MEMORANDUM OF AGREEMENT

BETWEEN

THE CITY OF PAYNESVILLE

AND

AFSCME COUNCIL 65

CITY HALL BARGAINING UNIT

TERM

JANUARY 1, 2019 THROUGH DECEMBER 31, 2021



ARTICLE

10.
11.
112,
13.
14.
15.
16.
17.
18.

19.

TABLE OF CONTENTS

TITLE PAGE
PLEAMDIE .........ovvierm ettt e e s es st eeeeeee s 1
RECOGNIHON ...ovveeircmentaeene ettt eseeseesessees s oo 1
DEfIMItIONS ....vvvviveciiesece ettt sras e et e teeeeeeeeeeees e e !
URON SECUTILY ..vv.evvveverevccensinseessessteesss oo eeseessessesesseessseesesees s s eeeeseeee e eee 2
EMPIOYEr AUHOTIEY .......cvuciuvecreecteceeerss oo ceeeee e 3
DHSCIPLNE........cvoreerceceeeicritnsaseraeesseessses e seeeeestesesessess e sees s eeeeseeesseoese 3
GIEVANCE PIOCEAUIE .....oovveocerereerrece et ceeere e e e s e eeeeeeeeees e 4
HOUTS OF WOTK.........titcccnrnirnnannnisis oo cesecsesessseseeesseeessees oo eene 6
Overtime and Premitim PaY ..........cc.covuvueeeeieeeeeeeneseee et 6
HOBAAYS.......oroi ittt st eesseeseesee et eeeeeeees s 8
Paid TIME Off ..ottt et 9
Health/Life Insurance/Deferred Comp/FLEX Spending...........ooovuovvveovoveo... 10
LeaVE Of ADSENCE ......ceuceueeernirnrrectseesceeseeensesseeecessessseses s e eeeeee e, 12
BEreavement LEAVE ...........covcvueeerieeteesinesiseeees e eeeeeseeseees e eeses oo 12
WOTKIOTCE. ..ottt cse e eees st s et eeeeeeeeee 13
WBZES ettt et sttt oot e eeeseeoee. 14
REIMDBUISEIMENLS .......ceocuriiiereeietncesceseceee e es s oo 15
Severance Pay/REtirement . ........oo.v.vvireeeereeie oo esee e eeeeseese oo 15
General PrOVISIONS. ......c.ooieinimrerinntrieeeceeeeseeseecore e es s s 17
DUFBHOML oottt eee et et 17

Appendix A: Salary Schedule



PREAMBLE

This Agreement is entered into by and between the City of Paynesville, hereinafter referred to as
the Employer, and the American Federation of State, County and Municipal Employees, Council
No. 65, AFL-CIO hereinafter referred to as the Union.

This preamble is intended as a policy statement and is not grievable under the Grievance Article
of this Agreement.

ARTICLE 1
Recognition

1.1 Exclusive Representative

The Employer recognizes the Union as the exclusive representative for collective bargaining
purposes of all the City of Paynesville employees in a unit certified by the State of Minnesota,
Bureau of Mediation Services in Case No. 06-PCE-0935 as:

All employees of the City of Paynesville, Minnesota who are public employees within the
meaning of Minn. Stat, 179.03, Subd. 14, excluding peace officers, supervisory and
confidential employees.

1.2 Coliective Bargaining

The employer shall not enter into agreement with the employees coming under this jurisdiction,
either individually or collectively, which, in any way, conflicts with the terms and conditions of
this agreement.

1.3 _ Unit Clarification
In the event that the Employer and the Union 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.

ARTICLE 2
Definitinns

2.1 Union: American Federation of State, County and Municipal Council No. 65, AFL-CIO
(AFSCME Council 65)

2.2 Employer: City of Paynesville, MN.

2.3 _Employee: a member of the bargaining unit covered by this Agreement.

2.4 Regular Full-Time Employee: an employee who has successfully completed the
probationary period and works 40 hours per week.

2.5 _ Probationary Employee: an employee who has not completed the probationary period as
outlined in Article 14.



2.6 Part-time Employee: an employee who regularly works less than 40 hours per week and
meets the definition of public employee in Minn. Stat. Sec. 179A.03.

2.7___ Probation: used for observing the employees work, for training the employee in the work
expectations, and for rejecting any employee whose performance does not meet the required
standards.

2.8 Union Officer/Negotiation Team Representative: duly appointed or elected
Officer/Steward or Negotiations team member by AFSCME Council 65.

2.9 _ Grievance: a dispute or disagreement regarding the interpretation or application of the
specific terms and conditions of this Agreement.

2.10__ Seniority: shall be defined as an employee’s length of continuous scrvice within the City
since her/his last date of hire.

ARTICLE 3
Union Security

3.1 _ Dues Checkoff

The employer shall deduct from the wages of employees who authorize such a deduction in
writing an amount necessary to cover monthly Union dues and/or any other employee approved
deduction. Such monies shall be remitted as directed by the Union.

3.2 _ Fair Share Fees
Any “fair share” fees deducted shall be withheld in accordance with MN Stat. §179A.06
Subdivision 3 which is:

An exclusive representative may require employees who are not members of the exclusive representative
to contribute a fair share fee for services rendered by the exclusive representative. The fair share fee must
be equal to the regular membership dues of the exclusive representative, less the cost of benefits financed
through the dues and available only to members of the exclusive representative. In no event may the fair
share fee exceed 85 percent of the regular membership dues. The exclusive representative shall provide
advance written notice of the amount of the fair share fee to the employer and to unit employees who will
be assessed the fee. The employer shail provide the exclusive representative with a list of all unit
employees.

A challenge by an employee or by a person aggrieved by the fee must be filed in writing with the
commissioner, the public employer, and the exclusive represeniative within 30 days after receipt of the
written notice. All challenges must specify those portions of the fee challenged and the reasons for the
chaflenge. The burden of proof relating to the amount of the fair share fee js on the exclusive
representative. The commissioner shall hear and decide all issues in these chalienges.

The employer shall deduct the fee from the earnings of the employee and transmit the fee to the exclusive
representative 30 days after the written notice was provided. If a challenge is filed, the deductions for a
fair share fee must be held in escrow by the employer pending a decision by the commissioner.



3.3  Union Bulletin Board

The employer shall make space available on the employee bulletin board for posting Union
notices and announcements. There shall not be any inflammatory or political information posted
on such boards.

3.4  Accessto Premises

Union representatives shall have access to the premises of the employer at reasonable times and
subject to reasonable rules in connection with official Union business, upon prior notice to the
City Administrator.

3.5 _ Union Officers

The Union may designate employees from the bargaining unit to act as steward/s, delegates to its
assembly, negotiation team representatives and/or alternates and shall inform the employer in
writing of such. There shall be no more than one (1) steward.

3.6 Waiver

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 the provisions of Article 3.1 and 3.2.

ARTICLE 4
Employer Authority

4.1  Right to Manage

The Union recognizes the prerogative of the Employer to operate and manage its affairs in all
respects in accordance with its management rights, existing and future laws and regulations of
the appropriate authorities. The prerogatives or authority which the Employer has not officially
abridged, delegated or modified by this Agreement are retained by the Employer.

42  Management Authority
Except as limited by the specific provisions of this Agreement, the Employer shall retain

whatever rights and authority are necessary for it to operate and direct the affairs of the
Employer in all of its various aspects, as set forth in the Minnesota Public Employee Labor
Relations Act of 1971, as amended. Nothing in this Agreement shall limit the City’s
management right to discontinue functions, utilize technology, restructure, consolidate,
subcontract and take other actions that may result in the elimination of a bargaining unit position
or positions.

4.3 Notice

The Employer may establish and enforce work rules that are not in conflict with the provisions of
this Agreement. The City will provide ten (10) work days notice to the Union prior to
implementation of any work rule and, upon Association request, will meet & confer prior to
implementation.



ARTICLE 5
Discipline

5.1 Just Cause
The EMPLOYER shall have the right to impose disciplinary action on employees for just cause
only.

5.2 Disciplinary Action
Disciplinary action by the EMPLCYZER shall include only the following:

a. Oral reprimand,

b. Written reprimand;
C. Suspension;

d. Demotion, or

€. Discharge.

5.3 Right to Appeal Disciplinary Action

Employees who are disciplined shall have the right to appeal such disciplinary actions through
the grievance procedure as established by Article 6 (Grievance Procedure). Probationary
employees will not be permitted to utilize Article 6 (Grievance Procedure) to contest an oral or
written reprimand.

5.4  Written Notice
Notices of suspension, demotion and discharges will be in written form and will state the
reason(s) for the action taken.

5.5 Union Notification
The EMPLOYER will notify the union of any and all disciplinary actions taken in writing, unless
requested by the employee to not notify.

5.6 __ Oral Reprimands
Oral reprimands are not subject to arbitration,

ARTICLE 6
Grievance Procedure

6.1 Definition
A grievance is defined as a dispute or disagreement as to the interpretation or application of the
specific terms and conditions of this Agreement.

6.2 _ Union Representatives

The employer shall recognize representatives from outside the City designated by the Union as
the grievance representatives of the bargaining unit having the duties and responsibilities
established by this article. The Union shall notify the employer in writing of the names of such
Union representatives and of their successors.




6.3 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 shali
therefore be accomplished during normal working hours only when consistent with such
employee duties and responsibilities. One aggrieved employee and one employee 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
that the employee and the Union representative have notified and received the approval of the
designated supervisor.

6.4 Procedure
Grievances, as defined by section 6.1, shall be resolved in the following manner:

Step 1. An employee claiming a violation concerning the interpretation or application of
this Agreement shall, within fifteen (15) working days after the occurrence of the event(s)
constituting such alleged violation, file such grievance to the City Administrator or
designee. The City Administrator or designee will discuss and give an answer to such
Step 1 grievance within ten (10) working days after receipt. A grievance not resolved in
Step 1 and appealed to Step 2 shall be placed 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, the remedy requested, and shall be appealed to Step 2 within ten (10)
working days after the City Administrator or designee’s answer in Step 1. Any grievance
not appealed in writing to Step 2 by the Union within ten (10) working days shall be
considered waived.

Step 2. If appealed, the written grievance shall be presented by the Union and discussed
with the Policies and Procedures Committee or designee. The Policies and Procedures
Committee or designee shall give the Union the Employer’s Step 2 answer in writing
within ten (10) working days after receipt of such Step 2 grievance. A grievance not
resolved in Step 2 may be appealed to Step 3 within ten ( 10) working days following the
City Administrator or designee’s Step 2 answer. Any grievance not appealed in writing
to Step 3 by the Union within ten (10) working days shall be considered waived.

Step 3. Ifthe grievance is not resolved in Step 2, upon mutual agreement by the parties,
the Union may file within ten (10) working days, a request for mediation with the State
Bureau of Mediation Services.

Step 4. A grievance unresolved in previous steps and appealed to Step 4 by the Union
may be submitted to arbitration subject to the provisions of the Public Employment Labor
Relations Act within ten (10) working days. The selection of an arbitrator shall be made
int accordance with the Rules and Regulations as established by the Bureau of Mediation
Services. The Union will coutuct ihe City Administrator or designee within seven (7)
calendar days in an effort to select an arbitrator to hear the grievance. Any failure to
contact the City Administrator or designee within seven (7) calendar days will constitute
a waiver of the grievance.



6.5

Arbitrator’s Authority

6.6

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 issues not so submitted.

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 20 calendar days following close of the hearing submission of
briefs by the parties, whichever be later, unless the parties agree to an extension. The
decision shall be binding on the employer and the employee, and the arbitrator’s
interpretation or application of the express terms of this Agreement and 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
borne equally.

. Waiver

7.1

A. If a grievance 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.

B. If the employer does not answer a grievance or an appeal thereof within the
specified time limits, the Union may elect to tieat 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.

ARTICLE 7
Hours of Work

Intent of Article

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

1.2

Normal Work Week

The normal work week for full time employees will be forty (40) hours.



7.3 Scheduling

Work shifts, work breaks, staffing schedules and the assignment of employees thereto shall be
established by the employer. Employees shall receive two 15-minute rest periods and one 30-
minute lunch period in each eight-hour shift. With the City Administrator’s approval rest breaks
may be combined to extend the lunch period.

7.4 Assigned Overtime/Holidays
Employees may be required to work overtime or holidays when assigned unless excused by the
employer.

ARTICLE 8
Overtime and Premium Pay

8.1 Overtime Calculation

Employees will receive overtime compensation for all hours worked in excess of forty (40)ina
one week period. When determining hours worked for a particular week, all compensated hours
during that week shall be considered as tirne worked.

8.2 _ Overtime Compensation

Overtime compensation due under this article may be taken in the form of equivalent
compensatory time off at times mutually agreed upon by the employee and her/his immediate
supervisor,

Stipulations for comp time are as follows:

in 80 hours maximum banked. Upon reaching the limit, an employee must either
receive cash for additional hours of overtime worked, or use some comp time before
accruing further comp time.

2. Employee comp time must be approved by the applicable Department Head or the
City Administrator before taken.

3 Each time upon turning in time cards, employee must let the City Administrator
know if overtime will be reimbursed by cash or comp time. Once determined, it cannot
be changed at a later date.

4. An employee may cash in up to 40 hours of earned comp time on the last pay
period of the year. No more than 120 hours can be cashed in at the end of the year
including both comp time and comp time on-call. An employee cannot carry over more
than 40 hours of comp-time on-call hours at the end of the year so they must cash in any
excess hours.

8.3 _ Shift Differential
An employee working between the hours of 8:00 p.m. and 6:00 a.m. will receive an additional
twenty-five cents (31.00) per hour for each hour actually worked during that time.



8.4 _ No Pyramiding
The base pay rate or premium compensation shall not be paid more than once for the same hours
worked under any provisions of this Agreement, nor any pyramiding of premium compensation.

8.5 On-call

Maintenance personnel shall get paid $200.00 for weekly on-call time of 115 hours (or $1.74 per
hour). The 2 hours (winter) or 4 hours (summer) in rounds may be scheduled during the regular
work week. If any employee is called out, no adjustment is made to the on-call $200.00. When
the on-call week inciudes a holiday, as noted in Section 9.1, the employee will be paid an
additional $50.00.The employee shall be paid for call-out time in section 8.6. Employees are not
required to be on the premises while on-call but must respond within 20 minutes of being called.

8.6 Call Back/Call-Qut

Employees called back to work additional hours by the City Administrator or Department
Head, in addition to their regularly schedule work shifts, shall be compensated in the
following manner:;

1). If an employee is called back to work, they are paid a minimum of two hours
straight time.

2). If an employee is called back to work and they have worked forty hours or
more, they will be paid a minimum of two hours at time and a half.

3). Paid Time Off and holidays will be considered as part of a workweek when
considering both call-out time and overtime compensation.

ARTICLE 9
Holidays

9.1 __ Paid Holidays
Employees shall receive eight (8) hours pay at their regular howily rate for each of the following
holidays when not scheduled to work:

New Years Day January 1

Martin Luther King Day Third Monday in January

Presidents Day Third Monday in Fcbruary

Memerial Day Last Monday in May

Independence Day July 4

Labor Day First Monday in September

Veterans Day November 11th

Thanksgiving Day Fourth Thursday in November

Day after Thanksgiving Day after Fourth Thursday in November
Christmas Eve * December 24

Christmas Day

December 25



* Christmas Eve will be considered a four hour paid straight time holiday when it falls
Monday through Thursday. Christmas Eve will not be considered a holiday when it falls
Friday through Sunday.

9.2  Observance of Weekend Holiday
In the event that any of the holidays (with the exception of Christmas Eve) falls on a Saturday,

the observed holiday will be the preceding Friday. In the event that any of the holidays (with the
exception of Christmas Eve) falls on a Sunday, the observed holiday will be the following
Monday.

9.3  Holiday Worked
Any employee who works on a holiday shall be paid at the rate of time and one half the regular
hourly rate for each hour worked, plus holiday pay.

9.4 Holiday Pay for Part-Time Employees

Part time employees shall receive paid Holidays on a pro-rata basis. This shall occur on a
quarterly basis. The formula shall be the average number of hours worked per week multiplied
by that percentage of hours the employee works in a 40 hour work week which shall be the
number of hours paid to the employee for Holidays during the following quarter.

ARTICLE 16
Paid Time Off

10.1  Accumulation
Time off with pay is accumulated and accrued on a monthly basis and may be used subsequent to
the month in which it was earned.

10.2 _ Monthly Accrual

Full-time regular employees shall accrue PTO according to the following schedule:

Years of Service Days per Year* Hours per Year
1-2 16 128
3-4 19 152
5-7 22 176
8-9 25 200
10-15 28 224
16- over 31 248

* Based on an 8 hour day.

10.3 __PTO Reguests
The City will consider PTO requests based on the needs of the City. Emplovees requesting PTO

must provide at Jeast 24 hours advance notice for the City to consider the request. The City may
waive this requirement at its discretion.



10.4__ Probationary Employees

Probationary employees will accrue PTO time during the probationary period but may not use
PTO except as may be authorized in the discretion of the City. PTO earned during the
probationary period may not cash out in the event the employee does not successfully complete
the probationary period.

10.5_ Years of Service
Years of service shall mean consecutive employment as a full-time employee.

10.6 Holiday During PTO
When a paid holiday fails during an employee’s PTO period, she/he shall not be charged a day of
paid PTO.

10.7  Accrual Limit
Employee PTO accrual is limited to 325 hours.

10.8 PTO Use
PTO may be used in increments of not less than 15 minutes (1/4 hour).

10.9 _Compensation Upon Resignation

Employees separating from employment with the City of Paynesville in good standing shail be
compensated for one hundred seventy-five (175) hours of PTO time accrued and unused as of the
date of separation at current hourly wage. Good standing means that an employee is resigning
with two weeks advance notice.

10.10 Workers Compensation
Employees receiving compensation for a City work related injury will be permitted to use

accrued and unused PTO hours to make up the difference between the worker’s compensation
payments and the employee’s normal earnings.

10.11 Doctor’s Certificate

The City may require a doctor’s certificate for any absence of three (3) or more consecutive
days, for absences that follow a pattern, are in excess of five (5) days per year, precede or follow
a holiday or otherwise where the City suspects potential abuse.

ARTICLE 11
Health/Life Insurance/Deferred Comp/FLEX Spending

11.1 Eligibility and Contribution — Wording from Police Contract

The employer will provide insurance coverage to all full time employees and their dependents (to
include spouse and children). The City will pay all health insurance costs for the employee and
dependents on the City group insurance pian up to $750.00 in 2019, $800.00 in 2020, and
$850.00 in 2021. Afier premium is paid, the City shall match any deposits into healthcare
savings account (HSA) that the employee makes up to the employers premium monthly cap.
Failure to accept the City health insurance plan within thirty (30) days of hire is a waiver of this
benefit until the next annual open enrollment period.

10



11.2 _ Life Insurance

The employer will pay the entire premiums for the life insurance and accidental death and
dismemberment coverage for regular full time employees in the amount of twenty-five thousand
dollars ($25,000), employee’s spouse ($5,000) and each minor dependent ($2,000).

11.3 _Short and Long Term Disability

All full time eligible employees shall be offered participation in the City's short-term and long-
term disability programs. An eligible employee is defined as a full-time regular employee who
meets the definition of covered individual in the personnel policies.

For the term of this Agreement, the City will make available, if any, and contribute toward short
term and long term disability on the same basis and subject to the same conditions and
restrictions as outiined in the City personnel policies.

11.4 Weliness Program ~ Wording from Police Contract
All full time eligible employees will be allowed to convert accrued PTO at the employee’s
current hourly wage rate up to $300.00 to use for the following:

a. exercise programs or activities (such as aerobics, golf, softball);

b. health or wellness classes (such as weight loss, smoking cessation, stress
reduction);

c. membership fees in health, exercise or sportsman’s clubs;
d. entry fee for team sports (such as softball or shooting league)

Participation is strictly voluntary. All employees must maintain a minimum balance of
100 hours of accrued PTO at all times to qualify for reimbursement. Employees must
maintain this minimum after reimbursement to remain eligible. Clothing, equipment,
lockers and guest fees are ineligible for reimbursement.

Only those activities and classes located in the Community of Paynesville will be eligible
for reimbursement for employees, with the exception of the Tri-County Range.
Reimbursement requests must be submitted in writing prior to commencement of the
activity or class. The City Administrator must approve reimbursement. Proof of
successful completion or attendance may be required.

11.5 Medical Reimbursement Plan

All full time eligible cmployees will be permitted to participate in the City’s medical care
expense reimbursement plan on the same basis and subject to the same conditions and
restrictions as outlined in the City personnel policies and as the plan is amended to remain
consistent with legal requirements.

11



11.6 _ Deferred Compensation
The City will participate in a deferred compensation program. The City shall match up to five

hundred ($500.00) dollars annually. All employees (includes part time) are eligible to participate
on a voluntary basis.
ARTICLE 12
Leave of Absence

12.1 TLeave of Absence

Employees may request leaves of absence for medical or personal reasons not covered by statute.
All medical leave of absence requests must be accompanied by a physician’s statement that
designates the expected duration of the disability or illness. The leave of absence will be granted
or denied at the City’s sole discretion.

12,2 Leave of Absence Other Than Medical
An employee taking a leave of absence for other than medical reasons must use accrued PTO
hours down to forty (40) before beginning an unpaid leave of absence.

12.3  Jury Duty

A. An employee called to jury duty must report the situation to their immediate supervisor.
An Employee serving on jury duty will receive the difference between their regular pay
and the amount received as a juror.

B. An employee who is subpoenaed as a witness in a case in which the City is not a party
must immediately contact the City Administrator to arrange for time off,

C. An employee released from witness or jury duty during scheduled working hours, must
immediately contact the City Administrator for a determination on whether the employee
should report to work.

ARTICLE 13
Bercavement Leave

13.1 Bereavement Leave

Employees may take up to three (3) working days with pay upcn the death of an immediate
family member. Immediate family will consist of: spouse, grandparent (including step
grandparent), parent (including step parent and in-law), child (including step children, wards and
in-laws), sibling (including step and in-law), and grandchild (including step grandchild) of the
employce or the employee’s spouse. Employees may take one (1) working day with pay upon
the death of an aunt, uncle, niece, nephew, or member of the household not in the definition of
immediate family. The City may, upon request, exercise discretion to permit employees to utilize
PTO for additional days of funeral leave.

13.2 City Employee’s Funeral

Employees of the City may attend the funeral of a City employee without loss of pay up to 8
hours.

12



ARTICLE 14
Workforce

14.]1 Vacancies, New Positions, Promotions — Wording from Police Contract

New positions, vacancies, and increased hours shall be posted on the employee bulletin board in
each department for a period of seven (7) calendar days. It shall be the policy of the City to first
consider filling vacancies in municipal service by promotion of qualified non-seasonal, full-time
or part-time employees. Qualified employees may indicate their interest in the position to the
Clerk/ Administrator within the seven (7) day period.

14.2_ Trial Period

An internal employee selected for a vacancy or new position (promotion or transfer) shall serve a
ninety (90) day trial period. In the event the employee or the City determine that the employee is
unabie or unwilling to perform satisfactorily during this irial period, the employee shall be
allowed to return to their previous position with no loss of seniority within the first thirty (30)
days of the trial period.

14.3 Probationary Periods
The probation period shall be utilized for observing the employee’s work, for training the

employee in the work expectations, and for rejecting any probationary employee whose
performance does not meet the required work standards. All probationary period (except
promotions) shall be a minimum of twelve (12) months. The City Administrator has the
discretion of terminating the employee during this period if in his/her mind the employee is
unable or unwilling to perform satisfactorily. The City Administrator has the discretion to
extend the probation for a maximum of three (3) months, with a written set of expectations that
must be accomplished during that time period. Terminations during the probationary period are
not arbitrable under the grievance procedure.

144 Layoff/Recall

A. Employees may be laid off by the Employer to meet the needs of the Employer. In the
event a layoff is necessary, the work force shall be reduced based on original date of hire for all full-
time and part-time employees, ability to perform available work, and work performance within the
affected job class.

B. Prior to the effective date of any layoff for an indefinite period or for an anticipated period
exceeding thirty (30) days, the City will provide notice in writing to the UNION and the employees
affected at least ten (10) days in advance. This notice period may be shorter in the event that the
need for the layoff is an unforeseen emergency.

C. An employee's right to recall shall exist for twelve {(12) months after the employee’s last
date of layoff.

D. Failure to return to work within ten (10) working days of notice of recall shall terminate ail

rights to recall. Notice of recall shall be sent by registered mail to the employee's last address on file
with the City. It shall be the employee's duty to notify the City of any address change.

13



E. Recall shall be based on the same criteria as layoff and no new employee will be employed
to fill a vacant position if an employee is available from the layoff list with the ability to perform the
work of the position. Refusal or failure to accept recall for a comparable position for which the
employee on layoff is qualified shall terminate all right to recall.

F.  The Employer shall advise the Union in writing at least sixty (60) days before taking any
action that may result in the loss of a bargaining unit position. This sixty day notice requirement
will not apply where there is an emergency need to eliminate the position and the Employer
provides written notice to the Union as soon as practical. The Employer shall include any
information related to cost savings and consumer impact in its possession or that it may
reasonably be able to obtain that may be requested by the Union, Within thirty (30) days of
providing such advice, the Employer and the Union shall meet and discuss in good faith the
effects of the City’s decision including possible alternatives.

ARTICLE 15
Wages

15.1 Wage adjustments
There shall be a 2% cost of living increase in 2019, 2.5% cost of living increase in 2020 and

3.5% cost of living increase in 2021.

2019, 2020 and 2021. All employees shall be paid in accordance with Schedule A attached
hereto and made part of this Agreement.

15.2 _Step Placement Upon Hire

If the City determines that the employee has additional education, tratning, experience or other
qualifications warranting additional recognition, new hired may be placed above the first step,
but no greater than the third step of the applicable pay grade for that classification.

15.3 Step Advancement

Employees meeting or exceeding the minimum level of performance shall receive advancement
to the next step on the salary schedule on their anniversary date of each year. Employees who
move from one job classification to another during the term of this Agreement will have their
anniversary date for future step increases adjusted accerdingly.

15.4 Promotional Step Placement

Employees who are promoted to a new classification will move to the closest step in the new
salary range that meets or exceeds five percent (5%) above the employee’s existing salary
(exclusive of overtime).

15.5 Demotion
Employees who are demoted to a new classification will move to the same step in the demoted
salary range.
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ARTICLE 16
Reimbursements

16.1  Uniforms

The Employer will provide uniforms for those employees in the public works department who
are required to wear City designated specific uniforms while on duty. The City will provide
basic safety eyewear protection limited to lens and frames. The City will provide an initial pair
of safety boots to bargaining unit employees that are approved by the Public Works Director.
Thereafter the City will pay up to one pair of safety boots for full time employees each
subsequent calendar year and for part time employees each two calendar years provided that the
Public Works Director has determined that the safety boots need to be replaced, that the wear to
the safety boots was job related and has determined that the purchase price is reasonable. The
City may determine that footwear is limited to certain brands and/ or available only from certain
locations. [Items damaged through carelessness, or lost, will be the employee’s responsibility to

replace. Employees who separate from the City must turn in their uniforms except eyewear and
footwear.

16.2 Education

Employees attending schools, training sessions, classes, seminars, etc. required by the City, shall
be compensated at their regular rate of pay for the time attending. If applicable, travel time will
also be paid at the same rate. If the employee believes that a class, conference or training
seminar would benefit them in their position with the City, the City Council has the final
authority to approve or disapprove such requests.

ARTICLE 17
Severance Pay/Retirement

17.1  Full time regular employees with dates of employment prior to January 1, 2004 will be
eligible for the following retiree insurance program.

1. In order to be eligible, the full time regular employee must have at least fifteen (15)
years uf service at the time of retirement and must be legally qualified to draw a pension
under PERA. In order to be eligible, the employee must also sign a retirement agreement
with the City and provide at least two (2) months advance notice of retirement.

2. An eligible individual will receive one year of single health insurance coverage for
every ten (10} years of service with the City. The benefit is based on full ten (10) year
increments and is not prorated (for example, an individual with seventeen years of service
would qualify for one year of single health insurance).

3. The benefit will cease upon the earliest occurrence of any of the following events:
a. The employee reaches age 65

b. The benefit is exhausted
c. The employee dies
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4. The City will pay up to a maximum of four hundred fifty ($450.00) per month toward
the employee’s single premium. The City will not pay for any dependent coverage. The
City will make this payment, in its discretion, either dircctly to the insurer through a
voucher upon receipt of a statement or to the employee upon receiving an itemized
receipt.

17.2 Employees Hired on or after January 1, 2004 but prior to August 1, 2007:

17.3

Employees hired on or after January 1, 2004 but prior to August 1, 2007 will be eligible
for the following retiree insurance program.

1. In order to be eligible, the full time regular employee must have at least fifteen (15)
years of service at the time of retirement and must be legally qualified to draw a pension
under PERA. In order to be eligible, the employee must also sign a retirement agreement
with the City and provide at least two (2) months advance notice of retirement.

2. An eligible individual will receive six months of single health insurance coverage for
every ten (10) years of service with the City. The benefit is based on full ten (10} year
increments and is not prorated (for example, an individual with seventeen years of service
would qualify for one year of single health insurance).

3. The benefit will cease upon the earliest occurrence of any of the following events:

a. The employee reaches age 65
b. The benefit is exhausted
¢. The employee dies

4. The City will pay up to a maximum of three hundred fifty ($350.00) per month toward
the employee’s single premium. The City will not pay for any dependent coverage. The
City will make this payment, in its discretion, either directly to the insurer through a
voucher upon receipt of a statement or to the employee upon receiving an itemized
receipt.

Employees with dates of employment on or after August 1, 2007 are not eligible for a
p P

retiree insurance benefit.

18.1

ARTICLE 18
General Provisions

Savings Clause

This agreement is subject to the laws of the United States, the State of Minnesota, and the City of
Paynesvilie. In the cvent any provisions of this Agreement shall be held to be contrary to law by
a court of competent jurisdiction or a state or federal administrative agency from whose final
Jjudgment or decree no appeal has been taken within the time provided, such provision shall be
veided. All other provisions shall continue in full force and effect.
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18.2 Complete Agreement
This Agreement shall represent the complete agreement between the Union and the Employer.

ARTICLE 19
Duration

This agreement shall be effective as of the 1st day of January, 2019 and shall remain in full force
and effect until the 31st day of December, 2021. This agreement shall be automatically renewed
from year to year thereafter unless either party notifies the other, in writing, by July 1* prior to
the anniversary date, which it desires to modify this agreement.

'
Dated this J 4 day of \\‘“’\0&"\ ,2019.

FOR THE CITY: FOR THE UNION:

R R/

City Administrator /7 |

éﬁD Jason Ruhoff perferred not to sign 1/17/19
Union Negotiator

/1)1
Representative

!

)

rs

Negotiator
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Tentative Agreement Appendix A for AFSCME - City Hall Contract Jan. 1, 2019 to Dec. 31,2021

2019 cost of living adjustment 2.0% each step

L 2019 New SAFE Step Scale
Pts Grade 1 ) 3 4 5 [] 7 3 | [
Ol-]120] 1 26,351.73 27,166.78 28,006.99 28,873.18| 29,766.17 30,659.15 31,578.93 32,526.30 33,502.00
121|-j141 ] 2 27,932.88 28,796.79 29,687.41 30,605.58| 31,552.14 32,498,70 33,473.66/ 34,477.87, 35,512.21)
142 -|164 3 29,608.85 30,524.59 31,468.65 32,441,91| 33,445.27 34.448.63) 35482.08 36,546.55 37,642.94
165 -[188{ 4 31,385.39 32,356.07| 33,356.77 34,383.42] 3545198 36,515.54/ 37,611.01 38,739.34 39,901.52
189] -1214 5 33,268.51 34,297.43 35,358.18 36/451.73) 37,579.10 38,706.48 39,867.67 41,063.70 42,295,61
215| -|240 13 35,264.62 36,355.28 37,479.67 38,633.83] 39,833.35 41,023.86 42,258.73 43,527.52 44,833.35
2411 - | 268 7 37,380.50| 38,536.60 39,728.45 40,957.16] 42,223.38 43,490.60 44,755,31 46,139.17 47,523.35
2639) - 1296 8 39,623.33 40,848.79 42,112.16 43,414.59] 24,757.31 46,100.03 47,483.03 48,907.52 50,374.75]
297]-[az6 [ o 42,00073] 43299.72| 44,638.88] 4601947 47.442.75] 48866.03]  50,332.01 51,841.98 53,397.23)
327| -|360 ] 10 44,520.77| 45,897,70 47,317.22 48,780.641| 50,289.32 51,798.00 53,351.94 54,952,49 56,601.07'
3611 -|397 [ 11 47,192.02 48,651.56] 50,156.25 51,707.48] 53,306.68 54,505.88 56,553.05 58,249.64 59,997.13
398) - (437 ] 12 50,023.54 51,570.65 53,165.63 54,809.92] 56,505.08 58,200.23 59,945.24 61,744.62 63,595.96
438| -|480 | 13 53,024.95) 54,664.90/ 56,355.56 58,098.52] 59,895.38 61,692.24 €3,543.01) 65,449.30 67,412.78)
4810 -[523 | 14 56,206.45 57,944.79f  59,735.90 61,584.43| 63,489.10 £5,393.78 67,355.59 69,376.26) 71.457.55
524|-|566 | 15 59,578.83 61,42.1.48' 63,321.11 65,275.50{ &7,298.45 £9.317.40 71,396.93 73,538.83' 75,745.004
567]- 1609 | 16 63,153.56 65,106.77 67,120.38 68,196.27| 71,336.36 73,476.45 75,680,74 77,951.16 80,289.70
610]- |652 | 17 66,942,78 6§3,013.17 71,147.60/ 73,348.04] 75,616.54 77,885.03 80,221.59] 82,628.23, 85,107.08|
653|- |698 § 18 70,959.34 73,153.396 75,416.46 77,748,92| 80,153.53 82,558.14/ 85,034.88 87,585.93 90,213.50]
699|- (744 | 19 75,216.90 77,543.20 79,941.44 82,413.86] 84,962.74 87,511.62 90,136.97 92,841.08 95,626.31)
745]- (790 ] 20 79,729.92 82,195.79 84,737.93 87,358,69] 90,060.51 92,762.32 95,545.19 98,411.55 101,363.89
January 1, 2019
Starting January 1, 2019 Place ¢n SAFE Scale SAFE Scale
Pgsition ANam Last Name Gragle Step 2019 Wages 2018 Wages oeasa
Administrative Assistant/Zor Jennifer Welling [ L) $33,618.00 $32,962.80 $655.20
52w @ 10h Building Inspector Jennifer Welling 12 5 $14,128.40 513,431.60 $696.80
Malntenance Worker Lee Schieper & 8 $43,527.52 $41,433.60 52,093.92
Maintenance Worker, Sr Bob Wander 7 9 $47,523.35 $46,591.52 $931.83
Maintenance Worker Jason Ruhoff 6 3 $37,479.67 $35,642.43 $1,837.24
Finance Speclalist Belinda Ludwig 7 9 547,523.35 5$46,591.52 $931.83
Motor Vehicle Specialist ~ Melinda Chance 5 2 $34,29743  $32,616.19 §1,621.24
Finance Technician Randy Burtze! 5 3 $35,358.18 $33,624.93 $1,733.25
Social Media Spechalist Kirstin Leither 3 2 $30,524.59 $29,028.29 $1,496.30
26w @ 40h Maintenance Waorker Brad Mehlhap 7 7 $22,401.60 $21,320,00 $1,081.60
26w @ 40h Building Inspector Brad Mehlhop 12 5 $28,256.80 $26,863.20 $1,393.6D
35w @ 32h PT - Maintenance Work Jordan Kulzer 1 3 $15,075.20 514,336.00 $739.20
35w @ 32h PT - Maintenance Work David Schwandt 1 5 $16,027.20 $15,243.20 $784.00
FT - DEC 2018 FT' -Customer Servic= Specist Jodi Younkin 3 3 $31,468.65 $23,944 96 $7,523.69
52w @ 3zh PT - Liquor Store Clerk Ethan Brown 1 4 $19,077.76 $17,846.40 $1,231.36
52w @ 3zh PT - Liquor Store Clerk Kris Dasm 1 3 $22,700.44 £21,298,20 $1,410.24
52w @ 32h PT - Liguor Store Clerk Jean Nichcls 1 3 $14,310.40 $13,312.00 $998.40
S2w @ 32h PT - Liquor Store Clerk Dawn Koltes 1 3 $22,709.44 521,299.20 $1,410.24
$516,016.98 $487,387.04  $28,629.94

Notes
2019 - Entire SAFE Scale Increase by cost of living 2% on January 1, 2019 plus step Increases for those nctatstep 9.
2018 - Entire SAFE Scale increase by cest of Iving 2.5% on January 1, 2018 plus step inreases for those notat step 9,
2017 - Enttire SAFE Scale increase by cost of living 236 on January 1, 2017 plus step Increases for those nct at step 9.
2016 - Entire SAFE Scale Incrense by cost of living 159% on January 1, 2016 plus step Increases for those not at step 9.
The Admin'strative Assistant anniversary date was moved to lanuary in the 2007.2009 un‘ch contract.
The Finance Specizlist anniversary date was charg=d to Janaury when meved to this position from Moter Vehicle,

The SAFE Scale was created by Springsted for 2oy equity compliance Nov, 2013 and approved by the Citr Council Nev. 2018,

** The Liquer Store Clerks hzve $312.00 added to base wages for 1/2 year of hight pay.



Tentative Agreement Appendix A for AFSCME - City Hall Contract Jan. 1, 2019 to Dec. 31,2021

2020 cost of living adjusment 2.5% each step

2020 New SAFE Step Scale
Pts Grade 1 2 3 4 5 8 7 3 9
0l -]12071 1 27,010.57 27,845.95 28,707.16 29,595.01| 30,510.32, 31,425,63 32,358.40, 33,335.45 34,339.64,
121| -j1a1 2 28,631.20) 23,516.71 30,429.59 31,370.71] 32,340.04 33,311.17 34,310.51 35,339.82 36,400.02
142| - 164 3 30,349.08 31,287.71, 32,255.37 33,252.96] 34,281.40 35,309.84 36,369.14 37,450,21) 38,584.02
165] - 1188 4 32,170.02 33,164.97 34,190.69 35,248.13| 35,3388 37,428.43 38,551.28 39,707.82 40,8599.06
189] -|214 3 34,100.22 35,154.87 36,242.13 37,363.02{ 38,518.58 39,674.14 40,864.36 42,090.29 43,353.00
215] - {240 6 36,146.24 37,264.16 3B,415.56| 39,604.80| 40,829.70 42,054.59 43,316.22 44,615.71 45,954.18
241) - | 268 7 38,315.01, 39,500.01 40,721.55' 41,981.09| 43,279.48, 44,577.86 45,915.20 47,292.65 48,711.43
269) - |296 8 40,613.91 41,870.01 43,164.96/ 44,499.96] 45,876.;'5 47,252.53, 48,670.11) 50,130.21 51,634.12
297] - 326 9 43,050.74/ 44,382.21 45,754,86 47,169,96] 43,628.82 50,087.68 51,590.32 53,138.02 54,732.17
327|-1360 ] 10 45,633,.79 47,045.14 48,500.15 50,000.15| 51,546.%5 53,092.95 54,685.73 56,326.31 58,016.10
361) -|397 | 11 48,371.82 49,867.85 51,410.16 53,000.16| 54,639.:4 56,278.52 57,966.88 59,705.38 61,497.06
398 -{437 | 12 5127413 52,859.92 54,494.77 56,18C.17| 57,917.50, 53,655.23 61,444 .89 63,288.24 65,186.88
438| -|480% 13 54,350.57 56,031.52 57,764.45 59,550.98| 61,392,57 63,234.55 65,131.58 67,085.53 69,098.10
481| -{523 [ 14 57,611.61 59,393.41 61,230.32 63,124.04| 65,076.33 67,028.62| 69,039.48 71,110.66/ 73,243.98
524| - [566 | 15 61,068.30 62,957.01 64,904.14 66,911.48{ 68,920.91 71,050.34 73,181.85 75,377.30 77,638.62
5671- (609 | 16 64,732.40 61, 734,44/ 68,798.39| 70,926.17| 73,119.77 75,313,358 77,572.76 79,859.94 82,296.94
610]- |es2 | 17 68,616.35 70,738.50 72,926.2% 75,181.74] 77,506.55 73,832.16 82,227.12 84,693.94 87,234.76
653)- |698 ] 18 72,733.33 74,982.81 77,301.57 79,692.65| 82,157.27 84,622.09 87,160.7%5 89,775.57 92,468.84
6991- 744 | 19 77,097.33 79,481, 7 81,939.98 84,474.21| 87,086.51 89,695.41 92,390.40 95,162.11 98,016.97
745]- |790 | 20 81,723.17 84,250.69 BE,BSG.SBI 89,542.66] 92,312.02 95,081.38 97,933.82 100,871.84 103,897.99
January 1, 2020
Starting January 1, 2020 Place on SAFE Scale SAFE Scale
Position First Name  Last Name Grade Step 2020 Wages 2019 Wages l H
Administrative Assictant,/Zor Jennifer Welling 3 9 $34,460.40 $33,618.00 $842.40
52w @ 10h Building Inspector Jennifer Welling 12 6 $14,913.60 $14,128.40 $785.20
Maintenance Worker Lee Schleper [ 9 $45,954.18 $43,527.52 $2,426.66
Maintenance Worker, St Bob Wander 7 9 $48,711.43 $47,523.35 $1,188.08
Maintenance Worker Jason Ruhoff [ 4 $39,604.80 $37,479.67 $2,125.13
Finance Specialist Belinda Ludwig 7 9 548,711.43 $47,523.35 51,188.08
Motor Vehicle Specialist Melinda Chance )1 3 $36,242,13 534,297.43 $1,944.70
Finance Techniclan Randy Burtzel 5 [ $37,363.02 $35,358.18 $2,004.84
Soclal Media Specialist Kirstin Laither 3 3 $32,255,37 $30,524.59 $1,730.78
26w @ 40h Malntenance Worker Brad Mehthap 7 8 $23,649.60 $22,401.60 $1,248.00
26w @ 40h Building Inspector Brad Mehlhop 1z 6 $29,827.20 528,256.80 $1,570.40
35w @ 32h PT - Maintenance Work Jordan Kulzer 1 4 $15,937.60 $15,075.20 $862.40
35w @ 32h PT - Maintenance Work David Schwandt 1 6 $16,923.20 $16,027.20 $896.00
FT - DEC 2018 FT -Customer Service Spec'si Jodi Younkin 3 1 $33,252.96 $31,458.65 $1,784.31
52w @ 32h £T - Liquor Store Clerk Ethan Brown 1 5 $20,145.84 $19,077.76 $1,068.08
52w @ 32h PT - Liquor Store Clerk Kris Desm 1 4 $23,990.72 $22,700.44 $1,281.28
52w @ 32h PT - Liquor Store Clerk Jean Hichols 1 4 $15,111.20 514,310.40 SBOD,BO
52w @ 32h PT - Uetuor Store Clerk Dawn Koltes 1 q $23,990.72 $22,709.44 $1,281.23
$541,045.40 $516,016.98 $25,028.42
Notes

2020 - Entire SAFE Scale increuse by ccst of Hiving 2.5% an January 1, 2020 plus step Increases for those not at step 9,

201% - Entire SAFE Scale Increase by cost of Mving 2% on January 1, 2019 plus step Increases for those net at step 9.

2018 - Entire SAFE Scale Increase by cest of living 2.5% on January 1, 2018 plus step increases for those not at stap 9,

2017 - Entire SAFE Scale increase by cost of living 2% on January 1, 2017 plus step Increases for those not at step 9.

2006 - Entire SAFE Scale intrease by cost of iiving 1.5% on January 1, 2016 plus step increases fo those not ot step 9,

The Ad ative A wnlversary date was meved to January in the 2007-2009 union contract,

The Finance: Spedallst anniversary date was charged to Janaury when moved to this position from Mater Venidle.

The SAFE Scale war created by d far pay equity Nov. 2013 and aoproved by the Citv Councll Nov. 2013,
** The Liquor Store Clerks have 53120 added “o base wages for 1/2 year of night pay.




2021 cost of living adjustment 3.5% each step

. 2021 New SAFE Step Seale
Pis Grads 1 2 3 4 § [] | 7 1 9
0 -]120 1 27,955.94 28,820.56 29,711.91 30,630.84| 31,578.18 32,525.53| 33,501.30| 34,506.34 35,541.53
121| -]141 2 29,633.30 30,549,759 31,494.63 32,468,69| 33,472.38 34,477.06' 35,511.37| 36,576.71 37,674.02
142| - |164 3 31,411.29 32,382.78 33,384.31 34,416.81| 35481.25 36,545.59' 37,642.06 38,771.32 39,934.46
165| - |188 4 33,295.97 34,325.74 35,387.36 36,481.82] 37,610.12 38,738.43' 39,900.58 41,097.60/ 42,330.52
189| -|214 5 35,293.73 36,385.29 37,510.61, 38,670.73] 39,866.73 41,062.73' 42,294.61 43,563.45 44,870.36
215) - |240 L) 37,411.35 38,568.41 39,761.24 40,990.97| 42,258.73 43,526,50 44,332.29 46,177.26 47,562.58
241 -|268 7 39,656.03 40,882.51 42,146,92 43,450.43| 44,794.26 46,138.09 47,522.23 48,947.90 50,416.33|
265]-[296] 8 42,035.40 43,315,456 44,675.73 46,057.46] 4748191 48,906.37| 50,373.56| 51,884.77) 53,441.31
297 - 1326 9 44,557.52 45,935.59 47,356.28 48,820.90] 50,330.33 51,840.75 53,395.98 54,997.86 56,647.79
327]-|360 | 10 47,230,97 43,691.72 50,197,65 51,750.16 53,350.58 54,951.20 56,599.73 58,297.73 60,046.66
361]-)397 | 11 50,064.83 51,613.23 53,209.51 54,855.17| 56,551.72 58,248.27| 59,995.72 61,795.59 63,649.46
398 -1437 ) 12 53,068.72 54,710.02 56,402.08 58,146.48| 59,944,122/ 61,743.17 63,595.46| 65,503.33 67,468,43
438| - 1480 | 13 56,252.84 57,992,52. 59,786.21 61,635.27] 63,541.51 65,447.76 67,411.19 69,433.53 71,516.53
481| -[523 | 14 59,628.01 61,472.18 63,373.38 65,332.38| 67,354.00 69,374.62 71,455.86/ 73,599.54 75,807.52
524]| - 1566 | 15 63,205.69 63,160.31 67,175.78 68,253.39) 71,395.:4 73,537.10 75,743.21 78,015.51 80,355.97
567|- |e02 | 16 66,998.04 69,070.14 71,206.33 73408.52| 75,678.96 77,949.33 80,287.81 82,696.44 85,177.33
610(- |652 | 17 71,017.92 73,214.35 75478.71 77,813.10] 80,219.69 82,626.29 85,105.07 87,658.23 50,287.97
653]|- |698 | 18 | 75,273.99 71,607.21 80,007.43 82,481.89] 85,032,148 37,583.86 90,211.38 92,917.72| 95,705.25/
699|- 1744 ] 19 79,795.73 82,263.64 24,807.28 87,430.80} 90,134.85 92,838.89 95,624.05' 98,492.78 101,447.57
745)- [730] 20 | 84,58348 37,199.46 89,896.35 92,676.65| 95,542.94 98,409.23 101,361.50| 104,402.35[ 107,534.42
lanuary %, 2021
Starting January 1, 2021 Place on SAFE Scale SAFE Scale
Posidon Frst Name  Last Name Grade Step 2021 Wages 2020 Wages  Amtlncrease
Administrative Assistant/Zor Jennifer Welling [ ) $35,677.20 534,460,140 $1,216.80
52w @ 10h Building Inspector ennifer Welling 12 7 515,896 .40 $14,913.60 %082,80
Maintenance Worker Lee Schleper 6 9 $47,562.58 $45,954,18 $1,608.40
Malintenance Worker, 5t  Bob Wander 7 9 $50,416.33 $48,711.43 51,704,90
Maintenance Worker Jason Ruhotf 6 H] $42,253.73 $39,604.80 $2,653.93
Finance Specialist Belinda Ludwig 7 -] $50,416.33 $48,711.43 $1,704.90
Motor Vehlcle Specialist Melinda Zhance 5 4 $38,670.73 536,242.13 $2,428.60
Finance Techniclan Randy Burtzel 5 5 $39,866.73 537,363.02 $2,503.71
Social Media Speclailst Kirstin ‘pither 3 4 $34,416.81 $32,255.37 $2,161.04
26w @ 40h Maintenance Worker Brad Mehlhop 7 9 $25,209,60 $23,649.60 $1,560.00
26w @ 40h Building Inspector Brad Mehlhop 12 7 $31,792,80 $29,827.20 $1,965.60
35w @ 3Zh PT - Maintenance Weork Jordan Kulzer 1 5 $17,001.60 $15,937.60 $1,064.00
35w @ 32h PT - Malntenance Work David Schwandt 1 7 $18,043.20 516,9253.20 $1,120.00
FT - DEC 2018 FT -Customer Servicz Specisi Jodi Yaunkin 3 5 $35,481.25 $33,252.96 $2,228.29
52w @ 32h PT - Liquar Store Clerk Ethan Brown 1 & $21,457.28 $20,145.34 $1,311.44
52w @ 32h PT - Liguor Store Clerk Kris Desm 1 5 $25,571.52 $23,990.72 $1,580.80
52w @ 32h PT - Liquor Store Clerk Jean Nichols 1 s $16,099.20 $15,111.20 $988.00
52w @ 32h PT - Liquer Store Clerk Dawn Koltes 1 3 $25,571.52 $23,990.72 $1,580.80
$571,409.81 $541,045.40 $30.364.41
Notes

2021 - Entire SAFE Scale Increase by cost o? living 3.5% on January 1, 2021 plus step Increzses for those 1ot at sten 9,
2020 - Entire SAFE Scale Inerease by cost of fiving 2.5% on January 1, 2020 plus step increases for those nat at step 9.
2019 - Entire SAFE Scale Increase by cost o living 2% on January 1, 2019 plus step Increases for those nct at step 9,

2018 - Entl-e SAFE Scale incrzase by cost of livirg 2.5% on January 1, 2C1% plus stop fncreases for those Jot at stea 9.
2017 - Entive SAFE Scale Increase by cost of Iivirg 236 on January 1, 2017 plus step increases for those nct at step 9.

2016 - Entire SAFE Scale Increase by cost of livirg 1.5% on January 1, 2016 plus step increases for thote not at step 9.
The Administrative Assistant 2nniversary data was moved to January In the 2007-200% unlon contract.
The Flnance Speck list anniversary dat= was changad ta Jahaury when moved to this zosition from Motur Vehicle,

The SAFE Scale was ereated by Springsted for pay eqully compliance Nov. 2013 and aporoved by the City Council Nev. 2013,

** The Liquor Stony Clerks have $312.00 acded t base wages for 3/2 year of night pav.



