accruing at the higher rate
and progress through the steps proportionally.




17.2

17.3

17.4

17.5

17.6

18.1

Maximum Vacation Accumulation - At year-end, Employees shall not carryover more
than one and one-half (1-1/2) times histher annual earned vacation. Employees will be
eligible for 100% of their vacation balance when they leave City service. They may
receive this as cash or deferred compensation (subject to IRS regulations).

Vacation Conversion — On December 1st of each year, full-time and regular part-time
Employees who are at the three (3) week vacation accrual rate or higher, with a minimum
balance of eighty (80) hours, shall be eligible to convert up to forty (40) hours of unused
vacation time to deferred compensation. Employees at the four (4) week accrual rate
with an 80 hour minimum balance shall be eligible to convert up to sixty (60) hours.
Conversion will be at the Employee's current hourly rate as of December 1st and will be
on the basis of one (1) hour of vacation for one (1) hour of deferred compensation pay.
Actual conversion will take place in the second payroll of the following year.

Annual Leave - EMPLOYER and the GROUP hereby incorporate the Annual Leave
Program as adopted by the City of Maplewood on February 12, 2001 and revised on
September 23, 2002. (See Appendix C) Articles 17.1, 17.2 and 17.3 do not apply to
Employees who accrue Annual Leave in lieu of vacation and sick leave.

Full-time Employees who converted to Annual Leave and all new hires after May 5, 2001
shall normally earn paid annual leave (accrued on a biweekly basis) according to the
following schedule:

Years of Service Annual Accrual Rates
Date of hire through 4th year of service 19 working days per year

5th through 11th year of service - 24 working days per year
12 through 20 year of service 29 WOrking days per year
21 years of service and thereafter 34 working days per year

Annual Leave shall not accrue during unpaid leaves. Effective January 1, 2003, regular
part-time Employees hired into a position that is 20 or more hours per week, shall accrue
annual leave on a pro-rated basis based on regular hours worked. Employees who have
annual leave accrual greater than the annual accrual rate schedule, will continue
accruing at the higher rate and progress through the steps proportionally.

Annual Leave will accrue on a pay-period basis for up to 62 days. Employees can carry
over up to their full balance as long as the total balance never exceeds the 62-day cap.
No additional accrual will occur above the cap. Employees will be gligible for 100% of
their annual leave balance when they leave City service in cash payment or deposited in
the Employee’s deferred compensation account unless it must be paid into the approved
RHS plan pursuant to its rules.

ARTICLE 18: HOLIDAYS

Holidays Observed - Full-time Employees shall be compensated for a full

eight (8) hour day (pro-rated for regular part-time Employees who work and are on
payroll 20 or more hours per week) if on paid status at the time of any of the following ten
(10) holidays:

DATE HOLIDAY

January 1 New Years Day

Third Monday in January Martin Luther King's Birthday
Third Monday in February President's Day
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191

19.2

Last Monday in May Memorial Day

July 4 Independence Day
First Monday in September Labor Day

November 11 Veterans Day

Fourth Thursday in November Thanksgiving Day
Fourth Friday in November Day after Thanksgiving
December 25 - Christmas Day

When holidays fall on a Saturday or Sunday, the City shall designate the preceding
Friday or following Monday as the "observed™ holiday for City operations/facilities that are
closed on holidays. Overtime for working on a holiday as provided above shall be for
hours worked on the "actual” holiday as opposed to the "observed" holiday.

Personal Holidays — In addition to the holidays listed in 18.1, all full-time Employees shall
- also receive twenty (20) hours of personal holiday time per year. Regular part-time
Employees who work or are on payroll 20 or more hours per week shall be pro-rated. The

date of such personal holiday shall be requested by the Employee and approved by the

EMPLOYER. The hours must be used during the year and will not carry over to the next
year. Any unused hours as of December 315 will be converted to the employee’s Retiree
Health Savings Plan.

ARTICLE 19: SICK LEAVE

Use of Sick Leave - A full-ime Employee hired before May 5, 2001 shall accumulate sick

leave at a rate of one and one-quarter (1-1/4) days per month, accrued on a pay-period -

basis, except as provided below. Regular part-time Employees hired before May 5, 2001

who work (and are on payroll} at 20 or more hours per week shall accrue sick leave on a
pro-rated basis consistent with hours worked (exclusive of overtime hours). All other

~ conditions of accrual and use of sick leave for regular part-time Employees shall be the

same as for full-time Employees. Sick leave does not accrue during an unpaid leave of
absence. Employees who are on annual leave do not accrue sick leave. Employees
hired before May 5, 2001 who are covered by the Police Civil Service Commission cannot
accumulate more than 300 days of sick leave.

Sick leave may be approved only for days when ah Employee would otherwise have been

-at his or her employment. It may be used, with the approval of the immediate supervisor,

in any of the following cases:

a. when the Employee cannot work because of illness, injury, or disability of
themselves, their children, spouse, parents, stepchildren, or stepparents;

b. for medical, dental, chiropractic or optical examinations or treatnﬁent of the
Employee, or the Employee's children (appointments should be scheduled to
minimize the amount of disruption to the workday);

¢. when the Employee’s presence would jeopardize the health of other Employees
by exposing them to contagious disease or iliness.

Sick leave will also be approved for use in accordance with the Family and Medical
Leave Act. Employees shall notify the EMPLOYER at or before their normally scheduled
starting time of any illness for which they wish to take sick leave. The EMPLOYEE must
submit satisfactory proof of iliness or injury, by way of a doctor's certificate, if requested
by the EMPLOYER. Those employees who misuse sick leave shall be subject to
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disciplinary action. Any action taken by the EMPLOYER under this Article shall be
subject to the grievance procedure.

19.3 Sick Leave Conversion — Employees hired before May 5, 2001 who accrue sick leave,
may participate in the following optional sick leave conversion program. Said sick leave
conversion program shall provide for the conversion of forty percent (40%) of the
Employee's annual earned and unused sick leave to vacation or deferred compensation
after an Employee has accumulated forty-five (45) days or more- of sick leave as provided
above. The conversion shall be made annually on January 1 at the Employee's request.
‘Conversion shall be based only on sick leave days earned and unused during the
previous twelve (12) months. One-half (1/2} of the remaining annual earned and unused
sick leave shall be retained as accumulated sick leave and one-half (1/2) shall be
forfeited by the Employee to the City at the time of conversion. The amount of sick leave
earned and unused in the prior year that is eligible for conversion shall be prorated for
part-time employees.

19.4 Conversion After 800 Hours - On December 31st of each year full-time and regular part-
time Employees with 800 hours.or more of accumulated sick leave shall be eligible to
convert sick leave accumulated in the previous 12 months to vacation or deferred
compensation at the Employee's current pay rate on the basis of 2 hours of sick leave for
1 hour of vacation or deferred compensation. Such conversion shall not exceed a total
of forty-eight (48) hours of vacation and deferred compensation. The amount of sick
leave earned and unused in the prior year which is eligible for conversion shall be pro-
rated for part -time Employees

18.5 Annual Leave — Article 19 does not apply to Employees who accrue annual leave except
as provided in the Annual Leave Program (Deferred Sick Leave and Severance Pay
Sections).

ARTICLE 20: LEAVES OF ABSENCE

The EMPLOYER agrees to provide to full-time and regular part-time Employees the following
leaves of absence with reasonable written notice from the Employee:

20.1 Military Leave - Military leave with pay for reserve training, not to exceed fifteen (15)
working days per calendar year, when ordered by the appropriate authorities. Military
leave in excess of fifteen working days shall be awarded in accordance with State and
Federal law. :

20.2 Jury Duty Leave - Jury duty leave when ordered by the appropriate authorities. Regular
full-time and part-time Employees shall be granted paid leaves of absence

for required jury duty. Such Employees shall be required to turn over any compensation
received for jury duty, minus mileage, meal or expense reimbursement, to the City in order
to receive their regular wages for the period. Time spent on jury duty shall not be counted
as time worked in computing overtime. If the jury is dismissed more than two (2) hours
prior to the end of the Employee's regular scheduled shift, the Employee shall report to
work. Employees who are scheduled to work evening or night shift will be changed to day
shift for the period of time they are required to serve on jury duty. Employees must notify
the City as soon as possible after receiving notification of their order to serve.

20.3 Educational Leave - Educational leaves with pay for work-related conferences and
seminars, which occur during regular working hours when attendance is approved by the
EMPLOYER. The EMPLOYER further agrees to pay reasonable costs related to the
above.

12




20.4 Funeral/Bereavement Leave - A maximum of three (3) days (24 hours) of

205

211

21.2

funeral/bereavement leave with pay shall be extended to a full-time Employee upon the
death of a member of the immediate family of said Employee or his/her spouse (i.e.,
spouse, children, sons-in-law, daughters-in-law, grandchildren, parents, grandparents,
brothers, sisters, legal guardian or individuals who are under an Employee’s or spouse's
legal guardianship) for attendance to the funeral or other demonstrated need in relation
thereto. The actual time off, and funeral leave approved, will be determined by the

- Department Head depending on the individual arrangements to be made, distance to the

funeral, etc. Funeral leave provided in accordance with this article will be pro-rated for
part-time employees..

Parenting Leave — Employees who work twenty (20) or more hours per week and have
been employed more than one (1) year are entitied to take an unpaid leave of absence in
connection with the birth or adoption of a child. The leave may not exceed six (6) weeks,
and must begin not more than six (6) weeks after the birth or adoption of the child.

Employees are not required to use sick leave during parental leave but may use sick
leave at their option for any period of this leave they are unable to work due to medical
reasons. |n addition, sick leave of up to three (3) days for a normal delivery and up to four
(4) days for a caesarean delivery may be requested by Employees in order to take the
expectant mother to the hospital for delivery and during the days immediately following the
birth including bringing the mother and child home. Employees on annual leave will use
annual leave in lieu of sick leave unless they are eligible for deferred sick leave. -

The Employee is. entitled to return to work in the same position and at the same rate of
pay the Employee was receiving prior to commencement of the Ieave Group insurance
coverage will remain in effect during the leave.

If the Employee has any FMLA eligibility remaining at the time this leave commences, this
leave will also count as FMLA leave. Both leaves will run concurrently until eligibility for

' either leave expires,

Seniority will continue to accrue during the six (6) week parental leave for eligible
Employees. Employees who have not completed their probationary period, and are
therefore not covered under the law, may receive up to a maximum of two (2) weeks
unpaid leave that is not adjusted for senlorlty with authorization of the department head
and City Manager

Employees shall be eligible for FMLA in accordance with Federal Law.

ARTICLE 21: SEVERANCE PAY

All regular Employees who leave the employ of the City in good standing by retirement or
resignation shall receive pay for 100% of unused accrued vacation, personal holidays or
annual leave (and compensatory time if applicable).

Employees who retire, resign or are laid off shall be entitled to severance pay which shall
be computed at their regular rate of pay at the time of severance and shall amount to one-
half (1/2) of the accumulated sick leave with a maximum allowance of 50 days pay. In the.
case of the death of an Employee who has become eligible for severance pay in
accordance with this AGREEMENT, the beneficiary of the Employee shalll be eligible to
receive the Employee’s severance pay as provided above. Notwithstanding the above,
Employees covered by the Police Civil Service Commission are eligible for 50% of their
sick leave with a maximum payout of 1,200 hours. In case of death in the line of duty for
any employee covered under this Agreement,100% of the accumulated sick
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leave/deferred sick leave shall go directly into the employee's RHS plan in accordahce
with the Plan.

21.3 If an Employees moves from one bargaining unit to ancther, the hours accrued and
unuseéd prior to the change will be coverecl by the applicable union contract in effect at the
time of the change.

ARTICLE 22: INJURY ON DUTY

Employees injured, or contracting an illness, from actual service for the EMPLOYER and thereby
“rendered incapable of performing their duties shall receive pay equal to their regular pay during
the period of incapacity without loss of sick leave for a period not exceedlng ninety (90) working
days per |njury, subject to the followmg conditions:

a. In order to receive the benefits of this section for a period exceeding seven (7) days,
the injury or iliness must be determined to be eligible under worker's compensation.

b. In order to be eligible for the benefits of this section for a period of seven (7) days or
~ less, the EMPLOYER must determine that the injury is "on-the-job" in nature.

¢. Inorder to be el'igible for the benefits of this section, a written report of such injury must
be made within twenty-four (24) hours of the injury to the EMPLOYER!

d. If an Employee takes advantage of this section all salary related benefit income (subh
as worker's compensation, disability payments, etc.) must be turned over to the
EMPLOYER. :

e. Beneflts of this section shall assure Employees of their current pay rate only and shall
not mclude allowances for overtime or other pay.

f. The recipient of the benefits of this section must submit proof that reasonable efforts
have been made to secure all salary related injury benefits available.

g. The EMPLOYER may require a reasonable number of physical examinations by a
physician of the City's choice at reasonable times at the City's expense.

h. This section does not apply in the case of death of an Employee on duty or otherwise.

i. The current pay rate of an Employee will continue until the "on-the-job" status of an
injury has been determined if said injury appears to be "on-the-job". However, if it is
found that the injury is not job related, the time off will be credited to sick leave, -
vacation time, annual leave, or compensatory time off or, if none of these are
adequate, deducted from future pay of the Employee.

In the event vacation time is used, upon the return to work of the Employeé, 50% of
future sick leave accrual may be transferred to vacation time, until such time as the
accrued vacation time reaches the level it was before time off was credited to vacation
time.

j- Time available under this section shall not be considered as sick leave and shall not N
be included in accrued sick leave at the time of termination of employment.

k. This section shall not be applicable if such job related injury is due to intentional
negligence on the part of the employee so injured.
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ARTICLE 23: INSURANCE

2015 Health Care Costs/Contributions
23.1  Health Insurance — For all full-time employees hired prior to January 1, 2013, the
employer will pay 100% of the cost of employee (single) health insurance premium less
$20, and 50% plus $45 toward the cost of the monthly dependent health insurance
premium for the High Deductible Health Plan (hereafter the “HDHP") for either the
- Medica Elect/Essential or Medica Choice plans. The Employer shall contribute towards
the cost for insurance as follows: _

a. $20 per month credit towards single health care insurance for those employees
who are deemed to have actively participated in the City provided Wellness Plan.-

i. The term actively participated shall be as determined by the Labor-
Management Wellness Committee.

b. - $1,900 annually into a Health Reimbursement Account (HRA) for those
employees who elect single coverage in either the Medica Elect/Essential Plan or
Medica Choice plan. .

¢. $3,200 annually into a HRA for those employees who elect family coverage in
either the Medica Elect/Essential Plan or Medica Choice Plan.

d. The City shall make such deposits for single or family HRA contributions by way
of pro-rata contributions. The City will also provide a funding option which shall
be available to any employee who requires earlier funding of the City’s
contribution due to medical event(s). In such case, the Employee shall make a
request for funding to the Human Resources Coordinator and shall provide
documentation supporting such request. The City shall also make a resource
person available on a regular basis to the Employees to assist them with
paperwork and billing issues related to the HDHP.

e. As an incentive to participate in the Weliness Program, the City shall contribute
up to $450 annually toward the Employee HRA for those Employees who have
been determined to have actively participated in the Wellness Program as
determined by the Labor-Management Wellness Committee. At the employee’s
option the employee may choose to receive up to 12 hours of annual leave or 12
hours of vacation pay (for those employees still on the vacation sick plan) in lieu
of receiving the contribution into the Employee’'s HRA.

23.2 For all employees hired on or after January 1, 2013, the following shall apply

: a. The employer will pay 100% of the cost of employee (single) health insurance
premium less $20, and 50% plus $45 toward the cost of the monthly dependent
health insurance premium for the High Deductible Health Plan (hereafter the
“HDHP”) for the Medica Elect/Essential plan. For any employee who chooses to
participate in any other plan offered by the City, if any, the City will contribute an
amount equal to the actual dollar amounts paid for single HDHP coverage
towards the monthly premiums for other such plans for single coverage, and an
amount equal to the actual dollar amounts paid for family HDHP coverage for
families toward the monthly premiums for such plans for family coverage and the
employee shall be responsible to pay any difference over and above such
contributions. The Employer shall confribute towards the cost for insurance as
follows:
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i. $20 per month credit towards single health care insurance for those
employees who are deemed to have actively partlmpated in the City
provided Wellness Plan. '

1. The term actively participated shall be as determined by the Labor-
Management Wellness Committee.

ii. $1,700 annually into a Health Reimbursement Account (HRA) for those
employees who elect single coverage. For newly hired employees who
have successfully completed one year of employment, the contribution
shall be $1800.00.

ii. $2,700 annually into a HRA for those employees who elect family
coverage. For newly hired employees who have successfully completed
one year of employment, the contribution for family coverage shall be
$2800.00. _

b. The City shall contribute up to $450 annually toward the Employee HRA for those
Employees who have been determined to have actively participated in the
Wellness Program as determined by the Labor-Management Wellness
Committee. At the employee’s option the employee may choose to receive up to
12 hours of annual leave in lieu of receiving the contribution into the Employee's
HRA.

2016 Health Care Costs/Contributions

233 T

23.4

23.5

236

The Employer and the Union mutually agree to re-open thls contract in 2016 to negotiate

-health insurance costs/contributions. The re-opener is exclusive to Article 23. Should the

parties fail to reach an agreement on the terms of Article 23 through good-faith
negotiations, the parties mutually agree to refer the issue to binding “final offer” interest
arbitration. :

The Employer and the Union further agrees to actively engage in labor-management
discussions and planning with regard to future citywide health insurance offerings. It is
the Employer's expectation that a global agreement with all affected bargaining unlts will
be reached by the city’s insurance committee.

In the event health insurance provisions of this agreemeht fail to meet the requirements

~of the Affordable Care Act and its related regulations, the Union and the Employer will

meet immediately to negotiate alternative provisions. Shouid the Affordable Care Act and
its related regulations cause the Employer to be subject to a penalty, tax, or fine, the
Union and the Employer will |mmed|ately meet and, upon written mutual agreement of
the parties, negotiate alternative prowsmns

In addition, the City will pay 50% of the cost of Employee (single) coverage for the HDHP
for Employees who work (and are on payroll) 30 or more hours per week. Regular part-
time Employees with this status may purchase dependent coverage at their own cost.

Dental insurance - The EMPLOYER shall pay one hundred percent (100%) of the cost of
Employee (single) dental insurance premium. Dental benefits apply to full-time
employees only.

IRS-125 Plan - As permitted, the EMPLOYER shall provide an IRS-125 Plan to be used
for Employee's health and dental insurance premiums.

Life Insurance - The EMPLOYER shall provide a life insurance policy with a benefit value

equal to 100% of regular annual salary to a maximum of $45,000 for 2013 for all full-time
Employees and $50,000.00 for 2014 for full time employees.
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23.7

238

239

2310

Long-Term Disability Insurance - The EMPLOYER will provide Long—Term Disability
Insurance with the cost.of such being fully paid by the EMPLOYER. Such Long-Term
Disability Insurance shall be coordinated with other benefits provided in this
AGREEMENT. Employees are not eligible for vacation, sick leave, or annual leave
accrual while receiving Long-Term Disability payments except for hours on payroll using
accrued leave. Coverage shall also be provided to regular part-time Employees who
work (and are on payroll) 20 or more hours per week. =

Short-Term Disability Insurance - The EMPLOYER agrees to provide optional,
Employee-paid short-term disability insurance coverage for all regular. Employees who
are on payroll at 20 or more hours per week, Employees may elect this optional
coverage at the Employee’s cost.

Long-term Care = Employees are eligible to elect coverage in the City’s optional Long-
term care benefit at the Employees cost, if they meet the criteria established in the plan.

Retiree Health Savings - The City agrees to provide a retiree health savings plan with the

following plan specifications:

A.  Participant and benefit eligibility criteria: Must be full—tlme employee no minimum
or maximum age and no years of service requirement.

B. Benefits will be limited to insurance premiums only (health, dental, vision and long-
term care premiums, Medicare Part B, Medicare Part D, Medicare supplements and
other prescription drug insurance premiums). _

C. The RHS plan will be funded by severance pay as follows:

1. 100% of eligible severance pay for sick leave and deferred sick leave would
be deposited into the RHS plan if the employee is age 50 or above at the time
of separation from service.

2. 100% of accrued annual leave and personal holidays would be deposited into
the RHS plan if the employee’s balance is at least 80 hours at the time of
separation from service and the employee is at least age 50. If under 80
hours or under age 50, nothing would go in.

3.  100% of accrued vacation and personal holidays would be deposited into the
RHS plan if the employee is at least age 50 and their vacation balance is at
least 80 hours at the time of separation from service. If under 80 hours or age
50, nothing would go in.

D. The RHS plan will be funded with annual deposits as follows:

1. Employees who are eligible for annual leave and are at least age 50, will have
the cash value of 16 hours of annual accrued but unused annual leave
deposited into the RHS plan if the annual leave balance is at least 240 hours
on the last payroll in December. In addition, there would be an annual deposit
of the cash value of alt hours over 300 hours as of the last payroll in
December. (Under the first part of this provision, if an employee uses all of
their annual accrual in a particular year, nothing will go into the plan that year.
If they use all but 10 hours, the 10 would goin.)

2. Employees that have a vacation balance of 160 or more hours on the last
payroll in December, and are at least age 45, will have the cash value of 16
hours of annual accrued but unused vacation deposited into the RHS plan. In
addition, employees of any age will have the cash value of alt vacation hours
in excess of the carryover limit (1.5 times annual accrual) deposited into the
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RHS plan. (If an employee uses all the vacation they earn that year or their
balance did not exceed the carryover limit, nothing would go in.)

3. Allemployees will have the cash value of all personal hollday hours unused
as of December 31 deposited into the RHS plan.

" ARTICLE 24: CLOTHING AND EQUIPMENT

Employees covered by the Police Civil Service Commiission will receive clothing and equipment
consistent with that allowed in the LELS (Local 173) Sergeants contract currently in effect. Fire
Department employees will receive clothing and equipment consistent with that allowed in the
IAFF (Local 4470 - O) contract currently in effect. The positions of Street Maintenance 7
Superintendent and Sanitary Sewer/Fleet Management Superintendent will receive clothing and
equipment consistent with that allowed in the AFSCME Councn No. 5 (Local 2725) coniract
currently in effect.

251

252

253

254

ARTICLE 25: TRAVEL AND MEAL ALLOWANCE

Mileage - The EMPLOYER agrees to pay mileage reimbursement at the current IRS rate
to Employees required by the EMPLOYER to use their private vehicles for official City
business, excluding Employees who receive a mileage allowance.

Mileage Allowances — Mileage allowances of $200 per month shall be provided to: Citizen
Services Director/City Clerk, Public Works Director/City Engineer, Parks & Recreation
Director, IT Director. The City does not reimburse or pay mileage allowances for ponal -to-
portal travel (home to work and back home again).

Take Home Vehicles — Vehicles are provided to Employees to assist in conducting City
business. Use of City-owned property and vehicles outside work hours will be allowed
only in situations where such use consfitutes a benefit to the City, including personal use
incidental to the use of the vehicle for City business. Use of take-home vehicles for
driving to and from work or work-related mestings or training on off-duty hours is
permitted. Employees with take home vehicles must have sufficient equipment in the
vehicle to respond to a call whenever their vehicles are used. Currently, the only
Employees outside of the Police and Fire Departments with take home vehicles the Street
Maintenance Superintendent and the Sanltary Sewer/Fleet Mgmt./Parks Supenntendent

- Meals — Expenses for meals, mcIudlng sales tax and gratuity, will be reimbursed

according to the following limits and procedures. No reimbursement will be made for
alcoholic beverages. Per diem meal and incidental expenses as set forth in the annual
General Services Administration Meals and Incidentals Expenses Table located on the
internet at www.gsa.govimie will be allowed without receipts being required. Seventy
five percent of the per diem is allowed for travel days as set forth in that table. If less than
three meals are purchased, deductions {o the per diem or the meal allowance maximum
will be made in the amounts as set forth in that table. Also, if a meal is provided as part of
the training, seminar, conference or other event being attended, an appropriate deduction
shall also be made for that meal. Full reimbursements, over the maximums specified, will
be authorized for all employees if a lower cost meal is not available when attending
banquets, training sessions, or meefings of professional organizations.

ARTICLE 26: PERSONNEL FILE

A copy of any material to be piaced in an Employee's pérsonnel file during the term of this
AGREEMENT shall be provided to the Employee. All disciplinary action material more than
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three (3) years old will not be used in further disciplinary actions. All disciplinary action material
will be removed after five (5) years if no further disciplinary action has been taken except as
specified in Article 15.2.

ARTICLE 27: TUITION REIMBURSEMENT

When funds are available as determined by the Department Head, the EMPLOYER agrees to
pay fifty percent (50%) of the cost of tuition, books and unigue software required specifically for
the class ( as opposed to general software such as “Microsoft Word®"), upon successful
completion with a “C” grade or better, seventy-five (75%) reimbursement upon completion with a
“‘B” grade or better and eighty five percent (85%) reimbursement upon completion with an A
grade, during the term of this AGREEMENT, on accredited course work at the vocational,
undergraduate, or graduate college level which is determined by the EMPLOYER to be job -
related.  All course work covered by this Article shall be during non-working hours. Part-Time
Employees are eligible for this benefit on a prorated basis. The maximum reimbursement will be
based on the per credit cost at the University of Minnesota. Employees may elect to attend a
more costly school provided they pay the difference in cost. Employees must reimburse the City
on a pro-rata basis if they voluntarily leave employment or are terminated for cause within thirty
six (38) months of reimbursement.

ARTICLE 28: LEGAL DEFENSE

Any Employee who is charged with a traffic violation, ordinance violation or criminal offense .
arising from acts performed within the scope of histher employment, when such act is performed
in good faith and under direct order of his/her supervisor, shall be reimbursed for reasonable '
attorney's fees and Court costs actually incurred by such Employee in defending against such
charge. Employees involved in litigation because of negligence, ignorance of laws, non-
observance of laws, or as a result of Employee judgmental decision outside the scope of their
employment may not receive legal defense by the City.

ARTICLE 29: REQUIRED LICENSES

The City agrees to pay for licenses and certifications and renewal of same that are required by
law or the City, except driver licenses.

ARTICLE 30: WAGE SCHEDULE

30.1  Cost of Living: EMPLOYER shall pay a 2% increase effective January 1, 2015 for all
Employees. EMPLOYER shall then pay a 1% increase effective January 9, 2016; 1%
increase effective June 11, 2016; and 1% increase effective September 3, 2016 for all
Employees. These cost of living increases have already been included within the salary
ranges set forth in Appendices A and B.

30.2 Deferred Compensation: The Employer will contribute to each full-time Employee an
- amount equal to three and one quarter percent (3.25%) of their regular salary so long as
the Employee contributes a matching amount of the regular salary to be deposited into
an approved deferred compensation plan. The following positions shall be
grandfathered to higher percentages as follows:

¢ Police Commander (Kvam), Fire Chief, Parks & Recreation Director = 3.75%
s Citizen Services Director/City Clerk, Police Commander (Shortreed), Public Work
Director/City Engineer = 3.50%
o Inthe event that any of these positions shall become vacant, the deferred
compensation for the newly hired Employee shall be reset to 3.25%
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30.3

30.4

30.5

o - In the event that any of the current Employees in the above listed
positions are promoted or otherwise reclassified to a new position that is
not part of a demotion or disciplinary action, said Employee shall remain
at the current deferred compensation level as listed above.

If the percentage amount for an Employee as calculated above falls below $150.00 per

- month then the Employee may contribute up to $150.00 per month instead of the lower

percentage amount for that Employee, and the Employer shall match such contribution.
Regular part-time Employees who work (and are on payroll) twenty (20) or more hours
per week will receive a pro-rated amount deposited into an approved deferred
compensation plan under the same conditions a full-time employees.

Incumbent Salary Ranges: EMPLOYER agrees to maintain the current salary ranges for
all existing employees holding GROUP positions as of November 1, 2007 (except some
positions have been increased pursuant to agreement between the parties to be equal to
salaries to be paid to hew hires or transfers). These salary ranges have been increased
by 1% for the first six months of 2013 and these salary ranges have also been increased
by 1% for the final six months of 2013 and have been increased 2% for 2014 for both the
minimum and maximum salary for each position and shall be paid according to the
attached salary ranges set forth and incorporated herein at column 1 of Appendices A &
B. See Appendices A& B—Column 1 - Current Incumbents Salary Ranges.

New Hire/Transfers Salary Ranges: For new hires and for Employees transferred into
the GROUP after November 1, 2007, EMPLOYER shall pay newly hire/transferred
Employees as specified in column 2 of Appendices A & B attached hereto and
incorporated herein. These salary ranges have been increased by 1% for the first six
months of 2013 and these salary ranges have also been increased by 1% for the final six
months of 2013 and have been increased 2% for 2014 for both the minimum and
maximum salary for each position and shall be paid according to the attached salary
ranges set forth and incorporated herein at column 2 of Appendices A & B. See
Appendices A& B—Column 2 - New Hires and Transferred Employees.

Anniversary increases: Employees (current incumbents and new hiresftransferred) are
eligible for an increase in pay on their anniversary date, provided they are not already at
the maximum salary for their pay range. Employees must be fully satisfactory to move up
in their salary range. If an Employee is not fully satisfactory, their increase will be
delayed until they have received two consecutive fully satisfactory performance reviews.
Once a delayed increase is provided, the new eligibility date for pay increases for that
Employee will change to the date the delayed increase went into effect. Movement within
the ranges is based on time in the position and performance. It is the employee's
responsibility to direct a request/justification for an anniversary increase in writing to
his/her supervisor, or Department Head, if applicable. Anniversary increases shall be
granted at the Department Head's or, if for a Department Head, the City Manager's
discretion/approval.

The following is a chart for parameters for determining pay increases.

If current salary is: increase can be:
Bottom of Range: Up to 5%
25% - 50% of Range: Up to 4.5%
50% - 75% of Range: Up to 4%
Top 25% of Range: Up to 3.5%

Employees will normally be hired at the minimum pay. Exceptions can be approved by
the City Manager based on qualifications and experience. Employees who are promoted
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311

31.2

321

32.2:

32.3:

will move to a pay rate, which gives them at least a 3% increase over their pre-pfomo'ted
pay rate, subject to limitations of the salary range maximum.

- ARTICLE 31: SAFETY

Joint Safety

The Employer and the Bargaining Group agree to jointly promote safe and healthful
working conditions, to cooperate in safety matters and to encourage Employees to work
in a safe manner.

Safety Committee |
The Bargaining Group shall designate an employee and at least one alternate to serve
on the City Labor Management Safety Committee.

ARTICLE 32: WAIVER

Any and all pner agreements, resoiutlons practices, policies, rules and regulations
regardlng terms and conditions of employment, to the extent inconsistent wnth the .
provisions of this agreement, are hereby superseded

The parties mutually acknowledge that during the negotiations which resulted in this

agreement, each had the unlimited right and opportunity to make demands and
proposals with respect to any term or conditions of employment not removed by law from
bargaining. All agreements and understandings arrived at by the parties are set forth in
writing in this agreement for the stipulated duration of this agreement.

The Employer and the Collective Bargaining Group agree that the parties have now had
the opportunity to fully negotiate the terms and conditions of employment as provided for
pursuant to the Minnesota Public Employment Labor Relations Act. Thus, each
voluntarily and unqualifiedly waives the right to meet and negotiate further during the
term of this Agreement regarding any and all terms and conditions of employment
referred to or covered in this Agreement or with respect to any term or condition of
employment not specifically referred to or covered by this Agreement, even though such
terms or conditions may not have been within the knowledge or contemplation of either
or both parties at the time this contract was negotiated or executed.

ARTICLE 33: SAVINGS CLAUSE

This agreement is subject to the laws of the United States, the State of Minnesota, and the'
signed municipality. In the event any provision of this agreement shall be held to be contrary to
law by a Court of competent jurisdiction from whose final judgment or decree no appeal has
been taken within the time'provided such provision shall be voided. All other provisions of this
agreement shall continue in full force and effect The voided provision shall be renegotiated at
the request of either party.
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ARTICLE 34: DURATION

This AGREEMENT shall be effective as of January 1, 2015, and shall remain in full force and
effect through the thirty-first (31st) day of December 20186.

IN WITNESS WHEREOF, the parties hereto have executed this AGREEMENT on this the

___dayof _ 20

FOR THE CITY: . FOR THE GROUP:
Mayor Eresidgnt

'City Manager ‘ Vice President
Assistant City Manager/ Director of HR Secretary
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APPENDIX A

CONFIDENTIAL & SUPERVISORY GROUP

ANNUAL SALARY RANGES
2015
11112015
New -~
Hires/Transferred
Incumbents after 11/1/07

Minimum Maximum | Minimum Maximum

Accounting Supervisor 65,360 85,230

Assistant City Engineer 76,374 08,954

Assistant Finance Director 76,446 | 101,286

Assistant Fire Chief/EMS Director 83,590 | 106,781

Assistant Fire Chief/Fire Marshal 83,590 | 106,781
Citizen Services Director/City Clerk 04278 | 116,596 |

Parks & Rec Director 96,482 | 117,679

_Commander 100,629 | 112,247

Fire Chief 92,298 | 123,111 89,561 | 119,465

GIS Analyst 54,808 72,545

Human Resource Assistant 49387 | 63,065

Human Resource Coordinator 61,780 82,016 60,925 80,877

IT Director 78,010 | 102,479 75,928 | 100,193

IT Technician 48,246 63,817

Payroll Coordinator 52,037 69,532

Payroll Technician/Administrative Assistant 47,307 63,210

Police Lieutenant 91,6511 107,309

Public Works Director 99448 | 123,733

Sanitary Sewer/Fleet Mgmt. Superintendent 75115 | 97,160

Senior Administrative Assistant 49 387 63,065

Street Maintenance Superintendent 75,115 97,160

System/Network Engineer 69,669 83,950
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APPENDIX B

CONFIDENTIAL & SUPERVISORY GROUP

ANNUAL SALARY RANGES
2016
1/9/2016
New
: Hires/Transferred
Incumbents after 11/1/07

Minimum Maximum

Minimum Maximum

Accounting Supervisor

66,014 86,082

Assistant City Engineer

77,138 99,944

Assistant Finance Director

77,210 | 102,299

Assistant Fire Chief/EMS Director

84,426 | 107,849

Assistant Fire Chief/Fire Marshal

84,426 | 107,849

Citizen Services Director/City Clerk

95,221 | 117,762

Parks & Rec Director

97,447 | 118,856

Commander 101,635 | . 113,369
Fire Chief 93,221 124,342 90,457 | 120,660
GIS Analyst ' 55,356 73,270

Human Resource Assistant

49,881 63,606

Human Resource Coordi_nator

62,398 82,836

61,534 81,686

IT Director

78,790 | 103,504

76,687 | 101,195

iT Technician

£

48,728 64,455

Payroll Coordinator

52557 | 70,227

Payroll Technician/Administrative Ass;stant

47,780 63,842

Police Lieutenant

92,467 | 108,382

Public Works Director

100,442 | 124,970

Sanitary Sewer/Fleet Mgmt. Superintendent

75,866 08,132

Senior Administrative Assistant

49,881 63,696

Street Maintenance Superintendent

75,866 08,132

System/Network Engineer

70,366 84,790
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6/11/2016

New
Hires/Transferred
Incumbents after 11/1/07

Minimum Maximum | Minimum Maximum
Accounting Supervisor 66,674 86,943
Assistant City Engineer 77,909 | 100,943
Assistant Finance Director 77,982 | 103,322
Assistant Fire Chief/EMS Director 85270 ! 108,927
Assistant Fire Chief/Fire Marshal 85,270 | 108,927
Citizen Services Director/City Clerk 96,173 | 118,940
Parks & Rec Director 08,421 | 120,045
Commander 102,651 114,503
Fire Chief 94,153 125,585 91,362 | 121,867
GIS Analyst ' ' 55,910 74,003
Human Resource Assistant _ 50,380 64,333
Human Resource Coordinator 63,022 83,664 | 62,149 82,503
IT Director 79,578 | 104,539 77.454 | 102,207
IT Technician 49,215 65,100
Payroll Coordinator 53,083 70,929
Payroll Technician/Administrative ASS|stant 48,258 64,480
Police Lieutenant & . 93,392 | 109,466
Public Works Director 101,446 | 126,220
Sanitary Sewer/Fleet Mgmt. Superintendent 76,625 99,113
Senior Administrative Assistant 50,380 64,333
Street Maintenance Superintendent 76,625| 99,113
System/Network Engineer 71,070 85,638
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9/3/2016

Incumbents

New
Hires/Transferred
after 11/1/07

Minimum Maximum

‘Accounting Supervisdr

Minimum Maximum

67,341 87,812

Assistant City Engineer

78,688 | 101,952

Assistant Finance Director

78,762 | 104,355

Assistant Fire Chief/EMS Director

86,123 | 110,016

Assistant Fire Chief/Fire Marshal

86,123 | 110,016

Citizen Services Director/City Clerk

97,135 | 120,129

Parks & Rec Director

99,405 | 121,245

Commander 103,678 | 115,648
Fire Chief 95,095 | 126,841 92,276 | 123,086
GIS Analyst 56,469 74,743

Human Resource Assistant

50,884 64,976

Human Resource Coordinator

63,652 84,501

62,770 83,328

IT Director

78,229 | 103,229

IT Technician

80,374 | 105,584

49,707 65,751

Payroll Coordinator

53,614 71,638

Payroll Technician/Administrative Assistant

48,741 65,125

Police Lieutenant

94,326 | 110,561

Public Works Director

102,460 | 127,482

Sanitary Sewer/Fleet Mgmt. Superintendent

77,391 | 100,104

Senior Administrative Assistant

50,884 64,976

Street Maintenance Superintendent

77,391 | 100,104

System/Network Engineer

71,781 86,494
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APPENDIX C

ANNUAL LEAVE PROGRAM

It is the policy of the City of Maplewood to provide paid time away from work to eligible
employees. This policy is implemented by means of the Annual Leave Program, which
covers all paid leave previously available under the City's vacation and sick leave benefits.
The Annual Leave Program does not include designated or personal holidays; funeral
leave, military leave or court leave. With the adoption of this program, the City firmly
accepts and endorses the principles of consistency, flexibility, personal responsmllrty, and
the recognition of years of service.

The traditional paid vacation and sick leave programs have been in place for many years.
These programs are highly structured with extensive rules applied to their use. These rules
may not provide the best “fit” for the circumstances of individual employees and their
immediate and extended families. As of May 5, 2001, the Annual Leave Program replaced
individual vacation and sick leave plans and combined them into a single benefit program.
Annual leave is provided to all employees hired on or after that date. Employees hired
prior to May 5, 2001 had the option to convert to annual leave or remain in the sick leave
and vacation plans.

Employees accrue annual leave based on length of service with the City. This means that
employees all receive the same amount of paid time off, regardless of their personal or
famlly situation. Plan provisions dlscourage unnecessary utilization by providing cash and
savings incentives.

Any sick leave or vacation time that an employee may have used under the Family and
Medical Leave or Parenting Leave policies will become annual leave. The legal
requirements of the time off and continuation of insurance contributions under those laws
remain unchanged. (This means the City will contribute the same amounts toward health
and dental insurance premiums while employees are on family and medical leave as they
do under the vacation and sick leave programs )

Annual leave can be used for any reason, subject only to necessary request and approval
procedures consistent with policy and labor contracts. As with all paid time off programs,
we need to ensure that service to the public and work requirements are not adversely
impacted.

Medical Certification - Good attendance is an essential job function for all City employees.
If unplanned absences are excessive, a doctor's certificate may still be required. It shall
state the nature and duration of the illness or injury and verify that the employee is unablie
to perform the duties and responsibilities of their position. - A statement attesting to the
employee’s ability to return to work and perform the essential functions of the job and a
description of any work restrictions may also be required before the employee returns to
work. (If an unplanned absence is not viewed as a problem by the employee’s supervisor,
a doctor’s statement will not be required.)

Accrual Rates -

Years of Service Annual Accrual Rates
1-4Years 19 days
5-11 Years 24 days
12 - 20 Years : 29 days

After 20 Years 34 days
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Annual leave shall not accrue during unpaid leaves. Effective January 1, 2003, regular
part-time employees hired into a position that is 20 or more hours per week, shall accrue
annual leave on a prorated basis based on regular hours worked. Employees who were
already in regular part-time positions of at least 15 hours per week prior to January 1, 2003
shall remain eligible for pro-rated annual leave.

Annual leave will accrue on a pay-period basis (as vacation and sick leave do) for up to 62
‘days. Employees can carry over up to their full balance as long as the total balance never
exceeds the 62-day cap. No additional accrual will occur above the cap.

Sick Leave Balances: Deferred Sick Leave - Employees hired prior to May 5, 2001, who
had accrued sick leave and who elected to participate in the annual leave program
retained their sick leave balance to be used as “deferred sick leave” until the balance was
exhausted. Deferred sick leave can be used for any doctor-certified extended leave that
would have been covered under the previous sick leave policy in effect prior to adoption of
the policy. An extended leave for purposes of this policy is defined as one requiring an
employee to be out of work for two (2) or more consecutive days.

If an employee knows they will be out for two (2) or more consecutive days before the
absence, they will be eligible to use the deferred sick leave bank from the first day. For
example, if an'employee has a scheduled surgery where they know—in advance—they will
be out for two (2) weeks, the employee will be able to use hours from-their deferred sick
leave bank starting on the first day.of the absence. If an employee is out and expects to
return within two (2) days, they will use annual leave. If the medical condition extends
beyond the two (2) days, the deferred sick leave bank will be applied retroactively and any
annual leave used will be restored to the annual leave balance.

Once the deferred sick leave bank is exhausted, employees will use annual leave for all
absences covered by the annual leave program - up to the point that disability insurance
coverage goes into effect. Any deferred sick leave balance remaining when an employee
leaves City service will expire unless the employee would have been eligible for sick leave
as severance pay prior to electing annual leave (see Severance Pay).

Vacation Balances - Unused vacation balances were converted to annual leave on a one-
for-one basis for employees who converted from vacation/sick leave to annual leave.

Banked Personal Holiday Hours - Employees who had banked personal holiday hours that
were earned and unused prior to March, 1984 had the option to cash them out at their
current hourly rate during the open window period or to retain them.

Short-Term Disability Insurance - The City adopted an optional short-term disability
insurance program effective October 1, 2001. The cost of this coverage will be paid by the
employee, if the employee elects coverage. For employees who elect this coverage, the
benefits will begin after an employee is out for thirty (30) calendar days.

The City also has a long-term disability program in place where benefits begin at ninety

(90) calendar days. Short-term disability benefits‘cover the period from thirty (30) calendar
days to ninety (90) calendar days. Employees who have deferred sick leave may use sick
leave hours from the deferred sick leave bank to make up the difference between pay
provided by short- and long-term disability insurance payments and their regular take-home

pay. .

Severance Pay - Under the current vacation and sick leave programs, employees are
eligible for 100% of their vacation and personal holiday balance when they leave City
employment. Some employees are also eligible for 50% of their sick leave balance when
they leave. Eligibility for sick leave as severance varies by group with different maximum
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payouts depending on the group. For some groups there are different severance pay
benefits dependent upon an employee’s start date.

Employees who were hired before May 5, 2001, who are now on the annual leave
program, will retain their eligibility for sick leave as severance (using the remaining
deferred sick leave balance) under the same conditions as were in place before they
elected annual leave.

For example, if an employee was eligible for 50% of their sick Iea\fe balance - up toa cap
of fifty (50) days - prior to electing annual leave, they will be eligible for 50% of their
deferred sick leave balance up to fifty (50) days when they leave City service.

All employees who have annual leave will be eligible for 100% of their annual leave
balance when they leave City service. They may receive this as cash or deferred
compensation (subject to IRS regulations).

Unpaid Leave - Unpaid leaves may be approved in accordance with the City Personnel
Policies. Empioyees must normally use all accrued annual leave prior to taking an unpaid
leave. If the leave qualifies under Parenting Leave or Family and Medical Leave, the
employee may retain a balance of forty (40) hours when going on an unpaid leave. Any
exceptions to this policy must be approved by the City Manager.

Sick Leave Conversion - There are various sick leave conversion programs in existence
which cover different employee groups. Some programs vary within a particular group
based on hire date. Employees who have annual leave wili be able to convert some hours
to cash or deferred compensation as described below. Employees who remained with the
vacation and sick leave program may continue to convert sick leave and/or vacation based
on programs they were eligible for prior to the adoption of annual leave (May 5, 2001).

Annual Leave Conversion - Annual leave will be eligible for conversion to cash or deferred
compensation (subject to IRS maximum deferral regulations) annually on a one-for-one
basis subject to the following conditions. Up to 40% of the annual leave balance, not to
exceed eighty (80) hours, may be converted each year provided the employee has used a
minimum of 30% of their annual accrual during the current calendar year and has a
minimum balance of at least 176 hours. The minimum balance requirement will be
determined as of the first payroll in December and will be based on the employee’s current
hourly rate on December 1.

Conversion to cash or deferred compensation will occur in the second payroll of the
following year with specific dates to be determined by the Finance Depariment each year.
. Finance will notify all employees who have annual leave in November of each year as to
the dates and conversion options. The conversion will be part of regular payroll and will
not be paid in a separate check. Regular rate for the purpose of this policy is the
employee’s straight time rate not including overtime, pay differentials, out-of-class
adjustments or any other additions to regular pay.
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