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MEMORANDUM OF AGREEMENT

between

THE COUNTY OF SCOTT

and

LAW ENFORCEMENT LABOR SERVICES, INC.

SHERIFF ESSENTIAL EMPLOYEE CORRECTIONS SERGEANTS UNIT

ARTICLE 1

PURPOSE OF AGREEMENT

Section 1.

This Memorandum of AGREEMENT, hereinafter referred to as the AGREEMENT, is entered into
between the County of Scott, hereinafter called the EMPLOYER, and Law Enforcement Labor
Services, Inc., 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 other conditions of employment and to specify the duration of this
AGREEMENT;

1.2 Establish orderly procedures for the resolution of disputes concerning the
interpretation and/or application of the provisions set forth in this AGREEMENT;

1.3 Specify the full and complete understanding of the parties;

1.4 Maintain and promote greater individual productivity and quality of services; and

1.5 Ensure 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. Both parties recognize this AGREEMENT as a pledge of this
dedication. The parties recognize that this AGREEMENT is not intended to modify any of the
authority vested in the EMPLOYER by the Statutes of the State of Minnesota. Nothing contained
in this AGREEMENT is intended to delete, abrogate or lessen the duties, obligations, rights or
privileges granted or imposed by the County Merit Based Personnel System in effect in Scott
County so far as such County Personnel System is not in conflict with and does not subtract fi-om or
add to the terms and conditions herein set forth.

ARTICLE 2

RECOGNITION

Section I.

The EMPLOYER recognizes the UNION as the exclusive representative, under Minn. Stat.
§179A.09, for a unit of non-licensed essential employees in the classification of Corrections
Sergeants as defined in Minn. Stat §179A.03, subd. 7, in the Scott County Sheriffs Office whose
employment service exceeds the lesser of fourteen (14) hours per week or thirty-five percent (35%)
of the normal work week and more than sixty-seven (67) work days per year but excluding all other
supervisory employees, confidential employees as defined in Minn. Stat. § 179A.03, subd. 4, and
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all other employees. Part-time employees excluded from the definition of "public employee,"
contained in Minn. Stat. § 179A.03, subd. 14, are also excluded from this Unit.

Section 2.

The UNION recognizes the Labor Relations Representative designated by the Scott County Board
of Commissioners as the exclusive representative of the EMPLOYER and shall negotiate
exclusively with such representative, except as may be otherwise specifically provided in this
AGREEMENT. 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.

ARTICLE 3

DEFINITIONS

Section 1.

The following terms, used throughout this AGREEMENT, have the following meanings:

1.1 BASE PAY RATE

The employee's basic hourly or monthly pay rate exclusive of overtime premium,
shift premium, or any other special allowances.

1.2 CONTINUOUS SERVICE

Unbroken compensated hours of service from the last date of hire, including any
paid leave of absence, any unpaid leave of absence of forty (40) hours or less, and
medical leave of absence without pay, as established by the Employer.

1.3 DAYS

Unless otherwise indicated, "days" means working days (Monday through Friday,
exclusive of holidays).

1.4 EMERGENCY

A crisis situation or condition so defined by the County of Scott.

L5 EMPLOYEE

A member of the exclusively recognized bargaining unit as defined in ARTICLE 2,
Section 1, herein, working in a position included in the defmition of a bargaining
unit position as set forth in ARTICLE 2, Section 1.

1.6 EMPLOYER

The Scott County Board of Commissioners and its designated representatives.

1.7 FULL MONTH OF SERVICE

An average of 173.33 compensated hours.

1.8 LAY-OFF

Separation from service with the EMPLOYER, necessitated by lack of work, lack of
funds or other reasons without reference to incompetence, misconduct or other
behavioral considerations.
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1.9 LEAVE OF ABSENCE

An approved absence from work duty during a scheduled work period with or
without compensation.

1.10 OFFICE

The Scott County Sheriffs Office.

1.11 PERMANENT EMPLOYEE

A member of the exclusively recognized bargaining unit as defined in ARTICLE 2,
Section 1, herein, who has completed the required probationary period and who is
working in a position included in said bargaining unit.

1.12 PROBATIONARY PERIOD

The first twelve (12) calendar months of service of newly hired or rehired
employees and the first six (6) months of service following a promotional
appointment.

1.13 PYRAMIDING

The payment of more than one form of compensation for the same hour of work.

1.14 SENIORITY

Length of compensated service with EMPLOYER from last date of hire, including
any paid leave of absence, any unpaid leave of absence of 40 hours or less and any
medical leave of absence without pay. Employees on a leave of absence, pursuant
to the Family Medical Leave Act, shall continue to accrue seniority.

1.15 UNION

Law Enforcement Labor Services, Inc.

ARTICLE 4

UNION SECURITY

Section 1.

In recognition of the UNION as the Exclusive Representative:

A. The EMPLOYER shall deduct an amount sufficient to provide the payment of
regular dues established by the UNION from the wages of all employees who
authorize, in writing, such deduction, in a form mutually agreed upon by the
EMPLOYER and the UNION; and

B. The EMPLOYER shall remit such deductions to the appropriate designated officer
of the UNION with a list of the names of the employees from whose wages
deductions were made, and at times mutually agreed upon by the EMPLOYER and
the UNION; and

C. The UNION shall certify to the EMPLOYER, in writing, the current amount of
regular dues to be withheld.
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Section 2.

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 any action taken
or not taken by the EMPLOYER under all provisions of Section 1 of this ARTICLE, and under the
provisions of Minn. Stat. §179A.06, subd. 2.

Section 3.

The UNION may designate certain employees from the bargaining unit to act as stewards and shall,
within five (5) days 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 complete and current list of its officers and representative(s).

3.1 The EMPLOYER agrees to recognize stewards certified by the UNION as provided
in this section, subject to the following stipulations:

A. There shall be no more than two (2) stewards and two (2) altemates
designated at any one time.

B. Stewards and other employee UNION officers shall not leave their work
stations without prior permission of their designated supervisor(s) and they
shall notify their designated supervisor(s) upon retum to their work stations.
Permission to leave a work station for UNION business will be limited to

the investigation and presentation of grievances.

3.2 Non-employee representatives of the UNION, previously certified to the
EMPLOYER as provided herein, shall be permitted to come on the premises of the
EMPLOYER for the purpose of investigating and discussing grievances if they first
attain permission and further provided that the UNION representatives do not
interfere with the work of employees. The UNION agrees there shall be no
solicitation of membership, signing up of members, collection of initiation fees,
dues, fines or assessments, meetings or other UNION activities on the
EMPLOYER'S time.

3.3 The EMPLOYER agrees to allow the UNION to use designated bulletin boards
and the EMPLOYER'S electronic communication systems for the posting and
distribution of UNION-related correspondence between the UNION'S Executive
Board and the UNION membership. It is agreed that notices of a political or
inflammatory nature or items which reflect negatively on the UNION, employees,
or County shall not be posted. It is further agreed that County time shall not be
used for drafting, disseminating, and maintaining UNION-related correspondence.

ARTICLE 5

EMPLOYER AUTHORITY

Section 1.

It is recognized by both parties that except as expressly stated herein, the EMPLOYER shall retain
whatever rights and authority necessary to operate and direct the affairs of the Department in all of
its various aspects, including (but not limited to) the right to direct the working forces; to plan,
direct and control all the operations and services to be conducted; to assign and transfer employees;
to schedule working hours and to assign overtime; to determine whether goods or services should
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be made or purchased; to hire, promote, demote, suspend, discipline, discharge, or relieve
employees due to lack of work or other legitimate reasons; to make and enforce rules and
regulations; and to change or eliminate existing methods, equipment or facilities.

It is also recognized by both parties that the EMPLOYER shall retain the authority and prerogative
to:

1.1 Operate and manage affairs in all respects in accordance with existing and future
laws and regulations of appropriate authorities, including County Personnel Policies
and Work Rules;

1.2 Maintain the efficiency of the government operations; and

1.3 Take whatever actions may be necessary to cany out the missions of the County in
emergencies.

Section 2.

The EMPLOYER retains all rights and prerogatives that are not limited by the specific provisions
of this AGREEMENT.

ARTICLE 6

SENIORITY

Section 1.

The Sheriff may establish seniority lists stmctured by work classifications and organizational units,
which lists name and rank (in order of highest to lowest seniority) all permanent employees in the
bargaining unit which shall:

1.1 Be based upon the total length of employment from the last date of hire, including
any paid leave of absence, any unpaid leave of absence of 40 hours or less and any
medical leave of absence without pay, any leave of absence pursuant to the Family
Medical Leave Act, or other criteria, if mutually agreed upon by the parties, for
certain instances where the exact length of continuous employment cannot be
determined;

1.2 Be updated annually and posted on the Scott County Intranet.

1.3 Provide that when an employee, upon the recommendation of the Sheriff and
approval of the County Board of Commissioners, takes a leave of absence from his
employment and returns to active employment, having fulfilled all terms and
conditions of the leave of absence as established by the EMPLOYER, such
employee shall be entitled to credit for all seniority accrued as of the time the leave
commenced.

Section 2.

Except in those instances where senior employees are not qualified to perform remaining work,
seniority shall determine the order of:

A. Lay-off, which shall be in inverse order of seniority in the classification of
Corrections Sergeant.
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B. Recall from lay-off shall be in order of seniority in the classification of Corrections
Sergeant, provided that if an employee does not retum to work upon recall, as
directed by the Sheriff, or on an extended date mutually acceptable to the employee
and Sheriff, the employee shall automatically be removed from the recall list.

C. The Department Head shall give written ten (10) calendar days notice to the
employee(s) affected by any proposed lay off, except such notice may not be given
to temporary employees.

D. Employees who are eligible for recall shall be given ten (10) calendar days notice of
recall, and notice of recall shall be sent to the employee by certified or registered
mail, with a copy to the UNION, provided that the employee must notify the
Department Head of the employee's intention to retum within ten (10) calendar days
after receiving notice of recall. The EMPLOYER shall be deemed to have fulfilled
its obligation by mailing the recall notice by certified or registered mail, retum
receipt requested, to the mailing address provided by the employee, it being the
obligation and responsibility of the employee to provide the EMPLOYER with the
employee's latest mailing address.

Section 3.

An employee shall be retained on lay-off status up to two (2) years, after which time such employee
shall have no right to recall.

3.1 Notice of recall shall be by certified mail with a retum receipt requested. The
employee shall be responsible for maintaining a current address to which such
notice shall be sent.

Section 4.

The County may take such actions deemed necessary to comply with the Americans With
Disabilities Act in order to reasonably accommodate employees with respect to transfer, shift
change or job restmcturing. Such actions shall not be subject to the Grievance Procedure of this
Agreement.

ARTICLE 7

GRIEVANCE PROCEDURE

Section L

A grievance shall be defined as a dispute or disagreement raised by an employee against the
EMPLOYER involving the interpretation or application of the specific provisions of this
AGREEMENT.

Section 2.

It is specifically understood that any matters governed by statutory provisions or County Personnel
Rules shall not be considered grievances and will not be subject to the grievance procedure herein
set forth. The filing of a grievance or the seeking of remedy through the provisions of this
AGREEMENT shall serve as a bar from seeking resolution or remedy through any other means; the
filing of a grievance or the seeking of remedy other than in accordance with tlae provisions of this
AGREEMENT shall serve as a bar from seeking resolution or remedy through this AGREEMENT.
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Section 3.

GRIEVANCE PROCEDURE: Grievances, as herein defined, shall be processed in the follovring
manner:

Step 1. INFORMAL

An employee claiming a violation concerning the interpretation or application of the express
provisions of this AGREEMENT shall, within ten (10) working days after the first
occurrence of the event giving rise to the grievance, present such grievance to the supervisor
who is designated for this purpose by the EMPLOYER. The supervisor shall discuss the
grievance within five (5) working days with the employee at a time mutually agreeable to
the parties. The supervisor's oral or written answer shall be given within five (5) working
days after such discussion.

Step 2. FORMAL

If the grievance is not settled in Step 1 and the employee wishes to appeal the grievance to
Step 2 of the Grievance Procedure, it shall be referred in writing to the Sheriff or designated
representative within five (5) working days after the designated supervisor's answer in Step
1, and shall be signed by both the employee and the UNION Representative. The written
grievance shall set forth the nature of the grievance, the facts on which it is based, the
provision or provisions of the AGREEMENT allegedly violated, and the relief requested.
The Sheriff or designated representative shall discuss the grievance within five (5) working
days with the employee and UNION steward at a time mutually agreeable to the parties. If
the grievance is settled as a result of such a meeting, the settlement shall be reduced to
writing and signed by the Sheriff or designated representative and the UNION. If no
settlement is reached, the Sheriff or designated representative shall give written answer to
the UNION within five (5) working days following their meeting.

Step 3. APPEAL

If the grievance is not settled in Step 2 and the UNION desires to appeal, it shall be referred
by the employee and UNION representative, in writing, as specified in Step 2, to the County
Administrator or designated representative within five (5) working days after the Sheriff or
designated representative's answer in Step 2. A meeting between the County Administrator
or designated representative, the employee and the UNION steward shall be held at a time
mutually agreeable to the parties. If the grievance is settled as a result of such a meeting,
the settlement shall be reduced to writing and signed by the County Administrator or
designated representative and the UNION. If no settlement is reached, the County
Administrator or designated representative shall give the EMPLOYER'S written answer to
the UNION within five (5) working days following the meeting.

StepBA. MEDIATION

If the EMPLOYER and the UNION mutually agree, a grievance unresolved in Step 3 may
be submitted to the Minnesota Bureau of Mediation Services for mediation within five (5)
working days following the Step 3 EMPLOYER response. If the grievance is submitted to
mediation and is resolved, the settlement shall be reduced to writing and signed by both the
EMPLOYER and the UNION. If the grievance is submitted to mediation and is not
resolved, it may be appealed to Step 4 within five (5) working days of the date of the
mediation meeting.
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Step 4. ARBITRATION

If the grievance is not settled in accordance with the foregoing procedure, the Union may
refer the grievance to arbitration within seven (7) working days after the UNION'S receipt of
the EMPLOYER'S written answer in Step 3, as provided in Minn. Stat. §179A.20. The
parties shall attempt to agree upon an arbitrator within five (5) working days after receipt of
notice of referral, and in the event that the paities are unable to agree upon an arbitrator
within said five (5) working day period, either party may request the Bureau of Mediation
Services to submit a panel of five (5) arbitrators. Both the EMPLOYER and the UNION
shall have the right to alternately strike two (2) names tfom the panel. The party requesting
arbitration shall strike the first two (2) names Ixom the panel. The other party shall then
strike two (2) names and the remaining name shall be the arbitrator. The arbitrator shall be
notified of selection by a joint letter fi-om the EMPLOYER and the UNION requesting that
the arbitrator set a time and place, subject to the availability of the EMPLOYER and the
UNION representatives. The fees and expense of the arbitrator and any other expenditure
required in connection with the arbitration procedure, including special services mutually
agreed to by the parties, shall be divided equally between the EMPLOYER and the UNION;
provided, however, that each party shall be responsible for compensating its own
representatives and witnesses. The arbitrator shall not have the right to amend, modify,
nullify, ignore, add to or subtract from the provisions 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(s) not so
submitted. The arbitrator shall be without power to make decisions contrary to or
inconsistent with or modifying or varying in any way the application of laws, rules or
regulations having the force and effect of law. The arbitrator shall submit the decision, in
writing, within thirty (30) calendar days following close of the hearing or the submission of
briefs by the parties, whichever is later, unless the parties mutually agree to an extension
thereof. The decision shall be based solely upon the arbitrator's interpretation or application
of the express terms of this AGREEMENT, and on the facts of the grievance presented. If
the grievance is covered by law or statute, or not covered by the express provisions of this
AGREEMENT, the arbitrator shall refer the grievance back to the parties without decision
or recommendation. The parties may, by mutual written agreement, agree to submit more
than one grievance to an arbitrator provided that each grievance will be considered as a
separate issue.

Section 4.

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. If the EMPLOYER does not answer a grievance or an appeal thereof within the specified
time limits, the employee and the UNION may elect to treat the grievance as denied at that step and
immediately appeal the grievance to the next step. The time limit in each step may be extended by
mutual wntten agreement of the EMPLOYER and UNION representatives involved in each step.

Section 5.

If, as a result of the written EMPLOYER'S response in Step 3 the grievance remains unresolved and
if the grievant has completed the required probationary period, the grievance may be appealed
either to Step 4 of this ARTICLE or to another procedure such as Veterans Preference or Fair
Employment. If appealed to any procedure other than Step 4 of this ARTICLE, the grie\'ance shall
not be subject to the arbitration procedure provided in Step 4 of this ARTICLE. The aggrieved
employee shall indicate in writing which procedure shall be utilized, and shall sign a statement to
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the effect that the choice of an alternate procedure precludes the employee from making an appeal
through Step 4 of this ARTICLE.

An employee pursuing a remedy pursuant to a statute under the jurisdiction of the United States
Equal Employment Opportunity Commission is not precluded from also pursuing an appeal
under the grievance procedure of this AGREEMENT. If a court of competent jurisdiction rules
contrary to the ruling in EEOC v. Board of Governors of State Colleges and Universities. 957
F.2d 424 (7"' Cir.), cert, denied. 506 U.S. 906, 113 S.Ct. 299 (1992), or if Board of Governors is
judicially or legislatively overruled, the italicized portion of this section shall be null and void.

ARTICLE 8

EMPLOYER SECURITY

Section 1. Neither the UNION, its officers or agents, nor any of the employees covered by this
AGREEMENT, will engage in, encourage, sanction, support or suggest any strikes, slow downs,
mass absenteeism, the willful absence from one's position, the stoppage of work of the abstinence,
in whole or in part, of the full, faithful and proper perfomiance of the duties of employment for the
purpose of inducing, influencing or coercing a change in the conditions or compensation or the
rights, privileges or obligations or employment. In the event that an employee violates this
ARTICLE, the UNION shall immediately notify any such employee, in writing, to cease and desist
from such action and shall instruct them to immediately retum to their normal duties. Any or all
employees who violate any of the provisions of this ARTICLE may be discharged or otherwise
disciplined, pursuant to the discretion of the Sheriff.

ARTICLE 9

PROBATIONARY PERIOD

Section L

All newly hired or rehired employees shall serve a twelve (12) calendar month probationary period.
Employees shall serve a six (6) month probationary period following a promotional appointment to
the classification of Corrections Sergeant. An employee promoted to the classification of
Corrections Sergeant who does not satisfactorily complete the promotional probationary period
shall revert back to his/her former classification or another classification where a vacancy exists, if
any.

Section 2.

The probationary period may be extended by the amount of time an employee is on a leave of
absence, provided the leave of absence is for more than two (2) weeks.

ARTICLE 10

WORK SCHEDULES - PREMIUM PAY

Section L

This ARTICLE is intended only to define the normal hours or work and to provide the basis for the
calculation of overtime pay and other premium pay. Nothing herein shall be construed as a
guarantee of hours of work per day or per week.

Section 2.

A normal work week shall be an averaged forty (40) hours.
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Section 3.

Work shifts, work breaks, staffing schedules, and the assignment of employees thereto shall be
established by the Sheriff or designee.

Section 4.

4.2

4.1 For employees that remain with the current vacation and sick leave plan, the
following applies:

Hours worked in excess of an averaged forty (40) hours per week and hours worked
in excess of eight (8) hours per day or ten (10) hours per day for employees working
on a four (4) day ten (10) hour a day schedule shall be overtime and shall be
compensated at one and one-half (1-1/2) times the employee's base pay rate, subject
to the provision that no employee shall put in for overtime premium unless approval
of the Sheriff or designee was granted prior to working the overtime.

Non-compensated leave of absence hours shall not be included in the forty
(40) worked hours per week required to qualify for overtime premium.

For new Corrections Sergeants (with classification dates effective January 1,2017,
through March 31, 2017) and current Coirections Sergeants that elect to change to
the Paid Time Off (FTC) plan, the following applies:

Hours worked in excess of an averaged forty (40) hours per week shall be
overtime and shall be compensated at one and one-half (1-1/2) times the
employee's base pay rate, subject to the provision that no employee shall put in
for overtime premium unless approval of the Sheriff was granted prior to working
the overtime.

Compensated leave of absence hours and non-compensated leave of
absence hours shall not be included in the forty (40) worked hours per
week required to qualify for overtime premium.

Section 5»

Employees who work the majority of hours between 3:00 p.m. and the following 6:00 a.m. shall
receive a shift differential of $ 1.00 per hour for all hours worked.

Section 6.

Assignment to overtime and night shifts shall be at the discretion of the Sheriff or designee.
Employees shall be required to work overtime and night shifts unless excused by the Sheriff or
designee. Employees who refuse to work overtime or night shifts may be subject to disciplinary
action.

Section 7.

The base pay or premium compensation shall not be paid more than once for the same hours
worked under any provisions of this AGREEMENT, nor shall there be any pyramiding of premium
compensation.
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ARTICLE 11

HOLIDAYS

Section 1.

All employees shall receive the following compensated holidays which occur during their
employment period. "Compensated holidays" are defined as;

New Year's Day January 1
Martin Luther King Day Third Monday in January
President's Day Third Monday in February
Memorial Day Last Monday in May
Independence Day July 4
Labor Day First Monday in September
Veteran's Day November 11
Thanksgiving Day Fourth Thursday in November
Friday after Thanksgiving First Friday following

fourth Thursday in November
Christmas Day December 25
Floating Holiday (See Sections 3 and 4 below)

Section 2.

Employees engaged in continuous shift operations for whom a compensated holiday is a scheduled
day of work shall be paid at their regular rate of pay for work performed on the holiday, and shall be
granted an altemative shift off with approval of the Sheriff.

Section 3.

Employees working on the calendar days of holidays listed in Section 1 shall receive credit for one-
half (1/2) hour of pay for each hour worked in addition to the holiday allowance provided for in
Section 1, hereof. This Section shall not apply to time worked on a floating holiday.

Section 4.

In addition to the specifically named holidays above, each employee shall be eligible for one (1)
floating holiday. The selection of one (1) floating holiday shall be subject to the staffing needs of
the Department in all cases. In the event of employment or termination during the calendar year,
eligibility for the floating holiday shall be prorated on the same ratio as percentage of the total year
worked.

Section 5.

Employees may accrue a deferred holiday bank not to exceed eighty-eight (88) hours. Such holiday
bank may be used subject to mutual agreement between the Employer and the employee as vacation
and in accordance with the procedures governing vacation usage. Accrued hours which exceed the
eighty-eight (88) hour maximum shall be paid off in cash in the next succeeding payroll. An
employee leaving the service of Scott County in good standing shall be entitled to full payment for
deferred holidays remaining in that employee's deferred holiday bank.

Section 6.

In lieu of the holiday pay set forth in Sections 2, 3 and 5 of this ARTICLE, employees engaged in
continuous shift operations for whom a compensated holiday is a scheduled day of work may
elect to receive two and one-half (2-1/2) times their regular rate of pay for work performed on the
holiday.
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Section 7.

Holidays for part-time permanent and unclassified employees shall be administered in accordance
with the County Leaves of Absence Policy.

ARTICLE 12

PAID TIME OFF tPTO^

Section 1.

All classified eligible employees with classification dates as a Corrections Sergeant, effective April
1, 2017, and thereafter, shall be covered by the County Leaves of Absence Policy, PTO provisions,
except as set forth in Section 2 below. New Corrections Sergeants will not be offered an election
and will not be eligible for the vacation and sick leave plan.

Corrections Sergeants with classification dates prior to April 1, 2017, will be provided the
opportunity to remain with their vacation and sick leave plan or elect to change to the PTO plan in
accordance with the County Leaves of Absence Policy, PTO provisions, except as set forth in
Section 2 below. The implementation date is April 2017.

During 2018 and 2019, employees that remain on the vacation and sick leave plan will be offered
an open enrollment period to elect PTO with an effective date of change April of that year.

For current Corrections Sergeants that elect to change to the PTO plan, they may not elect later to
change back to the vacation and sick leave plan.

Section 2,

You must obtain approval in advance from your supervisor before using your PTO hours.
Approval shall be governed by the needs of the division, with due regard to the employee's
request. Approved PTO shall not be revoked except in the case of emergency.

Section 3.

Separation pay will be administered in accordance with the County Leaves of Absence Policy
and County Termination of Employment Policy.

ARTICLE 13

VACATIONS

Section 1.

All probationary and permanent employees shall be eligible for vacation leave benefits.

Section 2.

Probationary and permanent employees shall accrue vacation benefits in accordance with the
following schedule:

A. The accrual rate through the 6th year of employment shall be twelve (12) days per
year, starting on the first day of employment.

B. The accrual rate in the 7th year of employment shall increase to fifteen (15) days per
year, starting on the first day after the 6th anniversaiy.
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C. The accrual rate in the 11th year of employment shall increase to eighteen (18) days
per year, starting on the first day after the 10th anniversary.

D. The accrual rate in the 16th year of employment will increase to twenty (20) days
per year, starting on the first day after the 15th anniversary.

E. The accrual rate in the 20th year of employment shall increase to twenty-two (22)
days per year, starting on the first day after the 19th anniversary.

Increases in the rate of vacation accrual shall be effective on the first day of the pay period
following the date on which the employee becomes qualified for the change.

Section 3.

Vacation accrual shall be computed on a pro-rata hourly basis and the maximum accrual limit shall
be one and one-half (1-1/2) times the employee's annual earning rate.

Section 4.

You must obtain approval in advance fi-om your supervisor before using your vacation hours.
Approval shall be govemed by the needs of the division, with due regard to the employee's request.
Approved vacation shall not be revoked except in the case of emergency.

Section 5.

Any vacation accrual increase, provided for in the AGREEMENT, shall commence on the
begirming of the first payroll period following the date on which the employee becomes qualified
and authorized to receive the increase.

Section 6.

Upon the termination of employment of any permanent employee, including those whose severance
is due to death, the severed employee shall be paid for any unused accumulated vacation at the
employee's base pay rate. In the event of severance due to death, the employee's severance
payment, if any, shall be made to the employee's spouse or estate.

ARTICLE 14

SICK LEAVE

Section 1.

Sick leave shall be earned by probationary and permanent employees at the rate of .04615 hours of
sick leave for each hour compensated, excluding overtime.

Section 2.

Unused eamed sick leave may be accumulated to a maximum of 520 hours.

Section 3.

Upon the termination of employment of any permanent employee, including those whose severance
is due to death, the severed employee shall be paid for his/her unused accumulated sick leave, but
not in excess of 240 hours, at the employee's base pay rate. In the event of severance due to death,
the employee's severance payment, if any, shall be made to the employee's spouse or estate. An
employee terminated due to discharge or other disciplinary reasons shall not be entitled to
severance pay.
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Section 4.

Sick leave may be authorized for actual illness or injury, legal quarantine, actual dental or medical
treatment necessitating the employee's absence, or for serious illness in the employee's immediate
family when the employee's presence is necessary, "hnmediate family," for the purposes of this
section, shall be defined as spouse, children, parents and siblings when living in the household of
the employee.

In addition to the above, sick leave may be used for spouse, adult children, parents and/or step
parents, siblings, and grandparents, when not living in the household of the employee. For this
definition, sick leave usage is limited to a combined maximum of one hundred sixty (160) hours
in a twelve- (12) month period. The one hundred sixty- (160) hour limit does not apply to an
employee's stepchild, biological, adopted, or foster child if they are under eighteen (18), or under
twenty (20) if they are attending secondary school. To be eligible, an employee must have
worked for at least twelve (12) consecutive months immediately preceding the leave and work at
least half time on average.

Sick leave usage shall be subject to approval and verification by the Sheriff, who may require the
employee to furnish a report from a recognized medical authority attesting to the necessity of the
leave, or other information the Sheriff deems necessary.

Section 5.

To be eligible for sick leave payment an employee must notify the Sheriff, or designee, prior to the
starting time of his scheduled shift. This notice may be waived if the Sheriff determines that the
employee could not reasonably be expected to comply with this requirement because of
circumstances beyond the control of the employee.

Section 6,

Sick leave may be used during the probationary period for bona fide illness but shall not be vested.
Any sick leave time used and paid for on behalf of an employee who does not complete the
probationary period and attain permanent status shall be reimbursed to the EMPLOYER out of
monies due and owing the employee as of the date of termination of employment prior to the
successful completion of the probationary period.

ARTICLE 15

FUNERAL LEAVE

Section 1.

Employees may use funeral leave, with pay, up to a maximum of 24 hours, which shall
not be deducted from Vacation, Sick Leave, or PTO as follows:

A. Up to one day to attend a funeral.

B. Up to two days to attend a funeral that requires overnight travel.

C. Up to three days when the employee can establish a close relationship and is
involved in the planning of the flmeral.
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ARTICLE 16

COURT APPEARANCES - CALL-BACK

Section 1.

Employees who, in the course of duty, are required to testify in court during off-duty hours, shall
receive a minimum of three (3) hours' wages at one and one-half (1-1/2) times their base rate.

Section 2.

When such court appearances require travel outside the geographical limits of Scott County,
employees shall be reimbursed for travel and other necessary expenses. Travel by personal
automobile shall be reimbursed at the rate established by the Scott County Board of
Commissioners. Mileage shall be computed from the Scott County Courthouse, Shakopee, or from
the employee's residence, whichever is less. The EMPLOYER shall designate the mode of travel
used.

Section 3.

An employee who is called back to work, for other than court appearances, during a day off or
normal time off shall receive a minimum of two (2) hours' pay at one and one-half (1-1/2) times his
base pay. The provisions of this Section shall not apply to extensions or early starts on regularly
scheduled shifts.

ARTICLE 17

MILITARY RESERVE TRAINING

Section L

Any employee required by official militaiy orders or related authority to attend Military Reserve
Training shall receive full wages at his/her base pay for the period of such training, not to exceed
fifteen (15) scheduled days per calendar year.

ARTICLE 18

SALARY RATES

Section L

Employees covered by this AGREEMENT as defined in ARTICLE 2, Section 1, herein, shall be
compensated for each full month of service in accordance with APPENDIX A, APPENDIX B, and
APPENDIX C attached hereto.

Section 2.

The parties have agreed that eligibility determination with respect to salary adjustments, as made by
the Sheriff, shall be subject as described in the attached Appendices.

Section 3.

The parties have agreed that the appeals process will be utilized in lieu of the grievance procedure
for issues raised by an employee regarding performance evaluations.

Section 4.

Any salary adjustment provided for in this AGREEMENT shall commence on the date on which
the employee becomes qualified and authorized to receive the adjustment.
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Section 5.

Salary payments shall be made on a bi-weekly basis.

ARTICLE 19

CLOTHING ALLOWANCE

Section 1.

Newly hired employees shall be provided two (2) complete uniform sets of the type and style
prescribed by the EMPLOYER.

Section 2.

Each employee after having completed one (1) fiill year of service, shall be allotted a maximum of
$500 for their clothing allowance per year.

Payment from such allowances shall be made only upon the employee's presentation of a clothing
or footwear purchase voucher representing the actual repair or replacement expenditure, and
approval of the expenditure by the Sheriff or designee. If, in any one year, any employee does not
qualify for the full clothing allowance allocation in accordance with the conditions herein specified,
the balance of the unpaid allocation may be carried over to the succeeding year provided that any
clothing allowance balance for any one employee shall not exceed one and one-half times the
clothing allowance for that year.

Section 3.

The official County uniform shall only be worn when performing official duty, as directed by the
Sheriff, or upon such special occasions as the Sheriff may authorize. Employees shall wear the
uniform as is specified by the Sheriff. Upon termination of employment, uniforms equivalent in
quantity to the original issue shall be retumed to the Sheriff.

ARTICLE 20

TUITION REIMBURSEMENT

Section L

Employees shall be eligible for the tuition reimbursement in accordance with the Tuition
Reimbursement policy set forth in the Scott County Policies.

ARTICLE 21

INSURANCE - INDEMNITY

Section L

The County will contribute 90% of the premium cost for the lowest cost group single insurance
plan for employee. The County will contribute 75% of the cost of the premium for the lowest cost
employee plus spouse, employee plus child(ren), or family group insurance plan.

The EMPLOYER will pay $75.00 annually ($6.25 per month) into the Post Retirement Health
Care Savings Plan established through the Minnesota State Retirement System for each employee
who is eligible for insurance benefits. The Minnesota State Retirement System administers the
Post Retirement Health Care Savings Plan, and employees can draw from their Plan account in
accordance with state law.
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Section 2.

With substitution of insurance carrier, County will continue to contribute the full cost of life
insurance premium up to $20,000. Employees electing to participate in supplemental insurance
will be based on age rating by insurance company.

Section 3.

The EMPLOYER shall pay the full cost of premiums for coverage for each employee who qualifies
for disability insurance provided by the EMPLOYER.

Section 4.

The County agrees to pay 50% of the increase in the dental insurance premium for employee,
employee plus spouse, employee plus child(ren), or family coverage for eaeh employee
participating in the dental program.

Section 5.

Insurance benefits for part-time permanent and unclassified employees shall be administered in
accordance with the County Employment Benefits Policy. Eligibility time worked shall be
considered in accordance with regulations of the Affordable Care Act (ACA).

Section 6.

The EMPLOYER agrees to indemnify and provide defense for any employee covered by this
AGREEMENT against judgments or any amounts paid in settlement actually and reasonably
incurred in connection with any tort claim or demand arising out of an alleged act or omission
occurring within the scope of his employment or official duties, subject to the maximum liability
provisions of Minn. Stat. §466.04, except that the provisions of this section shall not apply in the
case of malfeasance in office or wanton neglect of duty. The EMPLOYER at its option may
provide insurance coverage, including false arrest insurance, to underwrite its responsibility
pursuant to this section.

Section 1,

Employees will be eligible for participation in the County Wellness Program.

Section 8.

Employees on medical leave without pay shall continue to accrue seniority and eligibility for
employer contribution to group insurance premiums at the same level as when actively working.

Section 9.

Insurance benefits for retirees is covered by Appendix D and is incorporated as part of this
AGREEMENT.

ARTICLE 22

DISCIPLINE

Section 1.

Employees will be disciplined only for just cause.

Section 2.

Disciplinary action will be in the form of:

a) Discharge
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b) Written reprimand
c) Suspension
d) Oral reprimand
e) Demotion

Section 3.

Employees who receive a written reprimand or who are suspended, demoted, or discharged shall
have the right to appeal such disciplinary action through the Grievance Procedure as established in
ARTICLE 7, hereof.

Section 4.

Suspensions, demotions and discharges shall be in writing, a copy of which shall be sent to the
employee and the UNION.

Section 5.

The appeal of a discharge may be initiated by the UNION at Step 2 of the Grievance Procedure.

Section 6.

In the event the EMPLOYER determines that it is necessary to question an employee concerning
an act or behavior by the employee which, could result in an oral reprimand, written reprimand,
suspension, demotion or discharge, the employee shall be given an opportunity to request the
presence of a UNION representative at such questioning.

Section 7.

Employees may examine their own personnel file at reasonable times under the direct supervision
of a representative of the EMPLOYER.

Section 8.

During the probationary period, an employee may be discharged without right of grievance or
appeal.

ARTICLE 23

WORK OUT OF CLASSIFICATION

Section 1.

Employees shall be eligible for working out of class in accordance with the Compensation Plan
Policy set forth in the Scott County Policies.

ARTICLE 24

FAMILY AND MEDICAL LEAVE

Section 1,

An employee who has been employed for at least one (1) year and who has worked for at least
1,250 hours during that time, shall be eligible for a leave of absence pursuant to the Family and
Medical Leave Act. The terms regarding such leave shall be govemed by the provisions of the
Scott County Policies.
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ARTICLE 25

RIGHT OF SUBCONTRACT

Section 1.

Notliing in this AGREEMENT shall prohibit or restrict the right of the EMPLOYER from
subcontracting work performed by employees covered by this AGREEMENT.

ARTICLE 26

EMPLOYEE RECOGNITION AWARDS PROGRAM

Section 1.

The EMPLOYER may award employees with long service and outstanding performance in
accordance with the Employee Recognition Awards Program established by the EMPLOYER.
The awards for employees may include, but not be limited to, certificates, luncheons, and
plaques. The Employee Recognition Awards Program may be modified from time to time at the
sole discretion of the EMPLOYER.

Section 2.

The parties agree that the determination of eligibility for an award pursuant to the Employee
Recognition Awards Program is not subject to the grievance procedure set forth in this
AGREEMENT.

ARTICLE 27

COMPLETE AGREEMENT AND WAIVER OF BARGAINING

Section 1.

This AGREEMENT shall represent the complete AGREEMENT between the UNION and the
EMPLOYER.

Section 2.

The parties acknowledge that during the negotiations which resulted in this AGREEMENT, each
had the unlimited right and opportunity to make requests and proposals with respect to any subject
or matter not removed by law from the area of collective bargaining, and that the complete
understandings and agreements arrived at by the parties after the exercise of that right and
opportunity are set forth in this AGREEMENT. Therefore, the EMPLOYER and the UNION, for
the life of this AGREEMENT, each voluntarily and unqualifiedly waives the right, and each agrees
that the other shall not be obligated, to bargain collectively with respect to any subjects or matters
referred to or covered in this AGREEMENT or with respect to any subject or matter not specifically
referred to or covered in this AGREEMENT, even though such subjects or matters may not have
been within the knowledge or contemplation of either or both of the parties at the time that they
negotiated or signed this AGREEMENT.

ARTICLE 28

SAVINGS CLAUSE

Section 1.

This AGREEMENT is subject to the laws of the United States, the State of Minnesota, and Scott
County. In the event any provisions(s) of this AGREEMENT shall be held to be contrary to law by
a court of competent jurisdiction, from whose final judgment or decree no appeal has been taken
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within the time provided, such provision(s) shall be voided. All other provisions of this
AGREEMENT shall continue in full force and effect.

ARTICLE 29

TERM OF AGREEMENT

This AGREEMENT shall be effective as of JANUARY 1, 2017, except as otherwise specifically
provided herein, and shall remain in full force and effect until the 31st day of DECEMBER, 2019.

IN WITNESS WHEREOF, the parties hereto have caused this AGREEMENT to be
executed this'Tf^ day of fV|AC^CK 2017.

COUNTY OF SCOTT LAW ENFORCEMENT LABOR

SERVICES, INC.

By:
Chairperson of its County Board Union Business Agent

Scott Co Administrator Union Steward

'^ott County Sheriff

Employee Relations Director

3-7-/?-
n Steward
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APPENDIX A

2017 SALARY GRADES, GENERAL ADJUSTMENT, AND SALARY INCREASE MATRIX
(Effective January 1, 2017 through December 31, 2017)

2017 Salary Grades: Effective January 1, 2017, implement salary grades in accordance with the
County Board Compensation Plan.

2017 General Adjustment: Employees employed as of January 1, 2017, shall receive a 2.5%
general increase effective January 1, 2017, calculated on the employee's base salary not to
exceed the 2017 Performance Maximum.

2017 Salary Increase Matrix:

At or Above the

Minimum &

Below Midpoint
Needs

Improvement

Meets

Performance

Expectations

Exceeds

Performance

Expectations

Outstanding
Performance

Base Adjustment 0.0% 1.5% 2.5% 2.5%

Lump Sum 0.0% 0.0% 0.0% 1.0%

At or Above

Midpoint & Below
Maximum

Needs

Improvement

Meets

Performance

Expectations

Exceeds

Performance

Expectations

Outstanding
Performance

Base Adjustment 0.0% . 1.5% 2.5% 2.5%

Lump Sum 0.0% 0.0% 0.0% 1.0%

At or Above

Maximum & Below

Perf. Maximum

Needs

Improvement

Meets

Performance

Expectations

Exceeds

Performance

Expectations

Outstanding
Performance

Base Adjustment 0.0% 0.0% 0.0% 2.0%

Lump Sum 0.0% 1.5% 2.5% 1.5%

Implementation of 2017 Merit Increases:

•  Calculation of Merit Increases. Salary increases for employees whose salary is below the
Market Midpoint of the appropriate grade will be calculated based upon the Market
Midpoint. Salary increases for employees whose salary is at or above the Market Midpoint
and below the Performance Maximum of the appropriate grade will be calculated based upon
the employee's base salary.

•  "Meets Performance Expectations" Rating. Base salary increases shall be available only to
110% of the Market Midpoint with a "Meets Performance Expectation" rating. The
remainder of the merit increase, if any, shall be paid to the employee as a lump sum payment.

•  "Exceeds Performance Expectations" Rating. Base salary increases shall be available only to
the Grade Maximum with an "Exceeds Performance Expectations" rating. The remainder of
the merit increase, if any, shall be paid to the employee as a lump sum payment.

•  "Outstanding Performance" Rating. Base salary increases shall be available only to the
Performance Maximum. The remainder of the merit increase, if any, shall be paid to the
employee as a lump sum payment.

Employees who terminate employment prior to the date of County Board approval of this
AGREEMENT shall not be eligible for retroactive general adjustments or merit pay increases.



APPENDIX B

2018 SALARY GRADES, GENERAL ADJUSTMENT, AND SALARY INCREASE MATRIX
(Effective January 1,2018, through December 31,2018)

2018 Salary Grades: Effective January 1, 2018, implement salary grades in accordance with the
County Board Compensation Plan.

2018 General Adjustment: Employees employed as of January 1, 2018, shall receive a 2.0%
general increase effective January 1, 2018, calculated on the employee's base salary not to
exceed the 2018 Performance Maximum.

2018 Salary Increase Matrix:

At or Above the

Minimum &

Below Midpoint
Needs

Improvement

Meets

Performance

Expectations

Exceeds

Performance

Expectations
Outstanding
Performance

Base Adjustment 0.0% 1.5% 2.5% 2.5%

Lump Sum 0.0% 0.0% 0.0% 1.0%

At or Above

Midpoint & Below
Maximum

Needs

Improvement

Meets

Performance

Expectations

Exceeds

Performance

Expectations

Outstanding
Performance

Base Adjustment 0.0% 1.5% 2.5% 2.5%

Lump Sum 0.0% 0.0% 0.0% 1.0%

At or Above

Maximum & Below

Perf. Maximum

Needs

Improvement

Meets

Performance

Expectations

Exceeds

Performance

Expectations

Outstanding
Performance

Base Adjustment 0.0% 0.0% 0.0% 2.0%

Lump Sum 0.0% 1.5% 2.5% 1.5%

Implementation of 2018 Merit Increases:

•  Calculation of Merit Increases. Salary increases for employees whose salary is below the
Market Midpoint of the appropriate grade will be calculated based upon the Market
Midpoint. Salary increases for employees whose salary is at or above the Market Midpoint
and below the Performance Maximum of the appropriate grade will be calculated based upon
the employee's base salary.

•  "Meets Performance Expectations" Rating. Base salary increases shall be available only to
110% of the Market Midpoint with a "Meets Performance Expectation" rating. The
remainder of the merit increase, if any, shall be paid to the employee as a lump sum payment.

•  "Exceeds Performance Expectations" Rating. Base salary increases shall be available only to
the Grade Maximum with an "Exceeds Performance Expectations" rating. The remainder of
the merit increase, if any, shall be paid to the employee as a lump sum payment.

•  "Outstanding Performance" Rating. Base salary increases shall be available only to the
Performance Maximum. The remainder of the merit increase, if any, shall be paid to the
employee as a lump sum payment.

Employees who terminate employment prior to the date of County Board approval of this
AGREEMENT shall not be eligible for retroactive general adjustments or merit pay increases.



APPENDIX C

2019 SALARY GRADES, GENERAL ADJUSTMENT, AND SALARY INCREASE MATRIX
(Effective January 1, 2019, through December 31, 2019)

2019 Salary Grades: Effective January 1, 2019, implement salaiy grades in accordance with the
County Board Compensation Plan.

2019 General Adjustments: Employees employed as of January 1, 2019, shall receive a 2.0%
general increase effective January 1, 2019, calculated on the employee's base salary not to
exceed the 2019 Performance Maximum.

2019 Salary Increase Matrix:

At or Above the Meets Exceeds

Minimum & Needs Performance Performance Outstanding

Below Midpoint Improvement Expectations Expectations Performance

Base Adjustment 0.0% 1.5% 2.5% 2.5%

Lump Sum 0.0% 0.0% 0.0% 1.0%

At or Above Meets Exceeds

Midpoint & Needs Performance Performance Outstanding

Below Maximum Improvement Expectations Expectations Performance

Base Adjustment 0.0% 1.5% 2.5% 2.5%

Lump Sum 0.0% 0.0% 0.0% 1.0%

At or Above

Maximum <& Below

Perf. Maximum

Needs

Improvement

Meets

Performance

Expectations

Exceeds

Performance

Expectations

Outstanding
Performance

Base Adjustment 0.0% 0.0% 0.0% 2.0%

Lump Sum 0.0% 1.5% 2.5% 1.5%

Implementation of 2019 Merit Increases:

•  Calculation of Merit Increases. Salary increases for employees whose salary is below the
Market Midpoint of the appropriate grade will be calculated based upon the Market
Midpoint. Salary increases for employees whose salary is at or above the Market Midpoint
and below the Performance Maximum of the appropriate grade will be calculated based upon
the employee's base salary.

•  "Meets Performance Expectations" Rating. Base salary increases shall be available only to
110% of the Market Midpoint with a "Meets Performance Expectation" rating. The
remainder of the merit increase, if any, shall be paid to the employee as a lump sum payment.

•  "Exceeds Performance Expectations" Rating. Base salary increases shall be available only to
the Grade Maximum with an "Exceeds Performance Expectations" rating. The remainder of
the merit increase, if any, shall be paid to the employee as a lump sum payment.

•  "Outstanding Performance" Rating. Base salary increases shall be available only to the
Performance Maximum. The remainder of the merit increase, if any, shall be paid to the
employee as a lump sum payment.

Employees who terminate employment prior to the date of County Board approval of this
AGREEMENT shall not be eligible for retroactive general adjustments or merit pay increases.



APPENDIX D

MEMORANDUM OF AGREEMENT

This Memorandum of Agreement is entered into between the County of Scott (hereafter

"County") and the Law Enforcement Labor Services, Inc. (hereafter "Union") representing

employees in the Essential Bargaining Unit.

WHEREAS, the County and the Union are parties to a Collective Bargaining Agreement

negotiated pursuant to the Public Employment Labor Relations Act; and

WHEREAS, the parties have expressed the desire to maintain consistency in the

application of eligibility for retiree insmance between Union and non-union employees; and

WHEREAS, on January 5, 1993, the following action was taken by the Scott County Board

of Commissioners:

The Scott County Board of Commissioners authorizes the Labor Negotiating Team
to enter into Memorandums of Agreement with each of the respective exclusive
bargaining representatives, which memorandum shall provide that the County policy
regarding retiree health insurance for non-bargaining unit employees as may be
amended from time to time shall cause the provisions regarding retiree health
insurance for bargaining unit employees to conform to such change; and authorize
the Administrator to develop a request for proposals for actuarial services to
evaluate the costs and funding of the retiree health insurance program.

NOW, THEREFORE, the parties hereto have executed this Memorandum of Agreement

as follows:

1. The following provision shall be applicable to bargaining unit employees:

Employees retiring from employment with the EMPLOYER shall be entitled to the
portion of the EMPLOYER'S contribution for the cost of single hospitalization and
medical insurance premium in accordance with the County policy for non-union
employees. Employees hired on or after July 1, 1993, shall not be eligible for
EMPLOYER contribution for retiree insurance.

2. The parties recognize that the Employer policy governing Employer contribution for

health insurance for retirees may be amended by the County Board hereafter, and agree that such

Employer policy shall be consistently applied to Union and non-union employees alike. In no event

shall the Employer modify the policy for retiree contribution for health insurance to a level more



3. restrictive than that set forth in the original negotiated settlement of the 1992-93

Collective Bargaining Agreement without the express agreement of the Union.

4. This Memorandum of Agreement represents the complete and total agreement

between the parties regarding this matter.

EV WITNESS WHEREOF, the parties hereto have executed this Memorandum of
Agreement this*7^^ day of A/Wf— , 2017.

COUNTY OF SCOTT LAW ENFORCEMENT LABOR

SERVICES, INC.

By:
Chairperson of its County Board

Scott County Administrator

Scott County Sheriff

By
Union Business Agent

Union^eward

Jnion Steward

Employee Relations Director



APPENDIX E

APPEALS PROCESS

Mechanism for bargaining unit employees dissatisfied with the outcome of their annual
performance review.

Level 1

Step 1. Within five (5) working days after the Performance Evaluation form has been finalized
and the employee has concerns or disagreements with the review, the employee must
notify tlie supervisor that they wish to appeal the Performance Evaluation. A meeting
must take place to discuss the issues between the supervisor and the employee only
within five (5) working days of the notice by the employee. If not resolved, then...

Step 2. Within five (5) working days following the meeting in Step 1, the employee is required to
put in writing (standard format) the areas of agreement (simple listing) and areas which
are of concern or in disagreement and submit to supervisor. The supervisor is required to
review the document and respond to the employee within five (5) working days.

If not resolved and the employee wishes to appeal, it shall be referred, in writing, to either
the department manager or Level 2, within five (5) working days of the supervisor's
response.

An optional meeting between the supervisor, employee, and the department head or
manager (at the request of the employee) will be held immediately following the
supervisor's response for the purpose of continuing to find resolution. If not resolved, the
employee submits a written request, within five (5) working days, to the Employee
Relations Division to appeal before the Panel.

Level 2

Process to Convene the Panel

An employee who believes their performance review was not conducted in a thorough or
objective manner and, therefore, disagrees with their performance review may request to appeal
to the Panel. The employee is required to put in writing (standard format) the areas which
continue to be of concern or disagreement and submit to Employee Relations and their supervisor
within fifteen (15) working days of the appeal request to the Panel.

The Employee Relations Division and Union select a mutually acceptable date for the Panel
meeting and notifies the appellant employee and the employee's supervisor.

Panel Members

The Panel will consist of one Union representative, one representative of the Employee Relations
Division, and a third party mutually agreed upon by the Union and County.



Panel Meeting

The Panel will meet with the appealing employee and Supervisor for sixty (60) minutes.

The appealing employee will be given thirty (30) minutes to present the reasons they disagree
with their performance evaluation. Appealing employees may have a co-worker or union
representative at the meeting but cannot be represented by a business agent, or attorneys. This is
intended to be a private meeting between the employee and Panel.

The Supervisor will be given thirty (30) minutes to explain how the performance evaluation was
constructed. This will be a private meeting between the Panel and supervisor.

The Panel reserves the right to recall either party for clarification of issues.

Following the discussions, the Panel shall privately discuss the appeal. Based upon the
information presented, the Panel will decide if the performance evaluation process was
inaccurate. If so, the performance evaluation will be remanded to the supervisor for
reconsideration and correction. If the Panel determines the process was not inaccurate, the
evaluation remains as is.

The decision of the Panel shall be based upon a majority decision by secret ballot. The decision
of the Panel is final. The appealing employee and the supervisor shall receive the Panel's
decision in writing within twenty (20) working days unless both parties are notified of an
extension.

Time Limits

The time limit in each step may be extended by mutual written agreement of the parties involved.



Compensation Grade Schedule
Effective January 1, 2016

m

Grade Interval Minimum Midpoint

110% of

Midpoint Maximum

Performance

Maximum

1
Annual

Hourly
30,769

14.7929

38,461

18.4911

42,308

20.3402

44,231

21.2648

46,154

22.1893

2
Annual

Hourly
32,613

15.6794

40,767

19.5993

44,843

21.5592

46,882

22.5392

48,920

23.5192

3
Annual

Hourly
34,564

16.6175

43,206

20.7719

47,526

22.8491

49,686

23.8877

51,847

24.9263

4
Annual

Hourly
36,633

17.6119

45,791

22.0149

50,370

24.2164

52,660

25.3171

54,949

26,4179

5
Annual

Hourly

38,829

18.6678

48,536

23.3348

53,390

25.6683

55,817

26.8350

58,244

28.0018

6
Annual

Hourly

41,162

19.7894

51,452

24.7367

56,598

27.2104

59,170

28.4472

61,743

29.6840

7
Annual

Hourly

43,630

20.9762

54,538

26.2202

59,992

28.8422

62,719

30.1532

65,446

31.4642

8
Annual

Hourly

46,246

22.2337

57,808

27.7921

63,588

30.5713

66,479

31.9609

69,369

33.3505

9
Annual

Hourly
49,017

23.5661

61,272

29.4576

67,399

32.4034

70,462

33.8762

73,526

35.3491

10
Annual

Hourly
51,955

24.9782

64,943

31.2228

71,438

34.3451

74,685

35,9062

77,932

37.4674

^  11 Annual

Hourly
56,112

26.9770

70,140

33.7213

77,154

37.0934

80,661

38.7795

84,168

40.4656

12
Annual

Hourly

60,758

29.2104

75,947

36.5130

83,542

40.1643

91,136

43.8156

94,934

45.6413

13
Annual

Hourly
65,650

31.5626

82,063

39.4532

90,269

43.3985

98,475

47.3438

102,578

49.3165

14
Annual

Hourly
70,904

34.0885

88,630

42.6106

97,493

46.8717

106,356

51.1327

110,788

53.2633

,  15 Annual

Hourly

76,578

36.8164

95,723

46.0205

105,295

50.6226

114,867

55.2246

119,653

57.5256

16
Annual

Hourly
84,237

40.4984

105,296

50.6230

115,825

55.6853

126,355

60.7476

131,620

63.2788

:  17
Annual

Hourly

92,660

44.5482

115,825

55.6852

127,408

61.2537

138,990

66.8222

144,782

69.6065

18
Annual

Hourly

101,926

49.0027

127,407

61.2534

140,148

67.3787

152,889

73.5041

159,259

76.5668

19
Annual

Hourly

112,119

53.9034

140,149

67.3792

154,164

74.1171

168,178

80 8550

175,186

84.2240

20
Annual

Hourly

123,330

59.2934

154,163

74.1167

169,579

81.5284

184,995

88.9400

192,703

92.6459

21
Annual

Hourly

135,664

65.2230

169,580

81.5288

186,538

89.6817

203,496

97.8346

211,975

101.9110
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Compensation Grade Schedule
Effective January 1, 2017

Grade Interval Minimum Midpoint

110% of

Midpoint Maximum

Performance

Maximum

1
Annual

Hourly

31,538

15.1627

39,423

18.9534

43,365

20.8487

45,337

21.7964

47,308

22.7440

2
Annual

Hourly
33,429

16.0714

41,786

20.0893

45,964

22.0982

48,054

23.1027

50,143

24.1072

3
Annual

Hourly

35,428

17.0329

44,286

21.2912

48,714

23.4203

50,929

24.4849

53,143

25.5495

4
Annual

Hourly
37,549

18.0522

46,936

22.5653

51,629

24.8218

53,976

25.9500

56,323

27.0783

5
Annual

Hourly
39,800

19.1345

49,750

23.9182

54,725

26,3100

57,212

27.5059

59,700

28.7018

6
Annual

Hourly

42,191

20,2841

52,739

25,3551

58,013

27.8907

60,649

29.1584

63,286

30.4261

7
Annual

Hourly

44,721

21.5006

55,901

26.8757

61,492

29.5633

64,287

30.9070

67,082

32.2508

8
Annual

Hourly

47,402

22.7895

59,253

28.4869

65,178

31.3356

68,141

32.7599

71,103

34.1843

9
Annual

Hourly
50,243

24.1553

62,804

30.1940

69,084

33.2135

72,224

34.7231

75,364

36.2328

10
Annual

Hourly
53,254

25.6027

66,567

32.0034

73,224

35.2037

76,552

36.8039

79,881

38.4041

11
Annual

Hourly

57,515

27.6514

71,894

34.5643

79,083

38.0207

82,678

39.7490

86,273

41.4772

12
Annual

Hourly

62,277

29.9407

77,846

37.4258

85,630

41.1684

93,415

44.9110

97,307

46.7823

13
Annual

Hourly

67,292

32,3517

84,114

40.4395

92,526

44.4835

100,937

48.5274

105,143

50.5494

14
Annual

Hourly

72,677

34.9407

90,846

43.6759

99,930

48.0435

109,015

52.4110

113,557

54.5949

15
Annual

Hourly

78,493

37.7368

98,116

47.1710

107,927

51.8882

117,739

56.6052

122,644

58.9637

16
Annual

Hourly
86,343

41.5109

107,928

51.8886

118,721

57.0774

129,514

62.2663

134,910

64.8608

17
Annual

Hourly

94,977

45,6619

118,721

57.0773

130,593

62.7850

142,465

68.4928

148,401

71.3467

18
Annual

Hourly

104,474

50.2278

130,592

62.7847

143,651

69.0632

156,711

75.3417

163,240

78.4810

19
Annual

Hourly

114,922

55.2510

143,652

69.0637

158,018

75.9700

172,383

82.8764

179,566

86.3296

20
Annual

Hourly

126,413

60.7757

158,017

75.9696

173,819

83.5666

189,620

91.1635

197,521

94.9620

21
Annual

Hourly

139,055

66.8536

173,819

83.5670

191,201

91.9237

208,583

100.2805

217,274

104.4588



Compensation Grade Schedule
Effective January 1, 2018

Grade Interval Minimum Midpoint

110% of

Midpoint Maximum

Performance

Maximum

1
Annual

Hourly

32,169

15,4660

40,212

19.3325

44,233

21.2657

46,243

22,2323

48,254

23.1989

2
Annual

Hourly

34,097

16.3928

42,621

20.4911

46,884

22.5402

49,015

23.5648

51,146

24.5893

3
Annual

Hourly

36,137

17,3736

45,171

21.7170

49,688

23.8887

51,947

24,9746

54,206

26.0605

4
Annual

Hourly

38,299

18.4132

47,875

23.0166

52,662

25.3182

55,056

26.4690

57,449

27.6199

5
Annual

Hourly

40,596

19.5172

50,745

24.3966

55,819

26.8362

58,356

28.0560

60,894

29.2758

6
Annual

Hourly

43,035

20.6898

53,793

25.8622

59,173

28.4485

61,863

29.7416

64,552

31.0346

7
Annual

Hourly

45,616

21.9306

57,019

27.4132

62,722

30.1546

65,572

31.5251

68,423

32.8958

8
Annual

Hourly

48,350

23.2453

60,438

29.0566

66,482

31.9623

69,503

33.4151

72,525

34.8680

9
Annual

Hourly
51,248

24.6384

64,060

30.7979

70,466

33.8778

73,669

35.4176

76,872

36.9575

10
Annual

Hourly

54,319

26.1148

67,898

32.6435

74,688

35.9078

78,083

37.5400

81,478

39.1722

i/f Annual

Hourly

58,665

28,2044

73,332

35.2556

80,665

38,7811

84,332

40.5440

87,998

42.3067

12
Annual

Hourly

63,522

30.5395

79,403

38.1743

87,343

41.9918

95,283

45.8092

99,253

47.7179

13
Annual

Hourly

68,637

32.9987

85,796

41.2483

94,376

45.3732

102,956

49.4979

107,246

51.5604

14
Annual

Hourly

74,130

35.6395

92,663

44.5494

101,929

49.0044

111,195

53.4592

115,829

55.6868

15
Annual

Hourly

80,062

38.4915

100,078

48.1144

110,086

52.9260

120,094

57,7373

125,097

60.1430

16
Annual

Hourly

88,069

42.3411

110,087

52.9264

121,095

58.2189

132,104

63.5116

137,609

66.1580

17
Annual

Hourly

96,876

46.5751

121,095

58.2188

133,205

64.0407

145,314

69.8627

151,369

72.7736

18
Annual

Hourly

106,563

51,2324

133,204

64.0404

146,525

70.4445

159,845

76.8485

166,505

80.0506

19
Annual

Hourly
117,220

56.3560

146,526

70.4450

161,178

77.4894

175,831

84.5339

183,157

88.0562

20
Annual

Hourly

128,942

61.9912

161,177

77.4890

177,295

85.2379

193,413

92.9868

201,471

96.8612

21
Annual

Hourly

141,837

68.1907

177,296

85.2383

195,025

93.7622

212,755

102.2861

221,620

106.5480
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