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This agreement dated the first day of January, 2019, entered into between the County of
Itasca, hereinafter referred to as the Employer, and Local Union No. 639A of the
American Federation of State, County and Municipal Employees, affiliated with the
American Federation of Labor and the Congress of Industrial Organization, hereinafter
referred to as the Union.

ARTICLE 1. PREAMBLE AND PURPOSE OF AGREEMENT

Section 1. This memorandum of understanding, hereinafter referred to as the Agreement,
Is entered into between the County of Itasca, hereinafter called the Employer, and Local
No. 639A, American Federation of State, County and Municipal Employees, hereinafter
called the Union. The intent and purpose of this Agreement is to:

1.1  Express, in written form, the complete Agreement between the parties on hours,
wages, and all other conditions of employment.

1.2  Establish orderly procedures for the resolution of disputes.
1.3 Specify the full and complete understanding of the parties.
1.4 Maintain and improve greater individual productivity and quality of services.

1.5 Insure against any interruptions of work and interference with the efficient and
effective rendering of service to the public.

The Employer and the Union, through this Agreement, continue their dedication to the
highest quality of public service. The parties recognize that this Agreement is not intended
to modify any of the authority vested in the Itasca County Sheriff or the Itasca County
Board of Commissioners.

ARTICLE 2. RECOGNITION

Section 1. The Employer recognizes the Union as the exclusive representative for a unit
composed of all employees in the Sheriff’s Department that are Deputy Sheriff/Road
Deputy employees.

Section 2. The Union recognizes the labor relations representative designated by the
Employer as the exclusive representative of the Employer and shall meet and negotiate
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exclusively with such representative. No agreement covering terms and conditions of
employment or other matters made between the Union and the Employer shall be binding
upon the Employer unless the witnessed signature of the Employer’s designated labor
relations representative is affixed thereon.

Section 3. The Employer agrees not to enter into any agreements covering terms and
conditions of employment with members of the bargaining unit under jurisdiction of this
Agreement either individually or collectively which in any way conflicts with the terms
and conditions set forth in this Agreement, except through certified representatives as
designated in Article 3, Section 5.

ARTICLE 3. UNION SECURITY

Section 1. In recognition of the Union as the exclusive representative:

1.1  The Employer shall deduct an amount sufficient to provide the payment of regular
dues and/or other Union approved deductions, established by the Union from the wages of
all employees authorizing, in writing, such deduction on a form mutually agreed upon by
the Employer and Union; and the deduction of dues shall commence 30 working days after
initial employment with the County, and

1.2 The Employer shall remit such deductions to AFSCME Council 65 (118 Central
Avenue, Nashwauk, MN 55769) with a list of the names of the employees from whose
wages deductions were made along with other pertinent employee information preferably
in an Excel formatted report that may be electronically transmitted or by U.S. mail; and

1.3 The Union shall provide the formula to recalculate the actual dues deduction to the
Employer and is willing to provide a spreadsheet that can be used to calculate the actual
dues along with any set amount for local assessments in an electronic Excel format.

Section 2. Fair Share. The Union may collect a Fair Share Fee from bargaining unit
members who choose not to become members of the Union. Any Fair Share Fee collected
by the Union shall be accomplished in accordance with Minn. Stat. Sect. 179A.06, Subd.
3.

Section 3. The Union 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 action taken by the Employer under all provisions of this Article.
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Section 4. Whenever any words are used in this Agreement in the masculine gender, they
shall also be construed to include the feminine or neuter gender in all situations where they
would so apply; whenever any words are used in the singular, they shall also be construed
to include the plural in all situations where they would so apply; and whenever any words
are used in the plural, they shall also be construed to include the singular.

Section 5. The Union may designate certain employees from within the bargaining unit to
act as stewards and shall, within 5days of such designation, certify to the Employer, in
writing, of such choice and the designation of successors to former stewards. The Union
shall also certify to the Employer a current list of any non-employee business
representative(s) upon execution of this Agreement.

5.1 The Employer agrees to recognize stewards certified by the Union as provided in
this Section subject to the following stipulations:

5.11 There shall be no more than 3 stewards.

5.12 The Employer agrees to allow stewards to interrupt their work for a reasonable
amount of time for the purpose of Union business with approval of the Employer
and they shall notify the Employer upon resumption of their work. Interruption of
work for Union business shall be limited to the investigation and presentation of
grievances to the Employer and negotiation sessions with Employer relating to
subsequent contracts.

5.2 Non-Employee business representatives of the Union, previously certified to the
Employer as provided herein, may, with approval of the Employer, come on the premises
of the Employer for purpose of negotiations or investigating and presenting grievances.
The Union may use the Employer’s premises or facilities for Union business with prior
approval of the Employer.

5.3  The Employer agrees to allow the Union to use designated bulletin boards for the
purpose of posting notices of Union meetings, Union election, Union election returns,
Union appointments to office, and Union recreational or social affairs and other items
specifically approved by the Employer.

ARTICLE 4. EMPLOYER RIGHTS AND DIVISION OF RESPONSIBILITY

Section 1. The Employer retains the right to operate and manage all facilities and
equipment; to establish functions and programs; to set and amend budgets; to determine
the utilization of technology; to establish and modify the organizational structure; to select,

6|Page



direct and determine the number of personnel; to transfer personnel for just cause; to
contract with vendors or others for goods and/or services so long as the act is performed in
good faith, it represents a reasonable business decision and it does not subvert the
agreement between the parties; and to perform such other inherent managerial functions as
set forth in the Minnesota Public Employment Labor Relations Act (PELRA) of 1971.

Section 2. The Employer shall have the right to designate responsibility for employer
functions required under this Agreement pursuant to applicable statutory provision and to
designate representatives authorized to act on its behalf with respect to matters arising
under this Agreement.

Section 3. Specifically, the County Board responsibility as Employer shall be limited to
matters relating to maintenance of appropriate pay rates and payment thereof, specific
fringe benefit authorizations in the area of insurance, vacation allowance, sick leave
allowance, severance pay, holidays, and related economic computations. For all other
matters covered in the Agreement, the Sheriff shall be considered the Employer.

Section 4. In the event that it is unclear as to the appropriate Employer authority, an
employee or the Union may request that a determination be made as to the appropriate
Employer for purposes of the particular dispute involved.

Such requests shall be submitted to the County Sheriff with a copy to the County Board or
its designated representative. On receipt of such request, the County Board or its
designated representative shall make a determination based on the facts of the issue as to
the appropriate Employer and such determination shall be final. In the event that the
County Board or its designated representative is determined to be the appropriate Employer
for purposes of the matter at issue, then a grievance brought pursuant to Article 7 shall be
processed through the employee’s immediate supervisor who shall request that the County
personnel officer sit in on the discussion of the grievance. In any case, not otherwise
determined by the County Board or its designated representative, the Employer shall be
deemed to be the Sheriff.

Section 5. Sections 3 and 4, above, are statements of policy and are not subject to the
grievance procedure of this contract.

ARTICLE 5. INDIVIDUAL RIGHTS

Section 1. The Union shall, in the responsibility of exclusive representative of employees,
represent all employees without discrimination, interference, restraint or coercion. The
Union shall, upon request of the Employer, give evidence to the Employer that the
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membership in the Union constitutes a majority of employees in the unit as described in
the Articles herein titled “Recognition” and “Pay Plan”.

Section 2. In accordance with applicable law, the Employer and the Union agree to apply
the provisions of this Agreement equally to all employees, without discrimination as to any
protected class as defined in federal, state statute or rule.

ARTICLE 6. WORK STOPPAGE LIMITATIONS

Section 1. In recognition of the provisions included in this Agreement for a grievance
procedure providing for arbitration to be used for resolution of disputes, the Union agrees
that neither the Union, its officers or agent, nor any of the employees covered by this
Agreement will engage in work stoppage. Any or all employees who violate the provisions
of the Article will be subject to discharge or other discipline as appropriate under applicable
Civil Service Rules and/or County policies.

ARTICLE 7. GRIEVANCE PROCEDURE

A GRIEVANCE, for the purpose of this ARTICLE, is defined as a dispute or disagreement
as to the interpretation or application of any terms or conditions of this AGREEMENT.

Employees shall have the right to process GRIEVANCEs through the procedures of this
ARTICLE or through other procedures such as Veteran's Preference, Human Rights or
other statutorily created procedures, provided that a GRIEVANCE may be processed
through one procedure or the other, but not both. An employee who pursues a
GRIEVANCE through a procedure other than the procedure provided in this section shall
waive the rights of this ARTICLE of the AGREEMENT.

If a GRIEVANCE is not presented within the time limits set forth below, it shall be
considered "waived." The time limit in each step may be extended by mutual written
agreement of the EMPLOYER and the UNION in each step.

Step 1. An employee claiming a violation concerning the interpretation or application of
this AGREEMENT shall, within 21 calendar days after such alleged violation has occurred,
place in writing, signed by the grieved employee and the grievance representative, 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.

8|Page



The matter shall be discussed with the employee's supervisor as designated by the
EMPLOYER within 7 calendar days. The EMPLOYER’S response will be made in
writing within 7 calendar days after the close of the discussion.

A GRIEVANCE not resolved in Step 1 and appealed to Step 2 shall be appealed to Step 2
within 7 calendar days after the supervisor's final Step 1 response.

Step 2. If appealed, the written GRIEVANCE shall be presented by the UNION and
discussed with the Department Head in consultation with Human Resources within 14
calendar days. Human Resources shall give the UNION the EMPLOYER'S Step 2
response in writing within 14 calendar days after the close of the discussion. A
GRIEVANCE not resolved in Step 2 may be appealed to Step 3 within 14 calendar days
following Human Resources final Step 2 response.

Step 3. If appealed, the written GRIEVANCE shall be presented by the UNION and
discussed with the County Board or its designee within 14 calendar days. The County
Board or its designee shall give the UNION the EMPLOYER'S Step 3 response in writing
within 14 calendar days. A GRIEVANCE not resolved in Step 3 may be appealed to Step
4 within 14 calendar days following the EMPLOYER-designated representative's final
Step 3 response.

Step 4. Mediation of a GRIEVANCE: Upon completion of the previous Step and prior to
requesting arbitration, the UNION and the EMPLOYER may, by mutual agreement,
request mediation of the GRIEVANCE by the Bureau of Mediation Services or contracted
services approved by the County Board for appointment of a mediator who will conduct
meetings as deemed necessary in an attempt to resolve the GRIEVANCE. After the
mediator or either party determines that further mediation would serve no purpose, a
GRIEVANCE may be appealed to Step 5 within 30 calendar days.

Step 5. The GRIEVANCE appealed to arbitration shall be subject to the provisions of
PELRA. The selection of an arbitrator shall be made in accordance with the Rules
Governing the Arbitration of GRIEVANCEs as established by the State Bureau of
Mediation Services. Any unresolved GRIEVANCE not submitted for arbitration shall be
considered settled on the basis of the EMPLOYER’S Step 3 response and/or Step 4.
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 so submitted.
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B. 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, rules or regulations
having the force and effect of law. The arbitrator's decision shall be submitted in writing
within 30 days following close of the hearing or submission of briefs by the parties,
whichever is later, unless the parties agree to an extension. The decision shall be binding
on both the EMPLOYER and the UNION and shall be based solely on the arbitrator's
interpretation or application of the express terms of this AGREEMENT and to the facts of
the GRIEVANCE presented.

C. The fees and expenses for the arbitrator's services and proceedings shall be borne
equally by the EMPLOYER and the UNION provided that each party shall be responsible
for compensating its own representatives and witnesses. 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 proceedings, the cost shall be shared
equally.

ARTICLE 8. HOURS OF WORK- PREMIUM PAY

Section1l. General

1.1  This Article is intended only to define the normal hours of work and normal
scheduling and to provide the basis for the calculation of overtime or other premium pay.

1.2 Employees assigned to a higher job class shall receive the higher rate of pay on a
temporary or regular basis.

1.3 The Employer agrees that split shift work will not be scheduled for the employees
covered by this Agreement except in case of emergency and in that event only for the time
involved in the emergency.

1.4 Scheduling procedures shall be vested with the Employer, to be consistent among
all employees within their classifications. For purposes of this Article, classifications are
defined as Deputy Sheriff/Road Deputy.

Section 2. Normal Work Day and Week

2.1  The normal work week for regular Deputy Sheriff/Road Deputy shall consist of an
average of 42 hours per week based on a consistent scheduling procedure.

Section 3. Overtime
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3.1  Any Deputy Sheriff/Road Deputy required to work in excess of their regularly
scheduled shift on a daily or pay period basis shall be compensated for all such hours at
1Y% times the employee’s regular hourly rate of pay. Deputy Sheriff/Road Deputy regular
hourly rate of pay shall be computed as follows:

(hourly rate of pay * 2184 hours) * 1.5 = Overtime Rate of Pay
(2080 hours)

Overtime available in the regular Sheriff/Road Deputy classification shall first be offered
to available, full-time regular Deputy Sheriff/Road Deputies and then to part-time
Sheriff/Road Deputies.

3.2 Assignment of overtime shall be at the discretion of the Employer and shall be
divided as equally as practicable among all employees within their respective
classifications.

3.3 Overtime shall be paid at the rate applicable to the classification in which it is
worked.

3.4  All employees who work overtime shall have the option to be paid at the rate of 12
times their regular hourly rate of pay for all overtime hours worked or take compensatory
time off at the rate of 1%2 hours off for each hour of overtime worked. Compensatory time
off may be banked to a maximum of 80 hours. All compensatory time off must be approved
by the employee’s immediate supervisor.

3.5 Employees shall be required to work overtime or holidays when assigned unless
excused by the Employer. VVacation, sick leave, holidays and other paid time off shall count
as hours worked for the purposes of calculating overtime/compensatory time. In no case
will compensatory time earned and compensatory time taken occur in the same day.

Section 4. Call Outs

4.1  Deputies, when called out for non-scheduled work, shall be compensated at a 1 %2
time rate per hour with a minimum of 2 hours compensation for each call out. In addition,
deputies shall be compensated at a 1 % time rate per hour for time put in for purposes of
official business which occurs in hours other than their regular schedule. For purposes
such as these, there shall be a minimum compensation of 2 hours at the 1 % rate.
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Section 5. Court Time

51 For any employee who is required to appear in court as part of his/her duty
assignment at times other than their regular duty time, it is agreed that a minimum of 2
hours credit computed at overtime rates shall be earned and paid. Court time in excess of
2 hours at times other than regular duty time shall be paid also at a 1 % time rate.
Employees required to place charges and sign complaints against persons arrested shall be
reimbursed at a 1 ¥ time rate for this time put in at times other than his/her regular duty
time.

Section 6. Scheduling Procedures

6.1  Scheduling procedures shall be vested with the Employer, to be consistent among
all employees within their classifications.

Section 7. On-call

7.1 A Deputy Sheriff/Road Deputy who is scheduled to be on-call shall be compensated
at the rate of $2.00 per hour.

ARTICLE 9- HOLIDAY PROVISIONS

Section 1. All employees of the bargaining unit shall receive the following paid holidays
provided said employees perform work or are on vacation in the pay period in which the
holiday occurs and work as scheduled or assigned both on their last scheduled work day
prior to and on their first scheduled work day following the holiday unless they have failed
to work because of sickness or because of death in the immediate family or because of
similar cause:

New Year’s Day
President’s Day
Good Friday
Memorial Day
Independence Day
Labor Day
Columbus Day
Veterans Day

. Thanksgiving Day
10. Friday after Thanksgiving
11. Christmas Eve Day

©CoOoONOORWDN =
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12. Christmas Day
13. One Floating Holiday
14. Martin Luther King Day

Section 2. Provided when the following holidays fall on Sunday, the following day shall
be a holiday. Provided when the following holidays fall on Saturday, the preceding day
shall be a holiday:

January 1 - New Year’s Day

July 4 - Independence Day
November 11 - Veterans Day
December 24 — Christmas Eve Day
December 25 - Christmas Day

When Christmas Eve Day is on a Friday and Christmas Day is on a Saturday, Thursday
and Friday shall be the holidays. When Christmas Eve Day is on a Sunday and Christmas
Day is on a Monday, Monday and Tuesday shall be the holidays

Section 3. Whenever an employee is required to work on any holiday, they shall receive 1
Y times the regular rate of pay for all such hours worked, in addition to their regular
compensation.

For shift work employees, time and one-half holiday pay shall be payable on the day the
shift commences on the day of the holiday actually occurs, notwithstanding Section 2
above.

Section 4. When a paid holiday falls on an employee’s scheduled day off or during the
employee’s vacation period, the employee shall receive 8.4 hours of holiday pay.

Section 5. Initial employment probationary status employees cannot take floating holiday
until the one-year probationary period has been successfully completed at which time the
floating holiday is earned for the year in which the probationary period was completed.
Floating holidays do not carry over. In the event of an employee with a hire date occurring
in the timeframe of the last payroll of the year being run and the employee successfully
completing the 1-year probation, the employee will be given a one-month extension from
date of hire to take the floating holiday earned the first year. Thereafter, the employee must
take floating holidays prior to the last payroll of the year being run or will lose the floating
holiday.

13|Page



ARTICLE 10. SHIFT DIFFERENTIAL

Section 1. All employees shall be paid shift differential in the amount of $1.05 per hour
for hours worked between 5 PM and 6 AM.

ARTICLE 11. VACATIONS

Section 1. All full-time employees shall earn vacation time and shall be paid vacation
leave benefits at their current pay rate.

Section 2. Vacation benefits shall accrue each pay period in accordance with the
following schedule and in which pay period the employee has worked or been on earned
leave at least 50% of the time:

Completed Months Rate of Accumulation

Of Service: of Vacation Hours Per Pay Period:
42 hr wk

0-59 mths 3.231 hrs

60-119 mths 4.847 hrs

120-179 mths 6.462 hrs

180+ mths 8.078 hrs

Section 3. The Employer agrees to post vacation schedule request lists and the first
choice of vacation scheduling shall be given on a seniority basis within each division of
the department. Where a system of second choice of time is required, such choice shall
also be based on the seniority system within each division. The Employer has the right to
limit the number of personnel in each division and in each grade who can be on vacation
at any given time as necessary to maintain adequate personnel complement for the
division.

Section 4. No employee shall exceed 248 hours of vacation accumulation after the last
payroll of the year is run (including bonus vacation). In the event an employee has an
accumulation of 248 hours prior to the last payroll of the year, the employee shall have
all hours in excess of 248 converted to a contribution to their post-retirement health care
savings plan (HCSP). This contribution may not exceed 50 hours and all additional hours
shall be lost.

Section 5. Regular employees who have accumulated 630 hours (42-hr wk) of sick leave
shall be granted a bonus vacation and sick leave as set forth in Article 12 Sick Leave.
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ARTICLE 12. SICK LEAVE

Section 1. Full-time employees shall earn sick leave at the rate of 3.877 hours per pay
period (42-hr wk) accumulated to an annual maximum of 1050 working hours (42-hr wk),
in which pay period the employee has worked or been on earned leave at least 50% of the
time.

Section 2. An employee may use sick leave for absences for such reasonable periods as
the employee’s attendance with the family member may be necessary, on the same terms
the employee is able to use sick leave for the employee’s own illness.

e Provide care for a family member who is incapacitated as a result of physical
or mental illness, injury, pregnancy or childbirth;

e Provide care for a family member as a result of medical, dental or optical
examination or treatment.

Family member is defined as:
e Spouse, and parents, thereof,
e Children, including adopted and stepchildren, and spouses thereof,
e Parents, grandparents and grandchildren of the employee and/or the
spouse,
e Brothers and sisters, and spouses thereof,
e Domestic partner or guardian

Sick leave usage shall be subject to approval and verification by the Employer, and the
employee may be required to furnish a report from a recognized physician or mental health
authority satisfactory to the Employer attesting to the necessity of the leave and such other
information as the Employer deems necessary to establish the employee’s fitness for
employment.

Section 3. Sick leave benefits shall be paid at the employee’s current rate of pay.

Section 4. Bonus Vacation. Employees considered as 42-hour week employees shall
earn 1.939 hours bonus vacation for any pay period in which the employee has not used
sick leave, providing the beginning balance of sick leave is 630 or more.

Section 5. Bereavement Leave. Regular employees shall be allowed up to 3 shifts off with
pay based on normal hours of shift assignment in case of death in the immediate family.
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Immediate family shall mean domestic partner or guardian, a brother, sister, son, daughter,
father, mother, grandchild, grandparent or spouse of either the employee or the employee’s
spouse. Two additional shifts maybe used in the event that travel is necessary to a point
outside a radius of 150 miles from the employee’s home or for other personal reasons
related to the death such as for funeral arrangements.

Section 6. Upon termination of employment prior to, on, or subsequent to the normal
retirement date, an employee shall receive as severance pay 75% of the employee’s
accumulated but unused sick leave from first day of county employment. Such severance
pay shall be excluded from retirement deductions and from any calculations in retirement
benefits, and shall be paid, at the employee’s option, in 1 lump sum, or in a manner
mutually agreeable to the employee and Employer over a period not to exceed 5 years from
termination of employment. The employee shall apply the 25% balance of unused sick
leave to the employee’s Post Health Care Savings Plan after all regular pay has been paid
out.

Any payment made upon termination due to death will be paid in accordance to State and
Federal Regulations. In the event of an active employee’s death, 100% of his/her accrued
sick leave shall be paid out to the surviving spouse or to the estate of the employee who
has passed away.

An employee will not receive severance pay if:

6.1 The employee has less than 5 years of continuous service with Itasca County;
or

6.2 The employee is terminated by the Employer for cause.

For employees hired after ratification of the 1994 - 1996 contract which is August 23, 1994,
the maximum County payment for the 75% dollar value of an employee’s accumulated
unused sick leave (severance pay) shall be $10,000. (That is, 75% of the employee’s
accumulated unused sick leave shall have a maximum value of $10,000 at retirement for
use for any purpose permitted by the contract.) This limit does not apply to other County
payments for retirement group insurance premiums nor does it affect the other 25% dollar
value of an employee’s accumulated unused sick leave which shall be deposited into the
Employee’s Post Health Care Savings Plan.

For employees hired before the ratification date (which was August 23, 1994) of the 1994-
1996 AFSCME Local 639 contract who choose to formally separate employment with the
Employer shall allocate 100% of the employee’s accumulated but unused sick leave into
the employee’s Post Health Care Savings Plan (HCSP).
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Section 7. Sick Leave Pool. Employees may voluntarily donate one or more vacation days
to a Sick Leave Pool. These donated days may be used by bargaining unit members for
hospitalization or major medical problems when they have exhausted their own sick leave
and vacation days. Contributions to the Pool may be conducted throughout the year with
proper advance notice to the payroll department and shall be recorded on the Local 639A
Employee’s Catastrophic Fund Donation Form during the pay period in which donated.
The Executive Board of Local 639A shall make the determination for eligibility, allocation
and usage.

ARTICLE 13. LEAVE BENEFITS AND WORKER’S COMPENSATION BENEFITS

Section 1. The parties recognize that employees working in the Sheriff’s Office and
covered by this Agreement face a high potential for injury due to the nature of their
employment. Such employee who in the ordinary course of employment and while acting
In a reasonable and prudent manner and in compliance with the established rules and
procedures of the Employer, incurs a disabling injury while in performance of assigned
duties shall be compensated in an amount equal to the difference between the employee’s
regular net rate of pay and benefits paid under Worker’s Compensation, without deduction
from the employee’s accrued sick leave. Such compensation shall not exceed an amount
equal to 240 times the employee’s regular hourly rate of pay per disabling injury. To be
eligible for Worker’s Compensation pursuant to this Section, the disabling injury must have
been incurred while performing services for the County.

ARTICLE 14. SENIORITY
Section 1.

1.1  The Employer shall maintain seniority lists as of the effective date of this
Agreement structured by each work classification to include and rank, in
order of highest to lowest seniority, all regular full-time and part-time
employees in the bargaining unit and will provide said list to the Union upon
request.

Seniority standing shall be granted to all employees who have completed the
required probationary period (12months) and have attained regular full-time
and part-time status with the department. The initial probationary period
shall commence on the first day of employment with the department. Upon
successful completion of the initial probationary period, seniority and
anniversary date of each employee attaining regular full-time and part-time
status shall revert back to the first day of employment. Seniority accrues
from date of hire. Regular part-time employees will accumulate seniority
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1.2

according to actual hours worked as provided in Article 14. Seniority Section
1.1.4. Seniority freezes at date of leave of absence and unfreezes as of first
day back to employment regardless if returned to work full or part time.

An employee who is awarded a posting for another bargaining unit position
in a different classification or pay grade, shall be subject to a trial period
during which the Employer shall assess the employee’s performance,
abilities and competencies, and shall provide quarterly written assessments.
If, within the first 6 months in the new position, the employee desires to
return to their previous position, written notification to the Sheriff and the
Union president shall be required, and the employee shall be re-assigned
within 30 calendar days of the notice, if a position is open at that time. If no
vacancy is available, the Sheriff shall ask the employee if they wish to return
when the next available slot opens up in the employee’s previous job
classification, and shall return the employee without the formal posting if the
employee indicates a desire to return. If the Employer determines that the
employee is not meeting standards of expectations, written notice shall also
be provided of the re-assignment back to their previous position, and this
action shall not be considered a reprimand, or a grievable action. The trial
period for a transfer or promotion shall be 12 months.

An employee who is transferred or promoted or demoted to a position outside
this bargaining unit shall maintain, but shall not accrue, additional
classification seniority in classification(s) held by the employee within this
bargaining unit, so long as the employee continued to be employed by Itasca
County Sheriff’s office.

There shall be three types of seniority established by the Agreement; they
are:

1.21 Service Seniority, which shall be the total length of continuous service
with the County as a regular employee. Regular employee is a
member of the exclusively recognized bargaining unit as defined in
the Article entitled “Recognition” who has completed the initial
probationary period.

1.22 Department Seniority, which shall be the total length of service within
the Sheriff’s Department.

1.23 Classification Seniority, which shall be the total length of service
within a work classification.
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1.3

1.4

Section 2.

2.1

2.2

2.3

Breaks in Seniority: An employee’s seniority shall be broken by voluntary
resignation, discharge for just cause, unpaid leave of absence or retirement.

Regular part-time employees will accumulate seniority according to the
hours actually worked.

Seniority shall determine the order of:

Layoff, which shall be by classification in inverse order of classification
seniority. However, an employee about to be laid off shall have the right to
bump (displace) any other employee in any equal or lower ranked
classification with less department seniority, provided that the employee who
Is exercising bumping rights shall be qualified to perform the duties of the
classification into which he/she is bumping. Employees who have
maintained classification seniority within this bargaining unit may exercise
their seniority to bump back into a classification within this bargaining unit
in the event of layoff from a position outside this unit. Employees shall be
given a 14 day notice prior to being laid off. Within 5 working days after
receiving notice of layoff, an employee intending to exercise seniority
preference shall advise the Sheriff to the specific position into which the
employee intends to bump.

Recall from lay-off, which shall be by classification within a department, in
inverse order of layoff, provided, that, if an employee does not return to work
within two weeks of recall, as directed by the Employer, or on an extended
date mutually acceptable to the employee and the Employer, he/she shall
automatically have terminated his/her employment. An employee’s name
shall be retained on the recall list for 2 years, at which time all rights to recall
shall terminate.

Emergency, provisional and limited term employees in the same
classification shall precede regular employees in layoff. No new employees
shall be hired in a work classification where there are employees on layoff
status until all laid off employees have been recalled in accordance with the
above.

Section 3. Within Grade Transfers-Posting of VVacancies-Prior to appointing any persons
from outside the bargaining unit, all vacancies shall be posted for a minimum of 7 calendar
days. If an eligible employee requests more time to consider the vacancy, the posting
period will be automatically extended 7 calendar days.
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Employees currently serving in the same job classification as the vacancy will submit in
writing a request to the Sheriff to be appointed to the vacant position.

When training, work record, job performance and experience are equal, seniority shall
prevail as the final determining factor in awarding the position.

When vacancies occur in Deputy Sheriff/Road Deputy positions the Sheriff shall appoint
the person he/she feels most able and suited to fill those duty assignments from eligible
employees applying.

ARTICLE 15. CLOTHING ALLOWANCE

Section 1. The Employer shall supply all clothing necessary in the execution of his/her
duties to include uniform pants, shirt, tie, jacket and any additional uniform clothing
necessary to carrying out the employee’s duties.

ARTICLE 16. ELECTION DAYS

Section 1. Time off for voting will be as per MS 204C.04 or as amended.

ARTICLE 17. MILITARY RESERVE TRAINING

Section 1. In accordance with state and federal laws, any employee who is a member of
any reserve component of the military forces of the United States required by official
military orders or related authority to attend Military Reserve Training shall receive full
wages at the employee’s current base pay rate for the period of the active duty required for
such training, not to exceed 15 calendar days.

ARTICLE 18. PAY PLAN

Section 1. The pay rates set forth on the attached schedules entitled Sheriff’s Department
Pay Plan are made a part of this Agreement, and shall apply for the duration of this
Agreement, with effective dates as indicated on Addendum A, except as otherwise
indicated in this Article. Employees in this bargaining unit shall receive effective
01/01/2019 a 2.75% increase; 01/01/2020 a 2.75% increase; and 01/01/2021 a 3% increase.
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Section 2.  Compensation complies with the Itasca County Classification and
Compensation Policy Section B (1); see Addendum A.

Section 3. New employees who are considered so qualified by education or previous work
experience may, with the recommendation of the department head and approval by the
County Administrator, be started in a higher step than the first step of the pay grade.

Current employees who are offered a job change and have education or pre-county work
experience for which they have not previously received credit may, with the
recommendation of the department head and approval by the County Administrator, be
started in a higher step on the pay grade.

Section 4. The Employer agrees to comply with a cost of living increase on the basis of
two cents ($.02) per hour for each point of cost of living increase on all items of all cities
on a quarterly basis (CPI-W). The increase shall be computed with respect to the Consumer
Price Index as of January 1, 1975. The first effective date of any such increase shall be
January 1, 1986. Such increase in cost of living shall be automatically implemented and
enrolled in the employee’s base rate.

Cost of living shall be frozen for the contract years 2019, 2020, 2021.

This clause will not be effective for the duration of this contract. Thereafter the clause will
be automatically reinstated. The first cost of living adjustment will be applied using the
same quarterly months and corresponding then current CPI figures for any adjustments as
in the past.

ARTICLE 19. GROUP INSURANCE PROGRAM

Section 1. Eligibility.

1.1  Active Employees.
For the purpose of eligibility, any employee shall be eligible for hospital/medical
insurance and life insurance coverages at the beginning date of employment, provided all
necessary application forms have been filled out and signed by the employee. Any
employee shall be eligible for dental insurance coverage (after completion of 1040) on an
hourly basis, or 6 months on a monthly basis, provided all necessary application forms
have been filled out and signed by the employee. Authorized sick leave and authorized
vacation time shall be counted as working time for such eligibility for dental insurance.
Also authorized leave of absence of 30 days or less be counted as working time for such
eligibility.
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Regular employees, who have opted not to be covered by hospital/medical or dental
insurance and later choose to be covered by same maybe covered by said insurance
provided they are accepted by the insurance company.

Regular employees who are temporarily laid off for more than 30 days, or who are on an
authorized unpaid leave of absence of more than 30 days (not FMLA covered), may
continue their insurance coverage by paying the full amount of the premiums themselves
during the period of such lay-off, leave of absence, or orders of temporary lay-off. At the
time of approved leaves of absence, or orders of temporary lay-off, the County shall
provide a written statement to the affected employee advising the employee of the status
of the employee’s insurance coverage during the period of absence. Upon returning to
work, such employee need not re-establish eligibility. Employees who leave Employer
employment must have worked or used earned time equal to 50% of their work schedule
for the calendar month during which such employment termination becomes effective in
order to be eligible for such Employer contributions for the next succeeding calendar
month. NOTE: However, life insurance is canceled at the end of the month in which the
employee terminates employment.

Employees returning to work after authorized leave of absence without pay shall be
required to work or use earned time equal to at least 50% of their work schedule for the
calendar month in which such employee returns to work in order to be eligible for such
Employer contributions for the next succeeding calendar month. Accrued earned leave
(i.e. vacation, sick, comp) and holiday time shall be considered such days so worked.
Employees who voluntarily terminate such employment without due notice to the
department head, unless such termination without notice is approved by the department
head, shall forfeit all rights to such Employer contributions. Employees who are
discharged for cause shall forfeit all rights to such Employer contributions.

Section 2. Flexible Spending Account:

The County may provide flexible spending account programs. Employees may elect to
participate.

Section 3. Retired Employees.

3.1 Definition: Effective January 1, 2000, “retiree” or ‘to retire’ means leaving Itasca
County employment at a time when the employee has at least 15 years of service in Itasca
County employment and will be eligible for a PERA retirement annuity upon leaving the
service of Itasca County. Provided, however, any employee on the payroll as of
ratification of the 2000-2002 contract which is April 25, 2000 who does not have 15
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years of service with Itasca County when retiring at a time when eligible for a PERA
retirement annuity shall be exempt from the 15-year requirement.

3.2 Total Disability: For all regular employees employed who qualify for a total
disability pension under the eligibility stipulations set by the Minnesota Public
Employees Retirement Association and/or Federal Social Security, upon approval and
acceptance of an employee by either of said entities for a total disability annuity pension
and upon an employee drawing said annuity, the Employer shall pay for the employee
and his/her dependents’ hospital/medical insurance in full. Upon reaching age 65, the
retiree is required to enroll in both Parts A & B of Medicare (if eligible). At that point
the Employer and retiree will be responsible for their payment of health insurance
premium as directed within the labor contract.

Execution of this Agreement and any new changes in policy shall not in any way be
interpreted to deny or forfeit any disabled retired employee’s right to continue under a
previous agreement from which they have been entitled to insurance benefits. (For retiree
coverage, see Section 7.)

Section 4. Coverage - Group Life Insurance

4.1 Active Employees. The Employer will provide and pay the entire premium for the
present group life insurance in the amount of $25,000.00 for each eligible employee, said
insurance includes a double indemnity clause, Accidental Death and Dismemberment
(AD&D) coverage in an amount equal to Basic Life insurance coverage.

Active employees may opt to purchase additional Basic Life and AD&D coverage for
themselves, their spouse and eligible dependents at their own expense. Both Basic Life
and AD&D insurance coverage amounts reduce to 65% at age 65, 50% at age 70 and
35% for age 70 and over. All employer provided insurance and employee elected
additional insurance will terminate upon employee leaving employment.

Section 5. Coverage - Group Hospital and Medical Insurance
5.1 Active Employees.

Northeast Service Cooperative Blue Cross/Blue Shield High Deductible Plan
(Option 1) $1750/$3500 (in 2020) Deductible or the Blue Cross Blue Shield High
Deductible Plan (Option 2) $3500/$7000 (in 2020) Deductible both with a Health
Savings Account (HSA) shall be the hospital medical insurance. The Internal Revenue
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Code requires that the minimum statutory deductible for plans used with HSAs be
indexed for inflation and the deductibles will automatically increase in future years in
order to remain compliant with the Internal Revenue Service (IRS) guidelines for high
deductible health insurance plans.

The Employer will pay 80% of the annual deductible via an HSA contribution on the single

or family coverage and the Employee will pay 20% of the annual deductible on the single
or family coverage while the Employee is enrolled in the Plan. The County portion of the
annual deductible will be pro-rated by the number of months the employee is enrolled in
the plan for employee’s who enroll in the plan mid-year.

Employees enrolled in County-sponsored health insurance plans who are ineligible for an
HSA contribution shall have the option for the County portion of the annual deductible to
be contributed to a VEBA (Voluntary Employee’s Beneficiary Association).

The County portion of the annual deductible will be deposited to the HSA or VEBA
accounts during the 1% payroll in January for employee’s who are enrolled in the health
insurance plan for the year.

5.2 The employee shall have the option to elect either plan during an open enrollment
period or when a qualified event occurs. The premium participation for said plans shall be
80% by the Employer and 20% by the employee.

5.3 The employee’s portion of health insurance premiums shall be split between the first
and second payroll of each month. This split shall be as close to even as possible.

5.4 In the event during the term of the Agreement the County Board elects to change
Insurance carriers, it is understood and agreed that the County shall continue to provide
equivalent coverage to the present hospital-medical insurance and dental insurance plans
covering the employees under this Agreement, if such alternative should become available.
It is understood that the employee’s and Union’s rights as provided by state and federal
statutes relating to their health and welfare insurance provided by the Employer shall not
be negated by the aforementioned language (Statutes such as M.S. Chapter 471, Minnesota
Comprehensive Health Insurance Act 62 E 03, etc.).

Section 6 Coverage — Group Dental Insurance —
6.1 Active Employees Only. The Employer will provide dental insurance under Delta

Dental Plan of Minnesota or its equivalent with maximum annual benefit of $1,500 per
person.
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The Employer shall pay the full single premium and 80% of the dependents’ cost of said
insurance. The employee shall pay 20% of the dependents’ cost of said insurance.

The employee shall have the option to enroll in the program within 30 days of completion
of the required dental insurance probationary period, or during an open enroliment period.

Section 7 Coverage - Group Hospital and Medical Insurance - Retired Employees.

7.1 Hospital and medical coverage provided for retirees shall be the Northeast
Service Cooperative Blue Cross/Blue Shield High Deductible Plan (Option 1)
$1750/$3500 (in 2020) Deductible or the Blue Cross Blue Shield High Deductible Plan
(Option 2) $3500/$7000 (in 2020) Deductible both with a Health Savings Account
(HSA), or its equivalent. The Internal Revenue Code requires that the minimum statutory
deductible for plans used with HSAs be indexed for inflation and the deductibles will
automatically increase in future years in order to remain compliant with the Internal
Revenue Service (IRS) guidelines for high deductible health insurance plans.

The Employer shall pay the full single premium and 50% of the dependency coverage
cost, and the balance 50% of dependency coverage cost shall be paid by the retiree until
their health insurance cap is exhausted. The Employer shall pay 80% of the annual
deductible via an HSA or VEBA contribution on the single or family coverage and the
retiree shall pay 20% of the annual deductible on single or family coverage while the
retiree is enrolled in the plan, until their health insurance cap is exhausted. The retiree
may choose either of the high deductible health plans with a VEBA or HSA contribution
from the County. The retiree must designate which health plan option and deductible
option (HSA or VEBA) upon retirement. The County portion of the deductible will be
pro-rated by the number of months the retiree is enrolled in the plan for retirees who
enroll in the plan mid-year. If the retiree’s health insurance cap is exhausted, the retiree
may continue to stay on the county-sponsored health insurance plan and will pay 100% of
the premium and 100% of the deductible.

When a retiree reaches age 65, the retiree will be transitioned from their current health
plan to one of the Medicare Supplemental Plans offered by the County and the County
shall pay the full single premium and 50% of the dependency coverage cost, and the
balance 50% of dependency cost shall come from the retiree unless or until their health
insurance cap is exhausted.

7.2 For employees hired after January 1, 1998, the maximum County payment for
retirement group insurance premiums shall not exceed $10,000.

Section 8 - Insurance Advisory Committee

25|Page



An Insurance Advisory Committee shall be established to examine the County's current
medical insurance plan. The Committee shall be composed of representatives from each
of the groups participating in the County's program as follows:

Local 639 2 representative
Local 639A 2 representative
Local 1626 2 representatives
Local 1452 2 representatives
Local 580 2 representatives
Itasca Co. Non-Contract Employees 1 representative
Itasca Co. Elected Officials/Dept. Heads. 1 representative
Itasca Co. Attorney Employee’s Assoc. 1 representative
Itasca County Employees Association 1 representative
Itasca Co. Confidential Employees’ Assoc. 1 representative

The Committee may recommend changes in medical program to the County Board.

If the Committee recommendations call for changes in the structure of the medical plan,
this contract shall be subject to reopening negotiations for medical benefits.

If the County Board deviates from the Committee recommendations, the agreement
reopening negotiations for the medical plan is void.

Section 9 Post Health Care Savings Plan

9.1 All employees shall be enrolled in the Post Health Care Savings Plan, (HCSP), after
lyear of employment on their anniversary date of hire, or the very next pay period. Said
employee shall contribute 2% of their regular wages* earned during the biweekly pay
period into the HCSP via payroll deduction each pay period.

*Regular wages is defined as the hourly wage stated in the Union pay plan (regular wages
excludes callout pay, shift differential, meals, severance pay, overtime).

The County shall not be responsible for a contribution to any costs associated with the Post
Health Care Savings Plan mentioned above.

ARTICLE 20. ADMINISTRATIVE REQUIREMENTS

Section 1. Pay Periods and Pay Dates. Payment of wages is made on a bi-weekly basis,
with the pay date being every other Friday.
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The pay period shall be a period of 2 consecutive weeks commencing at 12:01 a.m. Sunday
of the first day of such period and ending at 11:59 p.m. on Saturday of said 2 week period.

Section 2. Changes in employment status of regular employees affecting pay or fringe
benefits shall be submitted to the county auditor in writing by the department head not less
than 10 regular working days before the end of the pay period for which such changes
become effective; otherwise, reflection of such changes in employment status will be
delayed until the next ensuing pay period.

Section 3. Time for Filing Payroll Deduction Authorization or Discontinuance. Any
requests for added payroll deductions or changes in payroll deductions must be submitted
in writing to the county auditor by the employee concerned not later than 10 days before
the end of the pay period for which such deduction or change is effective.

Section 4. Jury Duty. Whenever any employee is called for jury duty, they shall receive
their hourly rate for their hours lost, up to the end of their assigned shift. and the
compensation for jury duty be paid to the fund from which the employee is paid.
Employees are required to submit to the County Auditor’s Office their daily stipend
received for their jury duty service. However, mileage received from the Courts can be
kept by the employee.

ARTICLE 21. PRORATION OF BENEFITS

Part-time employees holding positions with a regular schedule in excess of 20 hours per
week shall be eligible for Employer contribution to hospital/medical insurance, vacation,
sick leave and holidays as described in this Agreement on a prorated basis. The proration
shall be computed based on the last calendar quarter and shall be in effect for the next
calendar quarter. The proration shall be computed by dividing the employee’s average
regularly scheduled number of hours of work per pay period during the calendar quarter
by the number of regularly scheduled hours for full-time employees in the classification.
The first calendar quarter of the year shall commence with the first pay period of January
which is entirely within the year and shall continue through the full pay period ending
closest to March 31. Subsequent calendar quarters shall end with the full pay period
ending closest to June 30, September 30, and December 31.

ARTICLE 22. LEAVES OF ABSENCE
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Section A. All requests for a leave of absence shall be submitted in writing by the
employee to the employee’s supervisor as soon as the need for such leave is known.

Section B. Parenting Leave: Eligible employees shall be entitled to up to 12 weeks of
parenting leave in accordance with State Statute and the Itasca County Personnel Policy.

Any leave taken under this section shall reduce the length of leave for which the
employee and spouse are eligible under the Family and Medical Leave Act policy for
birth or placement of a child and any unpaid leave taken under the Family and Medical
Leave Act policy for birth or placement of a child shall reduce the length of leave for
which the employee is eligible under this Section.

Section C. Family and Medical Leave Act: Family and Medical Leave Act leave shall
be available to eligible employees in accordance with the Itasca County Family and
Medical Leave Act policy as adopted by the Employer.

Section D. After an employee has used all accumulated earned leave and any available
FMLA protected leave on a consecutive basis, the employee shall be granted a leave of
absence without pay, with appropriate documentation from the healthcare provider, for a
period not to exceed six months without having their name removed from the payroll. If
the employee is in the process of seeking a disability determination, the time will be
extended a total of up to 12 months. If the employee is certified disabled, employment
shall cease.

Section E. Personal Leave of Absence:

1. A leave of absence without pay may be granted by the department head for
a period not to exceed 10 days in each calendar year.

2. A leave of absence in excess of 10 working days may be granted by the
County Administrator.

3. No leaves of absence shall be granted for an employee to engage in other
employment.

ARTICLE 23. DRUG AND ALCOHOL TESTING

The provisions of the Itasca County drug and alcohol testing policy as set forth in the
Itasca County Personnel Policy are incorporated herein by reference the same as if fully
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set forth in this Article. However, any employee submitting to a urinalysis test shall have
the right to have a portion of the sample sent to another lab at his/her own expense.

ARTICLE 24. TRAINING TIME

Attendance at department-mandated training shall be paid time. For employees holding a
full-time peace officer license required for their position, up to 24 hours per year of
attendance at state-mandated training necessary to maintain the employee’s license
certification shall be paid time. The schedule of training attendance shall be subject to
the sheriff’s approval. Paid training time shall count as hours worked for purposes of
computing overtime eligibility under Article 8.

ARTICLE 25. MILITARY LEAVE POOL

Employees may voluntarily donate vacation, in one-half day increments (4 hours), to a Military
Leave Pool.

Itasca County may pay to each employee who is an eligible member of the national guard or
other reserve component of the armed forces of the United States an amount equal to the
difference between the member’s basic active duty military salary and the salary the member
would be paid as an active County employee, including any adjustments the employee would
have received if not on leave of absence.

Payment may be made only to a person whose basic active duty military salary is less than the
salary the person would be paid as an active County employee. Reimbursement will be based on
the employee’s regular work week. ! Payments will be made at the intervals at which the
employee received pay as a County employee. Back pay authorized by this policy may be paid
in a lump sum.

Payment under this Policy must not exceed beyond four years from the date the employee was
ordered to active service, plus any additional time the employee may be legally required to serve
OR until the MLP is depleted—whichever occurs first. 2

1 No reimbursement beyond the normal work week, i.e. employee normally works 42
hours/week, reimbursement will be based on 42 hours/week.

2 The value of the pool will be established by actual count of hours donated and the
actual value corresponding to those hours. l.e. If Employee A donates 4 hours of vacation and
A’s pay is $50/hour and Employee B donates 8 hours of vacation and B’s pay is $100/hour then
the value of the pool is 12 hours with a $1000 value.
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Employee share of state, federal (including FICA) taxes and PERA will be paid from the
Military Leave Pool.

Contributions to the Military Leave Pool must be submitted on January 1 or upon depletion of
the Military Leave Pool to Payroll and shall be recorded on the Local 639A Employee’s Military
Leave Donation form during each year in January or during the occurring month of donation. To
submit donated contribution, complete the Payroll form.*

One-time exception to the January 1% submission is granted to Payroll for purposes of organizing
and activating the MLP.

This policy provides for retroactive payments to Itasca County employees called to unpaid
military leave as of 09/11/2001.°

Employees on unpaid military leave who wish to receive contributions from the Military Leave
Pool AND who have used all of their vacation and comp time balances® must submit written
request with documentation of current military salary to Courthouse or Human Services Payroll.
7

The rate paid out will be subtracted from the value of the pool. l.e. If Employee P receives
$1/hour difference (P makes $9 in the military and $10 at the County) and is gone for 25 work
days or 200 work hours, then $200 is taken from the MLP and the MLP new balance is $800.

8 Per 11/07/2001 Steve Fecker letter “Lacking an express statutory grant of authority to
provide supplemental pay or benefits to employees called up to active military duty, with the
exception of the 15 day paid leave provided under MS 192.26, counties are without authority to
provide supplemental pay or benefits.”

“Payroll will create the necessary forms.

SPresumes the MLP is available for future military leaves even after Operating Enduring
Freedom has concluded. If MLP was set up specifically for Operation Enduring Freedom, what
does the Board and/or employees want to do with any fund balance after Operation Enduring
Freedom concludes?

%This presumes the Board wants to mandate the use of vacation and comp time before
giving Military Leave Pool donations.

"Does the Board want to accept a request from other “immediate family member”, how
will that be defined? And what liability goes with that? I.e. estranged spouse submits request

8L_anguage addresses those who may be on local duty with time available to work.
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Employees receiving contribution from the Military Leave Pool will NOT be eligible for
County-paid insurance benefits. 3

Employees on military leave with orders to serve military time in the local area (within Itasca
County geographical boundaries) must fulfill 40 hours working for the military and/or the
County in order to be eligible to draw from the MLP.®

Employees on military leave with orders to serve military time outside of the local area (outside
of Itasca County geographical boundaries) must serve 40 hours working for the military in order
to be eligible to draw from the MLP.

ARTICLE 26. FUTURE BUDGET BALANCING MEASURE

Voluntary furlough, with supervisor approval, is permitted up to 80-hours for regular full-time
employees and up to the prorated share of 80-hours equivalent to an employee’s part-time status,
i.e. employee who works 32 hours per workweek is working 4/5 time and will be allowed to take
a voluntary furlough of 64 hours.

The employee shall not be permitted to make up voluntary furlough time by working additional
hours or to substitute earned leave time for the voluntary furlough.

The Sheriff, and/or the Sheriff’s delegated authority, is responsible to pre-approve voluntary
furlough. In determining the voluntary furlough schedule, the wishes of the employee shall be
respected as to the time of taking voluntary furlough, insofar as the needs of the service will
permit, it being understood that the rights of the senior employees will prevail in the selection of
voluntary furlough when agreement cannot be reached among the employees. The Sheriff, and
or the Sheriff’s delegated authority, and employee will determine who takes voluntary furlough
time off when and the characteristics unique to the decision. The minimum amount of voluntary
furlough taken in a single day will be half (.5) an hour.

Voluntary furlough time taken off must be recorded on the employee’s time sheet in a manner
prescribed by payroll. The employee will be responsible to ensure that s/he has enough earned
time worked or taken in the pay period to cover applicable payroll deductions, i.e. employee’s
share of insurance premiums, flexible spending dollars, deferred compensation, union dues, etc.

Voluntary furlough time taken off will have no effect on earned benefits. Earned benefits will
continue as is and per the terms of the collective bargaining agreement.

Taking a voluntary furlough day before or the day after a holiday will not negate the holiday pay.

Taking voluntary furlough will have no effect on an employee’s seniority.
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Itasca County will pay the employer PERA contribution plus applicable interest compounded
annually for all employees who voluntarily elect to contribute to PERA if s/he wishes to make
member contributions to maintain the high-5 salary. Employee payment must be made within
one year after the end of the calendar year in which the furlough occurred OR within 30 days
after termination of public service, whichever is earlier. After the employee has contacted
PERA, PERA will notify Itasca County of its obligation for the employer contribution.
Employees making this contribution if they are not in their high-5 salary years are unlikely to
effect the benefits received from PERA.

ARTICLE 27. SEPARABILITY

Section 1. Itis hereby declared to be the intention of the parties to this Agreement that the
sections, paragraphs, sentences, clauses and phrases of the Agreement are separable, and,
if any phrase, clauses, sentence, paragraph or section of this Agreement shall be declared
invalid by the valid judgment or decree of a court of competent jurisdiction because of any
conflict with Minnesota State Law, such invalidity shall not affect any of the remaining
phrases, clauses, sentences, paragraphs and sections of this Agreement.

The Employer and the Union agree that they will meet within a 30 day period following
the declaration of invalidity to begin negotiations upon a substitute clause to replace the
provisions found to be invalid. This places no time limitations on the parties during which
they may negotiate.

ARTICLE 28. TERM OF AGREEMENT

Except as otherwise provided, this Agreement shall be in full force and effect from January
1, 2019, to December 31, 2021, and shall be automatically renewed from year to year
thereafter unless either party shall notify the other, in writing, at least 60 days prior to
December 31 that it desires to modify or terminate this Agreement. The present contract
shall remain in force in the event settlement for the ensuing contract year has not been
reached at the time this contract expires.
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IN WITNESS THEREOF, the parties have caused this Agreement to be executed this
day of ,_ 2020 .

FOR: LOCAL NO. 639A, AMERICAN FOR: COUNTY OF ITASCA
FEDERATION OF STATE, COUNTY

AND MUNICIPAL EMPLOYEES
/&»{M%MWW B Dl

Union Representgti\'/e Ben DeNucci
/ County Board Chair
fes,; ot Conia 05 //Z«é
Uniop/Staff( Representative Bfett Skyles
County Administrator
Date: Io/lb/ Z0ZD Date: 1O [\b \202.()
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Addendum A

January 1, 2019 LOCAL 639A HOURLY PAY PLAN - 2.75% on 01/01/2018 pay plan

GRADE |STEP 1 ([STEP 2 |STEP3 |STEP4 |STEP5 |[STEP6 |STEP7 |STEP 8
Deputy Sheriff/ Deputy Sheriff/ Road
Road Deputy 10 $24.21 $25.48| $26.76| $28.03 $29.31 $30.58| $31.85 $33.14|Deputy
Deputy Sheriff/ Deputy Sheriff/
Sergeant 11 $25.17 $26.50| $27.82 $29.16| $30.49 $31.80] $33.13 $34.46|Sergeant

IN THE EVENT THERE IS A ROUNDING DIFFERENCE BETWEEN THIS APPENDIX AND PAYROLL, PAYROLL SHALL GOVERN.

Addendum A
January 1, 2020 LOCAL 639A HOURLY PAY PLAN - 2.75% on 01/01/2019 pay plan

GRADE |STEP 1 ([STEP 2 |STEP3 |STEP4 |STEP5 |[STEP6 |STEP7 |STEP 8
Deputy Sheriff/ Deputy Sheriff/ Road
Road Deputy 10 $24.87 $26.18| $27.49 $28.80| $30.12 $31.42| $32.73 $34.05|Deputy
Deputy Sheriff/ Deputy Sheriff/
Sergeant 11 $25.87 $27.23 $28.59 $29.96| $31.32 $32.68| $34.04| $35.41|Sergeant

IN THE EVENT THERE IS A ROUNDING DIFFERENCE BETWEEN THIS APPENDIX AND PAYROLL, PAYROLL SHALL GOVERN.

Addendum A

January 1, 2021 LOCAL 639A HOURLY PAY PLAN - 3% on 01/01/2020 pay plan

GRADE [STEP 1 |STEP2 (STEP 3 |STEP4 ([STEPS5 |[STEP6 |STEP 7 ([STEP 8
Deputy Sheriff/ Deputy Sheriff/ Road
Road Deputy 10 $25.62| $26.97| $28.32| $29.67| $31.02| $32.36| $33.71] $35.07|Deputy
Deputy Sheriff/ Deputy Sheriff/
Sergeant 11 $26.64| $28.04| $29.45 $30.86| $32.26| $33.66| $35.06| $36.47[Sergeant

IN THE EVENT THERE IS A ROUNDING DIFFERENCE BETWEEN THIS APPENDIX AND PAYROLL, PAYROLL SHALL GOVERN.
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ADDENDUM B-Retiree Insurance

The parties have agreed to place any agreed upon language interpreting the
provisions in the Agreement relating to retirees into this Addendum B.

Employees in 639A who were hired by the Sheriff Department prior to January 1,

1998 are not subject to the $10,000 retirement health insurance cap and include the

following employees listed below. In order for these employees to be eligible for

retiree health insurance, they must be eligible for a PERA retirement annuity upon
leaving the service of Itasca County.

Michael Liebel
Paul Provinzino
Jeffrey Bryngelson
Thomas Williams
Ryan Gunderson
Darin Shevich
James Brooks
Mark Greiner
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BOARD OF COMMISSIONERS
Itasca County Courthouse

Ij'k J ITASCA COUNTY
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REQUEST FOR BOARD ACTION: RBA-2020-981

DEPARTMENT: Human Resources TIME REQUESTED: < 5 Minutes
PRESENTER: Lynn Hart

AGENDA ITEM:
2019-2021 Collective Bargaining Agreement - AFSCME Local 639A

BOARD ACTION REQUESTED:
Approve and authorize necessary signatures for the 2019-2021 collective bargaining agreement for
AFSCME Local 639A

BACKGROUND:

The negotiations committee and Local 639A (representing Road deputies in the Sheriff Dept.) have
been negotiating the updated labor agreement. Local 639A approves the updated labor
agreement. The negotiations committee recommends approving the updated labor agreement.

This labor agreement includes the updated language regarding Group Hospital-Medical Insurance
Deductibles and Retiree Medical Insurance Deductibles. The Internal Revenue Code requires that
the minimum statutory deductible for health plans used with HSAs be indexed for inflation and the

deductibles will automatically increase in future years in order to remain compliant with the Internal
Revenue Service (IRS) guidelines for high deductible health insurance plans.

COUNTY ATTORNEY REVIEW: N/A

SUPPORTING DOCUMENTATION:
1. 639A 2019-2021 Final 8-20-2020

10/06/2020
IRESULT: RECOMMENDED FOR CONSENT NEXT: 10/13/2020 2:30 PM I
RESULT: APPROVED (5 TO 0)

MOVER: Commissioner Terry Snyder

SECONDER: Commissioner Davin Tinquist

AYES: Davin Tinquist, Terry Snyder, Leo Trunt, Burl lves, Ben DeNucci
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