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CONTRACT BETWEEN THE CITY OF RICHFIELD
AND

LAW ENFORCEMENT LABOR SERVICES, INC.
(LOCAL #123)

ARTICLE 1 PREAMBLE AND STATEMENT OF PURPOSE

1.1 This agreement is entered Into between the City of Richfield (hereinafter referred to as
the Employer) and Law Enforcement Labor Services, Inc. (hereinafter referred to as the
Union, Local 123). The intent and purpose of this Agreement is to;

1. Provide an orderly procedure for the resolution of disputes concerning this
Agreement's interpretation and/or implementation;

2. To set forth herein the full and complete understanding of the parties concerning
rates of pay, hours and other conditions of employment for the duration of the
Agreement.

ARTICLE2 DEFINITIONS

2.1 COMPENSATORY TIME is time off granted by the Employerfor work performed at the
express authorization of the Employer in excess of the Employee's regularly scheduled
shift. Employees may accumulate up to a maximum of seventy-six (76) hours of
compensatory time. Employees may exceed the maximum compensatory accumulation
with the prior approval of the Department Director. Such compensatory time may be
used only with the approval of the Employer. Compensatory time will be accrued at
time and one half.

2.2 DEPARTMENT DIRECTOR means the Director of Public Safety or the designated
representative.

2.3 DIVISION means the Police Division of the Department of Public Safety.

2.4 DUTY ASSIGNMENT means any work shift or special assignment, including but not
limited to, court appearance, overtime detail, training, range qualification or crime
prevention function, and any assigned police-related meetings.

2.5 EMERGENCY means a situation or condition which could not have been reasonably
anticipated by the parties, such as, but not limited to, fire, flood, motor vehicle or aircraft
accident, riot, civil commotion, etc. and which is declared to be an emergency by the
City Manager of the City of Richfield or its Director of Public Safety or their respective
designees.

2.6 EMPLOYEE means a non-supervisory employee who is a member of the Union (Local
#123.)

2.7 EMPLOYEE SENIORITY means length of continuous full-time service with the
Employer beginning with the first appointment into a position covered by this



agreement.

2.8 EMPLOYER means the City of Richfield or its designated representative.

2-9 JOB CLASSIFICATION SENIORITY means length of continuous full-time service within
a particular job classification covered by this agreement.

2.10 LAYOFF means whenever it becomes necessary, for lack of work or other reason, to
reduce the department's personnel.

2-11 LUNCH BREAK means a thirty (30) minute period during the scheduled shift during
which the Employee remains on continual duty and is responsible for assigned duties.

2.12 OVERTIME means work performed at the express authorization of the Employer in
excess of the Employee's regularly scheduled shift. Compensation will be paid at time
and one half.

2-13 PROBATIONARY PERIOD means the consecutive twelve-month period from the date
of hire or rehire.

2.14 PROBATIONARY EMPLOYEE means an employee who has not completed the
probationary period.

2-15 REGULAR BASE PAY means the Employee's monthly rate of pay exclusive of any
overtime pay or any other supplemental pay.

2.16 REST BREAKS means two fifteen (15) minute periods during the scheduled shift during
which the Employee remains on continuous duty and is responsible for assigned duties.

2.17 SCHEDULE means any combination of shifts. A work schedule shall continue in effect
for periods of time not less than ninety (90) nor more than three hundred and sixty-five
(365) calendar days in duration.

2.18 SHIFT means a continuous eight (8) to twelve (12) hour work period as designated on
the official divisional schedule which has a specific and designated beginning and
terminating time, as established by the Employer.

ARTICLES RECOGNITION

3.1 The Employer recognizes the Union as the exclusive bargaining representative under
Minnesota Statutes 179A.03, subdivision 8, for the following position classifications:
Police Officer and Police Detective.

3.2 Should there be any dispute as to a new position established during the life of this
Agreement, both parties agree to refer such dispute to the State Bureau of Mediation
Services.



ARTICLE 4 UNION SECURITY

4.1 During the life of this Agreement, the Employer agrees to deduct monthly Union dues
for Employees who are members of the Union and who request in writing to have their
regular monthly Union dues checked off. The Employer shall remit such deduction to
the appropriate designated officer of the Union.

4.2 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 the provisions of this Article.

4.3 Not more than one (1) member of the Union Negotiating Committee may be absent from
duty with full pay for negotiation sessions for the purpose of negotiating terms of an
Agreement if such sessions are scheduled at a time when a team member Is scheduled
to be on duty. Such absences from work must be approved by the Division Head and
only if the Division Head determines the absence would not be detrimental to division
work programs.

4.4 The Employer agrees to allow the Union to use the Employer specified bulletin boards
for the purpose of posting Union meetings, Union elections, Union election returns, and
Union recreational or social affairs. The Union agrees to limit the posting of such
notices to its bulletin board space. It is specifically understood that in no event shall
such notices be politically partisan, derogatory or critical of the Employer, or the
Employer's officers or agents nor shall such notices be derogatory or critical of the
services, techniques, or methods of the Employer.

ARTICLE 5 EMPLOYER SECURITY

5.1 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,
slowdowns, resignations, absenteeism, the willful absence from one's position, the
stoppage of work or the abstinence in whole or part of the full, faithful and proper
performance of the duties of employment. In the event that any employee violates this
Article, the Union shall immediately notify any such employees in writing to cease and
desist from such action and shall instruct them to immediately return to their normal
duties. Any or all employees who violate any of the provisions of this Article may be
discharged or otherwise disciplined.

ARTICLE 6 EMPLOYER AUTHORITY

6.1 The Union recognizes the prerogative of the Employer to operate and manage the
affairs of the Police Division of the Department of Public Safety in all respects in
accordance with existing and future laws and regulations of appropriate authorities,
including personnel policies and division work rules. The prerogatives and authority
which the Employer has not officially abridged, delegated or modified by this Agreement
are retained by the Employer, such as, but not limited to; direct employees, hire,
promote, transfer, assign, retain employees in positions, and suspend, demote or
discharge or take disciplinary action against employees, relieve employees from duties



because of lack of work or other legitimate reasons, maintain the efficiency of the
government operations; determine the methods, means, job classifications and
personnel by which such operations are to be conducted, take whatever actions may be
necessary to carry out the missions of the Employer in situations of emergency;
determine reasonable schedules of work and establish the methods and processes by
which work is performed.

6.2 The Employer's non-exercise of any function hereby reserved to it, or its exercising any
such function in a particular way shall not be deemed a waiver of its right to exercise
such function or preclude the Employer the express provisions of this Agreement.

6.3 The enumeration of the rights and duties of the Employer in this Agreement shall not be
deemed to exclude other inherent management rights and management functions not
expressly reserved herein and all management rights and management functions not
expressly delegated in this Agreement are reserved to the Employer.

ARTICLE 7 GRIEVANCE PROCEDURE

Definition of a Grievance.- A grievance is defined as a dispute or disagreement as to the
Interpretation or application of the specific terms and conditions of this Agreement, or as
to disciplinary actions taken by the Employer.

All grievances must be filed within twenty-one (21) calendar days after occurrence of
the circumstances giving rise to the grievance, otherwise the right to file a grievance is
forfeited and no grievance shall be deemed to exist.

^■2 Union Representatives. The Employer will recognize representatives 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 when so
designated.

Processing of a Grievance. It is recognized and accepted by the Union that the
processing of grievances as hereinafter provided is limited by the job duties and
responsibilities of the Employees and shall therefore be accomplished during normal
working hours only when consistent with such Employee duties and responsibilities.
The Union shall be limited to a maximum total of forty-eight (48) hours per calendar year
of Employer time at straight time in either time off duty or compensatory time to attend
scheduled meetings with the Employer to discuss grievances and investigatory
interviews which could lead to discipline. Such time within the forty-eight (48) hour
maximum shall be used by Union officers only with the specific approval of the
Employer to attend meetings with the Employer.

7.4 Procedure. Grievances, as defined in Article 7.1, shall be resolved in conformance with
the following procedure:

Step 1. A non-probationary Employee claiming a violation concerning the
interpretation or application of this Agreement shall, within twenty-one (21)



calendar days after such alleged violation has occurred, present such
grievance in writing to the Employee's supervisor as designated by the
Employer. The Employer designated representative will discuss and give
an answer to such Step 1 grievance in writing within twenty-one (21)
calendar 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 specific provision or
provisions of the Agreement allegedly violated, and the remedy requested
and shall be appealed to Step 2 within twenty-one (21) calendar days after
the Employer designated representative's final answer in Step 1. Any
grievance not appealed in writing to Step 2 by the Union within twenty-one
(21) calendar days shall be considered waived.

Step 2. If appealed, the written grievance shall be presented by the Union and
discussed in a meeting with the Director of Public Safety or designated
representative at a time mutually agreeable to the parties within 10
working days of receipt of the written grievance. The Employer
designated representative shall give the Union the Employer's Step 2
answer in writing within twenty-one (21) calendar days after receipt of
such Step 2 grievance. A grievance not resolved in Step 2 may be
appealed to Step 3 within twenty-one (21) calendar days following the
Employer designated representative's final Step 2 answer. Any grievance
not appealed in writing to Step 3 by the Union within twenty-one (21)
calendar days shall be considered waived.

Step 3. If appealed, the written grievance shall be presented by the Union and
discussed with the Employer designated Step 3 representative outside of
the Public Safety Department. The Employer designated representative
shall give the Union the Employer's answer in writing within twenty-one
(21) calendar days after receipt of such Step 3 grievance. A grievance not
resolved in Step 3 may be appealed to Step 3a or the procedure set forth
in Sections 5 and 6 of this Article within twenty-one (21) calendar days
following the Employer designated representative's final answer in Step 3.
Any grievance not appealed in writing to the procedure set forth in Section
3a, or Sections 5 and 6 of this Article by the Union within twenty-one (21)
calendar days shall be considered waived.

Step 3a. If the grievance is not resolved at Step 3 of the grievance
procedure, either the Union or the Employer may submit the
matter to mediation within twenty-one (21) calendar days
following the Employer's designated representative's final
answer in Step 3. Submitting the grievance to mediation
preserves timelines as set forth in Section 5 and 6 of this
Article.

7.5 Waiver. 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 Union may elect to treat the grievance as
denied at that step and immediately appeal the grievance to the next step. The time
limit in each step may be extended by mutual agreement of the Employer and the
Union.

Choice of Remedy. If the grievance remains unresolved as a result of the written
Employer response in Step 3 or failure to resolve the grievance in mediation in Step 3a,
and if the grievance involves suspension, demotion, or discharge, the grievance may be
appealed either to the procedure of Section 7 of this Article or to a procedure such as:
Veterans' Preference, or Fair Employment. If appealed to any procedure other than the
procedure of Section 7 of this Article, the grievance is not subject to the arbitration
procedure as provided in Section 7 of this Article. The aggrieved Employee shall
Indicate in writing which procedure is to be utilized-Section 7 of Article 7 or another
appeal procedure-and shall sign a statement to the effect that the choice of any other
hearing precludes the aggrieved Employee from making a subsequent appeal throuah
Section 7 of Article 7.

7.7 If both parties, having exhausted the grievance steps provided herein, cannot settle a
grievance, either party may submit the issue in dispute to arbitration as provided in the
Public Employment Labor Relations Act of 1971, as amended. The selection of an
arbitrator shall be made in accordance with the "Rules Governing the Arbitration of
Grievances" as established by the Bureau of Mediation Services.

7.8 Authoritv of Arbitrator.

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

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 thirty (30) calendar days following the close of
the hearing or the submission of briefs by the parties, whichever is later, unless
the parties agree to an extension thereof. The decision shall be based solely
upon the arbitrator's interpretation of the meaning or application of the express
terms of the Agreement to the facts of the grievance presented.

C. The fees and expenses of the arbitrator's services and proceedings shall be
borne equally by the Employer and the Union provided that each party shall be
responsible for compensating its own representatives and witnesses. If either
party desires a verbatim record of the proceedings, it may cause such a record to
be made, providing it pays for the record. If both parties desire a verbatim record



of the proceedings, the cost shall be shared equally.

ARTICLE 8 WORK SCHEDULE

8.1 The sole authority in establishing work schedules, including relief schedules, is the
Employer. The normal work day shall be eight (8) to twelve (12) consecutive hours for
Police Officers and Police Detectives, as designated on the official divisional schedule,
and the normal work week shall be an averaged forty (40) hours.

8.2 Service to the public may require the establishment of daily, weekly, seasonal or annual
work schedules which depart from the normal work week or the normal work day. The
Employer shall, except in the case of emergency, give the Union twenty (20) days
notice of a change in the work schedule and for training.

ARTICLE 9 DISCIPLINE

9.1 Probationary employees may be disciplined or discharged by the Employer in its sole
and exclusive discretion at any time during the probationary period, with or without
cause.

9.2 The Employer will discipline non-probationary Employees for just cause only. Discipline
will be in one or more of the following forms; (a) documented oral reprimand; (b) written
reprimand; (c) suspension with or without pay; (d) demotion; or (e) discharge.

9.3 Suspension, demotions and discharges will be in written form.

9.4 Written reprimands, notices of suspension, and notices of discharge which are to
become part of an Employee's personnel file shall be read and acknowledged by
signature of the Employee. Employees and the Union will receive a copy of such
reprimands and/or notices.

9.5 Employees may examine their own Individual personnel files at reasonable times under
the direct supervision of the Employer.

9.6 Employees will not be questioned concerning an investigation of disciplinary action
unless the Employee has been given an opportunity to have a Union representative
present at such questioning.

9.7 Grievances arising under this Article relating to suspension, demotion or discharge shall
be initiated by the Union in Step 2 of the grievance procedure under Article 7.

ARTICLE 10 PERSONAL LEAVE

10.1 Personal Leave with pay is granted to all full-time permanent and full-time probationary
employees at the rate of 3 hours biweekly, up to a maximum accrual of 204 hours.
Personal Leave may be used for any reason, and is required to be used for illness or
injury necessitating absence from work, except when the employee is eligible for short-
term disability or long-term disability benefits.



10.2 All Personal Leave must be approved by the Department Director or the designated
representative and filed In the prescribed manner vi/ith the Human Resources Office.

10.3 In the event an employee terminates employment \A/ith the Employer in good standing
the employee shall be paid for the accumulated Personal Leave hours as of the
termination up to a maximum of 204 hours.

ARTICLE 11 BEREAVEMENT LEAVE

11.1 The Employer will grant to eligible employees up to a maximum of twenty-four (24)
hours of Bereavement Leave for the death of the following employee or spouse family
members; spouse or registered domestic partner, parents, children, siblings,
grandparents, grandchildren, mother-in-law, father-in-law, brother-in-law and sister-in-
law. son-in-law and daughter-in-law, stepparents and/or legal guardians, and
stepchild/foster child. The City Manager may approve exceptions to this list.

ARTICLE 12 INJURY-ON-DUTY LEAVE

12.1 For purposes of determining eligibility for Injury-On-Duty Leave, the State of
Minnesota s three-day waiting period for Workers' Compensation benefit eligibility shall
not apply to injuries sustained by an Employee working at an assigned duty within the
scope of the Employee's employment with the City of Richfield and within the operating
policies and procedures of the Richfield Department of Public Safety. Eligibility for
Injury-On-Duty Leave will continue until a determination is made whether the injury
qualifies for Workers' Compensation or indemnity benefits or 30 days, whichever is
sooner. Once an Employee's injury is deemed ineligible for Workers'Compensation
benefits, Injury-On-Duty Leave immediately ceases.

12.2 If the Employee is found to be eligible for Injury-On-Duty Leave, the Employee shall
receive supplementary payments from the Employer equal to the difference between
the total amount of all other Employer injury related benefits, i.e. workers'
compensation, pension disability benefits, and the employee's normal net rate of pay,
after subtraction of Federal and State tax withholding and retirement contributions, for a
maximum of ninety (90) consecutive calendar days. Such supplementary payments
shall not be charged against the Employee's accrued personal leave.

12.3 Injury-On-Duty Leave shall extend for a maximum of ninety (90) consecutive calendar
days following the date of workers' compensation eligibility. The Employer may require
the injured Employee to be examined by a physician selected by the Employer in order
to determine whether the Employee is able to return to work pursuant to the provisions
of Section 4.

12.4 Injury-On-Duty Leave shall be terminated by the Employer at such time as a duly
qualified physician determines that the Employee is completely able to perform all of the
duties for the Employer within the job classification the Employee held prior to injury.

12.5 In those cases where the Employee sustains injuries of such severity that it requires
more than ninety (90) consecutive calendar days before the Employee is completely
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able to perform all of the Employee's assigned duties, the Employer may, at its sole
discretion, extend the ninety (90) day maximum as referred to in Section 2 and Section
3.

ARTICLE 13 VACATION LEAVE

13.1 Ail employees shall be eligible for vacation leave except that no Employee shall be
allowed to use vacation leave until after the completion of one full year of employment.

13.2 Employees shall accrue vacation leave according to the following schedule:

A. From the beginning of continuous employment through the fifth (5th) year of
continuous employment, each Employee shall earn vacation at the rate of ninety-
six (96) hours per year. Such vacation leave shall be credited to the Employee at
the rate of three and seventy hundredths (3.70) hours per biweekly payroll
period.

B. After the fifth (5th) year and on through the tenth (10th) year of continuous
employment, each Employee shall earn vacation at the rate of one hundred
twenty (120) hours per year. Such vacation leave shall be credited to the
Employee at the rate of four and sixty-two hundredths (4.62) hours per biweekly
payroll period.

C. After the tenth (10th) year and on through the fifteenth (15th) year of continuous
employment, each Employee shall earn vacation at the rate of one hundred forty-
four (144) hours per year. Such vacation leave shall be credited to the Employee
at the rate of five and fifty-four hundredths (5.54) hours per biweekly payroll
period.

D. After the fifteenth (15th) year and on through the nineteenth (19th) year of
continuous employment and on, each Employee shall earn vacation at the rate of
one hundred sixty (160) hours per year. Such vacation leave shall be credited to
the Employee at the rate of six and sixteen hundredths (6.16) hours per biweekly
payroll period.

E. After the nineteenth (19th) year of continuous employment and on, each
Employee shall earn vacation at the rate of one hundred sixty-eight (168) hours
per year. Such vacation leave shall be credited to the Employee at the rate of six
and forty-six one hundredths (6.46) hours per biweekly pay period.

P. After the twentieth (20th) year of continuous employment and on, each Employee
shall earn vacation at the rate of one hundred seventy-six (176) hours per year.
Such vacation leave shall be credited to the Employee at the rate of six and
seventy-seven one hundredths (6.77) hours per biweekly pay period.

G. After the twenty-fourth (24'^) year of continuous employment and on, each
Employee shall earn vacation at the rate of one hundred eighty-four (184) hours
per year. Such vacation leave shall be credited to the Employee at the rate of
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seven and eight hundredths (7.08) hours per biweekly pay period.

H. After the twenty-ninth (29'^) year of continuous employment and on, each
Employee shall earn vacation at the rate of one hundred ninety-two (192) hours
per year. Such vacation leave shall be credited to the Employee at the rate of
seven and thirty-eight hundredths (7.38) hours per biweekly pay period.

13.3 Vacation leave may be accrued up to a maximum of two hundred forty-eight (248)
hours. This provision can be waived only if the Director of Public Safety or the
designated representative provides the Human Resources Division written authorization
to waive this maximum prior to an Employee's reaching the maximum accrual.
Employees shall use vacation leave in increments of not less than one (1) hour.

13.4 Vacation selection rights shall be determined within work groups by job classification
seniority.

Department Director Approval. All vacation leave schedules must be approved by the
Department Director or the designated representative and filed in the prescribed
manner with the Human Resources Office. In approving such schedules, the
Department Director or the designated representative shall consider the needs of the
municipal service and the job classification seniority and wishes of the Employee and
shall respond to the Employee's request within a reasonable length of time.

13.6 In the event an Employee voluntarily terminates employment with the Employer or is
discharged, the Employee shall be paid for the Employee's accumulated vacation hours
as of the termination date, provided the Employee has given two weeks' notice of the
termination. Employees who voluntarily terminate prior to completing a year of
continuous and active City service shall not be eligible for terminal vacation pay.

13.7 Section 7: Employees may sell back forty-eight (48) hours of vacation leave each year if
they have an accumulated bank of leave in excess of sixty-four (64) hours. Employees
eligible to sell back vacation authorized under this section may do so only once per
calendar year between February 15 and November 15.

ARTICLE 14 HOLIDAY LEAVE

14.1 Employees shall receive ninety-six (96) hours of holiday leave per year. Eight (8) hours
of holiday leave shall be granted for each of the following eligible holidays; New Year's
Day; Martin Luther King Jr. holiday (the third Monday in January); Lincoln's Birthday;
Washington's Birthday; Good Friday; Memorial Day (the last Monday in May);
Independence Day, July 4; Labor Day (the first Monday in September); Colurribus Day
(the second Monday in October); Veteran's Day, Thanksgiving Day (the fourth Thursday
in November); and Christmas Day, December 25.

14.2 Holiday Leave may be accrued to a maximum of ninety-six (96) hours.

14.3 Holiday leave may be taken at any time during the year with the provision that all such
leave requests must be approved by the Department Director or the designated
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representative. In approving such schedules, the Department Director or the
designated representative shall consider the needs of the municipal service and the job
classification seniority and wishes of the Employee and shall respond to the Employee s
request within a reasonable length of time. In the event an Employee has exhausted all
accrued holiday leave, and is scheduled off during their normal duty assignment on a
holiday named in Section 4 herein, the Employee must request the use of accrued
compensatory or vacation time to be paid for such hours. Employees shall be charged
for the use of holiday leave in increments of not less than two (2) hours per occurrence.

14.4 An Employee who works at the express authorization of the Employer will be
compensated at time and one-half (1 1/2) the Employee's regular base rate, in either
compensatory time or monetary payment, at the option of the Employee, subject to the
provisions of Section 1. Article 15 - Overtime Pay, for all hours worked in addition to the
holiday leave granted for the following holidays:

New Year's Day
Lincoln's Birthday

Memorial Day

Fourth of July
Labor Day
Thanksgiving Day
Christmas Day

Veteran's Day

Martin Luther King Jr. Day
Washington's Birthday
Columbus Day

Good Friday

Employees assigned to investigative positions and assignments including Detectives,
Officer assigned to Investigations, Crime Prevention and Juvenile Investigator/School
Liaison Officer, who work at the expressed authorization of the Employer, will be
compensated at straight time for all hours worked in addition to the holiday leave
granted for the following holidays:

• Martin Luther King Jr. Day
• Washington's Birthday
•  Lincoln's Birthday
•  Columbus Day

• Good Friday

• Veteran's Day (except for Juvenile Investigator/School Liaison Officer)

14 5 For the purpose of computing overtime compensation on holidays, an Employee shall
receive time and one-half (1 1/2) the Employee's regular base rate for all hours worked
in excess of the Employee's regularly scheduled shift.

14.6 In the event an Employee voluntarily terminates employment with the Employer or Is
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discharged, the Employee shall be paid for the accumulated holiday leave hours as of
the termination date, provided the Employee has given two (2) weeks written notice of
the termination. Employees who voluntarily terminate prior to completing a year of
continuous and active City service shall not be eligible for terminal holiday leave pay.

147 In the event an Employee terminates his employment with the Employer or is
discharged and has used more holiday leave than accrued at the date of termination, an
adjustment will be made in the Employee's compensation resulting in the Employee '
being paid only for holiday leave accrued to the date of termination.

ARTICLE 15 OVERTIIVIE PAY

15.1 Time worked in excess of the Employee's regularly scheduled shift at the express
authorization of the Employer will be compensated for at time and one-half the
Employee s regular base rate in either compensatory time or monetary payment at the
option of the Employee subject to a seventy-six (76) hour maximum compensatory time
accumulation per Employee. Employees may exceed the seventy-six (76) hour
maximum accumulation with the prior approval of the Department Director. A
scheduled change of shifts within a twenty-four (24) hour period does not qualify for
overtime.

15.2 Employees may be assigned to work overtime at the reasonable discretion of the
Employer. Employees shall be required to work overtime unless excused by the
Employer.

15.3 An Employee called back to work at a time other than his/her normal scheduled shift
shall receive a minimum of two (2) hours overtime pay. Reporting early for a shift or an
extension of a shift shall not qualify for this minimum.

15.4 Employees who are required to testify in court during off-duty hours shall receive a
minimum of three (3) hours overtime pay. Reporting early for a shift or an extension of
a shift for court duty does not qualify for this minimum.

15.5 Employees who are required to be on standby to testify in court during off-duty hours
shall receive thirty-seven dollars ($37) per occurrence.

ARTICLE 16 INSURANCE

16.1 Effective January 1, 2020, the Employer shall contribute up to a maximum of nine
hundred twenty-one dollars and fifty cents ($921.50) per month for Employee
single coverage health insurance, one thousand three hundred and twelve
dollars ($1,312) per month per Employee for Employee plus spouse or employee
plus child(ren) dependent health insurance coverage and one thousand four
hundred and thirty-five dollars ($1,435) towards the family health insurance
premium offered Employees for calendar year 2020. The Employer contribution
cannot exceed the cost of individual coverage for Employees selecting individual
coverage. The Employer health insurance contribution amount will be the same
contribution that the City's General Services and Management employees

14



receive In 2021.

16.2 The Employer shall provide the Employee with term life and accidental death and
dismemberment insurance in the amount of $35,000.

16.3 The Employer shall continue to provide the Employees with full false arrest insurance.

16.4 Effective January 1, 2020. the Employer shall contribute up to a maximum of
sixty dollars ($60.00) per month for individual coverage of the Employee toward a
group dental insurance premium offered by the Employer. The Employer dental
contribution amount will be the same contribution that the City s General Services
and Management employees receive in 2021.

16.5 The Employer will provide ail employees with Short-term Disability Insurance.
Short-term Disability Insurance will accrue to eligible employees at the rate of two
(2) benefit days per month, up to a maximum of 122 benefit days. Short-term
Disability Insurance will provide a disability income for qualifying absences at a
rate of 100% of the Employee's regular base wage and become effective after
the 80th continuous working hour of a qualifying absence and continue up to a
maximum of 122 days, or until the employee's accrued benefit days have been
exhausted, whichever occurs first. An employee shall not be eligible for Short-
term Disability Insurance once the employee has qualified for Long-term
Disability Insurance.

16.6 The Employer will provide Employees with a Long-term Disability Insurance as selected
by the Employer. Long-term Disability Insurance will: become effective after 180
consecutive calendar days of qualifying absence from work due to disability: be equal to
60% of the Employee's regular base wage at the time of disability; and will be subject to
integration with benefits payable by other plans. The Employer will pay up to $.0064 x
salary/person towards the premium. This is a mandatory benefit, all employees must
participate.

16.7 All insurance benefits mentioned herein shall be selected by the Employer.

ARTICLE 17 TUITION REIWIBURSEWIENT

17.1 The Employer shall provide the benefits of the Richfield Employee Educational
Program.

ARTICLE 18 COLLEGE INCENTIVE

18.1 Eligible employees shall receive $2,925 for each approved college semester credit
earned. The payment for approved college credit shall be based upon increments of
twenty (20) semester credits with a maximum college incentive allowance during this
period of one hundred twenty (120) approved college semester credits for three
hundred fifty-one ($351) dollars with incremental payments determined as follows:

•  For twenty semester credits, $58.50/month
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•  For forty semester credits, $117.00/month
•  For sixty semester credits, $175.50/month
•  For eighty semester credits, $234.00/month
•  For one hundred semester credits, $292.50/month
•  For one hundred twenty semester credits, $351.00/month

Eligible employees shall receive $3,025 for each approved college semester
credit earned with a maximum college incentive allowance of three hundred sixty
-three ($363) dollars with incremental payments determined as follows:

•  For twenty semester credits, $60.50/month
•  For forty semester credits, $121.00/month
•  For sixty semester credits, $181.50/month
•  For eighty semester credits, $242.00/month
•  For one hundred semester credits, $302.50/month
•  For one hundred twenty semester credits, $363.00/month

18.2 College credits earned by an Employee must be approved by the Director of Public
Safety in order for the Employee to receive college Incentive pay for such credits. In
order for college credits to be approved, such credits must apply toward the attainment
of the four (4) year job-related college degree.

18.3 Employees must complete four (4) years of service before becoming eligible to receive
incentive pay. Employees with more than two years, but less than four years of service
as of January 1, 1982, shall continue to receive fifty (50) cents per credit for all college
credits approved for reimbursement as of January 1, 1982. and shall not be eligible for
any increase in per credit reimbursement until after completion of four years of service,
and/or completion of the next increment of twenty credits.

18.4 The Director of Public Safety may withhold all or part of an Employee's college incentive
pay if the Employee receives an unsatisfactory summary evaluation on the work
progress report.

18.5 An Employee must receive a passing grade equivalent to a "C" or better in order to
receive college incentive pay for credits earned.

18.6 College incentive pay shall be applied quarterly to the Employee's regular rate of pay.

ARTICLE 19 CLOTHING AND EQUIPMENT ALLOWANCE

19.1 Effective January 1, 2020, the maximum clothing and equipment allowance for
personnel in the Police Officer and Detective job classifications shall be eight hundred
and eighty-five dollars ($885) dollars. Effective January 1, 2021, the maximum clothing
and equipment allowance for personnel in the Police Officer and Detective job
classifications shall be nine hundred and five dollars ($905). The clothing allowance
shall be for the maintenance, repair and replacement of department-required clothinq
and equipment.
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19.2 The list of required police clothing and equipment issued to new police officers provided
by the Employer is located in Addendum B. Probationary Employees shall not be
entitled to receive a clothing allowance during the first year of employment.

ARTICLE 20 SENIORITY RIGHTS AND ASSIGNMENTS

20.1 A reduction of the work force shall be accomplished on the basis of seniority.
Temporary and probationary employees shall be laid off first, in the order named.
Employees shall be recalled from lay-off on the basis of seniority. An Employee on lay
off shall have an opportunity to return to work within twelve (12) months of the time of
the employee's lay-off before any new employee is hired. Recalled employees shall
have ten (10) working days after notification of recall to report to work or forfeit all recall
rights.

20.2 The Employer agrees to furnish the Union with an up-to-date list every twelve (12)
months showing the position classification, appointment date and length of continuous
service for Employees represented by the Union, if two (2) or more employees were
hired on the same day, their names shall appear in accordance with their composite
scores on the employment eligible list, the higher score being listed first. If two (2) or
more employees have the same composite score, their last names shall appear on the
seniority list alphabetically by the first letter of their last names. If two (2) or more
employees have the same composite score and the same last name, the same
procedure shall be followed with respect to their first names.

20.3 Senior qualified Employees shall be given preference in bidding for shifts, within job
classifications. All Employees covered by this Agreement are eligible to bid for shifts by
seniority except those Employees with less than one (1) year continuous service in the
Richfield Police Division at the time of such bidding, or which are herein expressly
exempted. Except as otherwise provided in this contract, the Employer will not assign
an Employee to work a shift other than the one assigned through the bid process, for
the duration of the bid period.

20.4 Bidding shall commence not less than thirty (30) days prior to the commencement of the
work schedule being bid and bidding shall be open until twenty (20) days prior to the
commencement of the work schedule being bid.

20 5 Employees who accept an assignment at the request of the Employer that requires the
Employee to work hours other than those the Employee would be awarded under the
process of seniority bid as provided in this Agreement are deemed to be ineligible for
the duration of the assignment.

20.6 The Employer shall have the sole authority to establish work schedules, including work
relief schedules. Work relief schedules shall be composed of not more than two (2)
shifts per schedule. For the purpose of bidding, any such schedule shall be treated as if
it were one shift.
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ARTICLE 21 SAFETY

21.1 Both the Employer and the Employees agree to maintain sanitary and safe workinq
conditions and equipment.

ARTICLE 22 SAVINGS CLAUSE

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

ARTICLE 23 SALARY SCHEDULE FOR POLICE OFFICERS & DETECTIVES

23.1 The salary schedule for Police Officers and Detectives shall be in accordance with
Addendum A.

23.2 The wage rate for the classification of Detective shall be determined based on a six (6)
per cent wage differential between the top step for Police Officer and the top step for
Detective. ^

23.3 An Employee who Is assigned by the Employer to the assignment of Juvenile
Investigator/School Liaison Officer, the Special Investigative Unit and Hennepin County
Violent Offender Task Force will be compensated at a flat rate of two hundred and fifty-
nve ($255) dollars per month (or pro rata share thereof) in addition to the Employee's
Police Officer step pay as outlined in the current pay plan.

23.4 An Employee who holds the rank of Police Officer and is assigned by the Employer to
Crime Prevention shall be compensated at a rate of an additional one hundred ($100)
dollars per month or a pro-rata share thereof. Effective January 1. 2020 an Employee
who holds the rank of Police Officer and is assigned by the Employer as an Officer

shall be compensated at a rate of two hundred and fifty-five
($255) dollars per month.

23.5 Effective January 1, 2018, an Employee who holds the rank of Police Officer and is
assigned by the Employer to act as an F.T.O. (Field Training Officer), shall be
compensated at a rate of $3.00 per hour for all hours worked as an F.T.O. provided
however, that hours so worked, which are less than four consecutive hours shall not
qualify for the additional compensation.

ARTICLE 24 DETECTIVE ON-CALL STATUS

24.1 The Employer shall have the option of scheduling Detectives for specific periods of "on-
call duty, to provide investigative coverage during the hours of the day, or days of the
week, when no Detective is scheduled for a regular duty shift. Such "on-call" duty
assignments shall be equally distributed among all Detectives, and be reflected on the
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official divisional schedule. In the event that the "on-cali" Detective is called to duty, the
hours worked shall be treated as the Detective's regular duty shift, or portion thereof.

24.2 The provisions as set forth in Section 1 shall not preclude the practice of a Detective, for
personal reasons, arranging for another Detective to cover the "on-call" duty
assignment. However, such transfers or exchanges of "on-call" assignments can be
completed only with the prior approval of the Detective's supervisor.

24.3 Should the Employer elect to utilize the "on-call" option as set forth in Section 1 of this
Article, $125.00 additional compensation per week shall be added to the base pay rate
for the' Detectives performing "on-call" duty, for the duration of such an "on-call" duty
period.

ARTICLE 25 DRUG AND ALCOHOL TESTING POLICY

25.1 The Employer and Union agree to the Employer's implementation of a mandatory drug
and alcohol testing program for all Employees represented by the Union as specified in
Addendum C.

ARTICLE 26 COMPLETE AGREEMENT AND WAIVER OF BARGAINING

26.1 The parties acknowledge that during the negotiations that resulted in this Agreement,
each had the unlimited right and opportunity to make demands and proposals with
respect to any subject or matter not removed by law from the area of collective
bargaining and that the understandings and agreements arrived at by the parties after
the exercise of that right and the opportunity are set forth in this Agreement. Therefore,
the Employer and the Union for the life of this Agreement each voluntarily waive the
right and each agrees that the other shall not be obligated to bargain collectively with
respect to any subject or matter not specifically referred to or covered in this Agreement
even though such subject or matter may not have been within the knowledge or
contemplation of either or both of the parties at the time of negotiations or signing of this
Agreement.

ARTICLE 27 DURATION

27.1 This Agreement shall be in force and effect from January 1, 2020 through December 31,
2021 with regard to all terms and conditions contained herein.

27.2 If either party desires changes In the terms and conditions of this Agreement for the
period beginning January 1. 2022. notification must be made to the other party by
September 1, 2021.

27.3 In witness thereof, the undersigned have caused this Agreement to be executed by their
dated signatures.
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FOR THE CITY OF RICHFIELD

/- J(c-ZX>
cSyManager

I' VI-^
Assistant City Manager (Date)

( < -nalO jg \-\u>-a.6
HR44^nager Date)

FOR LAW ENFORCEMENT LABOR SERVICES, INC., (LOCAL #123)
(RICHFIELD POLICE OFFICERS AND DETECTIVES)

(Date)

Of/fWZ
Union flRein^entative

epresentative

.E.L.S. Busin

7QZi>

(Date)
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ADDENDUM A - POLICE OFFICERS AND DETECTIVES
CONTRACT BETWEEN THE CITY OF RICHFIELD AND

LAW ENFORCEMENT LABOR SERVICES, INC. (LOCAL #123)
SALARY SCHEDULE FOR POLICE OFFICERS & DETECTIVES

A.3 The following is the pay schedule to be implemented by the Employer, effective the first
full pay period of January 2020, for Police Officers, (representing a 3.0% increase)

Normal Progression Through Steps

(1) (2) (3) (4) (5)
Starting After 1 yr. After 2 yrs. After 3 yrs. After 4 yrs

Monthly Pay Rates

1  2 3 4 5
Police Officers $5,317.73 $5,752.93 $6,191.18 $6,691.46 $7,274.84

The following is the pay schedule to be implemented by the Employer, effectiye the first
full pay period of January 2021, for Police Officers, (representing a 3.0% increase)

Normal Progression Through Steps

(1) (2) (3) (4) (5)
Starting After 1 yr. After 2 yrs. After 3 yrs. After 4 yrs

Monthly Pay Rates

1  2 3 4 5
Police Officers $5,477.26 $5,925.52 $6,376.92 $6,892.20 $7,582.35

The following is the pay schedule to be implemented by the Employer, effectiye the last
full pay period of 2021, for Police Officers.

Normal Progression Through Steps

(1) (2) (3) (4) (5)
Starting After 1 yr. After 2 yrs. After 3 yrs. After 4 yrs

Monthly Pay Rates

1  2 3 4 5
Police Officers $5,477.26 $5,925.52 $6,376.92 $6,892.20 $7,634.35

A.4 The following is the pay schedule to be implemented by the Employer, effectiye the first
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full pay period of January 2020, for Police Detectives, (representing a 3.0% increase)

Normal Progression Through Steps

(^) (2) (3) (4) (5)
Starting After 1 yr. After 2 yrs. After 3 yrs. After 4 yrs

Monthlv Pay Rates

1  2 3 4 5
Detectives $6,087.44 $6,416.46 $6,750.89 $7,174.28 $7,705.99

The following is the pay schedule to be implemented by the Employer, effective the first
full pay period of January 2021, for Police Detectives, (representing a 3.0% increase)

Normal Progression Through Steps

(^) (2) (3) (4) (5)
Starting After 1 yr. After 2 yrs. After 3 yrs. After 4 yrs

Monthlv Pav Rates

1  2 3 4 5
Detectives $6,270.06 $6,608.95 $6,953.42 $7,389.51 $8,026.43

The following is the pay schedule to be implemented by the Employer, effective the last full pav
period of 2021, for Police Detectives.

Normal Progression Through Steps

C) (2) (3) (4) (5)
Starting After 1 yr. After 2 yrs. After 3 yrs. After 4 yrs

Monthlv Pav Rates

1  2 3 4 5Detectives $6,270.06 $6,608.95 $6,953.42 $7,389.51 $8,078.43

A.5 Salary Schedule Pay Progression Adjustment. The Employer shall make a one-time
salary schedule pay progression adjustment of $.50 to the base hourly wage at Step 5
of the Police Officer's pay grade to be effective the first full pay period of 2020 and an
additional one-time salary schedule pay progression adjustment of $.50 to the base
hourly wage at Step 5 of the Police Officer's pay grade, effective the first full pay period
of 2021. The Employer shall make a one-time salary schedule pay progression
adjustment of $.30 to the base hourly wage at Step 5 of the Police Officer's pay grade
effective the last full pay period of 2021. All salary schedule pay progression
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adjustments are reflected in the tables above. This section sunsets after calendar year
2021.
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ADDENDUM B - POLICE OFFICERS AND DETECTIVES
CONTRACT BETWEEN THE CITY OF RICHFIELD AND

LAW ENFORCEMENT LABOR SERVICES, INC
(LOCAL #123)

NEW POLICE OFFICER CLOTHING AND EQUIPMENT ISSUE

The following is an updated list of police clothing and equipment issued to new officers
Replacement of these items must be purchased by officers using their annual clothinq '
allowance. ^

UTILITY ITEMS:

1  Utility Belt
2  Utility Belt Keepers

Trouser Belt

Holster

Magazine Holder
Handcuff Holder

Handcuffs

Handcuff Key
Baton Holder

Baton (ASP 16")
Flashlight Holder
Flashlight (Stream Light)
Portable Radio Holder
Key Ring Holder
Latex Glove Pouch
Mace Holder

Mace

Traffic Safety Vest

LOTHING:

Hat (Dress)
Hat (Winter)
Jacket (Gore-Tex)
Rain Jacket (Black/Orange Reversible)
Hat Cover (Dress)

3  Long Sleeve Uniform Shirts
3  Short Sleeve Uniform Shirts
3  Uniform Pants

1  Necktie (Navy Blue)
6  Uniform Socks (Black)
1  Boots or Shoes ($150.00 Max)
1  Body Armor
1  Shirt/Jacket Badge
1  Hat Badge
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2  Name Plates (Blue on Gold)
1  Briefcase

1  Service Weapon
2  Magazines
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ADDENDUM C - POLICE OFFICERS AND DETECTIVES
CONTRACT BETWEEN THE CITY OF RICHFIELD AND

LAW ENFORCEMENT LABOR SERVICES, INC.
(LOCAL #123)

DRUG AND ALCOHOL TESTING POLICY

CITY OF RICHFIELD

DATE: July 27, 1992, updated January 1, 2016

SUBJECT: Drug and Alcohol Testing

Introduction

The purpose of this Personnel Policy is to implement Minnesota Statute 181, regulating
drug and alcohol testing of employees and job applicants. The Human Resources
division will serve as the City's drug and alcohol testing program administrator.

Policv

All present employees and all job applicants are subject to drug and alcohol testing in
conjunction with the provisions of Minnesota Statutes, Sections 181.950-181.957, and the
following provisions:

1. Circumstances Under Which Testing May Occur.

Drug and alcohol testing may be requested and required:

- For all job applicants who have received a conditional offer of employment.

- In accordance with MN Stat. 181.951, subd. 6., the City may request or require an
employee to undergo drug and alcohol testing if the employee has been referred by the
City for chemical dependency treatment or evaluation, or is participating in a chemical
dependency treatment program under an employee benefit plan. In such a case, the
employee may be requested or required to undergo drug or alcohol testing without prior
notice during the evaluation or treatment period and for a period of up to two years
following completing of any prescribed chemical dependency treatment program.

- Without notice if the City has a reasonable suspicion that a current employee:

a. Is under the influence of drugs or alcohol;

Under the Influence shall be determined to be present if the employee is
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perceptibly impaired; has impaired alertness, coordination, reactions, responses
or effort; if the employee's condition threatens the safety of him/herself or others;
or if the employee's condition or behavior presents the appearance of
unprofessional or irresponsible conduct detrimental to the public's perception of
the City as an employer as determined by the Supervisor or Manager or others
observing the employee.

b. Has violated the City's written ordinances, rules, or policies related to drugs and
alcohol;

c. Has sustained or caused another person to sustain a personal injury; or

d. Has caused a work related accident or was operating or helping to operate
machinery, equipment, or vehicles involved in a work related accident.

2. Random Testing and Testing Without Prior Notice.

Random testing without prior notice may be given to those employees who are
participating in either the Special Services Unit, as described in Departmental Directive
264 or Special Investigations Unit, as described in Directive Number 140. Testing
without prior notice may be given to employees who have been referred by the employer
for chemical dependency treatment or evaluation or who are participating in a chemical
dependency treatment program under an employee benefit plan or have participated in a
chemical dependency treatment program in the prior two years.

3. Refusal to Submit to Testing.

If an employee refuses to submit to drug and alcohol testing carried out in conjunction
with this policy, the employee may be subject to discipline including, but not limited to,
discharge. An employee may request a hearing under a negotiated agreement if
permitted, or under the Richfield Code, 310.47 Subd. 2. If a job applicant refuses to
submit to drug and alcohol testing carried out in conjunction with this policy, the job
applicant may not be hired.

An employee or job applicant who, on religious grounds, refuses to undergo drug or
alcohol testing of a blood sample will not be considered to have refused testing, unless
the employee or job applicant also refuses to undergo drug or alcohol testing of a urine
sample.

4. First Failure to Pass Drug and Alcohol Testing.

An employee who for the first time has a positive test result on a confirming test will not
be subject to discharge unless:

a. The City has given the employee an opportunity to participate in a drug or alcohol
counseling or rehabilitation program, and
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b. The employee has refused to participate or has failed to successfully complete the
program within a reasonable time.

5. Failure to Pass Drug and Alcohol Testing Generally.

An employee who receives a positive test result, fails or refuses a confirmatory test and
does not request in writing a confirmatory retest within five working days after notice of
positive confirmatory test results, may be subject to discipline including, but not limited to.
discharge subject to provisions in this policy. Such an employee may request a hearing
under a negotiated agreement if permitted or under the Richfield Code, Section 310.47
Subd. 2. A job applicant who receives a positive test result, fails or refuses a
confirmatory test, does not request in writing a confirmatory retest within five working
days after notice of positive confirmatory test results, may be refused employment and
will be notified of the reason for such refusal.

6. Rights of Employee or Job Applicant and Other Appeal Rights.

An employee or job applicant who receives a positive test result has the right to receive a
copy of the test and, within three working days of notice of the positive test result, to
submit information to the City to explain the result or may request in writing within five
working days of notice a confirmatory retest of the original sample at the employee's or
job applicant's own expense.

7. Acknowledgment.

a. Employees will be given a copy of this policy at the time of implementation and will
indicate on a form that they have seen and been given a copy of the policy.

b. New employees will be given a copy of the policy at orientation.

c. Job applicants conditionally offered a position will receive a copy of this policy
before testing.

Procedures

1. The City of Richfield shall designate the licensed laboratory facility that shall conduct
such tests.

2. This policy shall be distributed to each employee. Each Department shall retain a copy
for employee review.
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NOTICE OF DRUG OR ALCOHOL TEST RESULTS

EMPLOYEE NAME:

DATE RESULTS RECEIVED FROM TESTING COMPANY:

CHECK AS APPROPRIATE:

The result of your initial screening test was negative.

The result of your confirmatory test was negative.

The result of your confirmatory test was positive.

RIGHTS OF EMPLOYEE OR JOB APPLICANT IF CONFIRMATORY TEST IS
POSITIVE:

1. The employee or job applicant has the right to request and receive from the
employer a copy of the test result report.

2. Within three working days after notice of a positive test result on a confirmatory
test, the employee or job applicant may submit information to the employer, in
addition to any submitted prior to the giving of a urine sample, to explain the test
result.

3. Within five days after notice of a positive confirmatory test, the employee or job
applicant may request a confirmatory re-test of the original sample at the
employee's or job applicant's expense. Within three days after receiving the
employee's or job applicant's re-test request, the employer shall notify the testing
agency of the employee's or job applicant's request. The employee or job
applicant may request a different testing agency licensed under Chapter 181. If
the confirmatory re-test does not confirm the original positive test result, no
adverse personnel action based on the original confirmatory test may be taken
against the employee or job applicant.

I have received a copy of this completed document.

SIGNED:^

DATED:
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DRUG AND ALCOHOL TESTING POLICY

I acknowledge receipt of Personnel Policy, Drug and Alcohol Testing.
I have read the Policy and have been able to ask my Supervisor questions about any
part of the Policy I do not understand.

EMPLOYEE NAME:

SIGNED:

DATED: ^
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