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ARTICLE 1.

1.1

This Labor Agreement, hereinafter referred to as the Agreement, is entered into between the
County of Carver, hereinafter sometimes identified as the Employer, and Law Enforcement Labor
Services, Inc., hereinafter sometimes identified as the Union, is entered into in recognition ofthe
parties complete understanding covering terms and conditions of employment.

ARTICLE 2.

2.1

PURPOSE

RECOGNITION

The Employer recognizes the Union as the exclusive representative for all essential P.O.S.T
Board licensed employees of the Carver County Sheriff^s Office, Chaska, Minnesota, who are
public employees within the meaning of Minn, Stat. § 179A.03, subd. 14, in the classification of
Sergeant.

2.2

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

ARTICLE 3.

EMPLOYER AUTHORITY

3.1

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

3.2

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

ARTICLE 4.

UNION SECURITY

4.1

The Employer shall deduct an amount sufficient to provide payment of regular dues established
by the Union from wages of all employees who authorize such deduction in writing. The
Employer shall remit such deductions to the appropriate designated officer of tlie Union with a
list of names of the employees from whose wage deductions were made.

4.2

The Employer shall deduct and remit fair share fees in accordance with the provisions of Minn.
Stat. § 179A.06, subd. 3.

4.3

The Union agrees to indemnify and hold the Employer harmless against any and all claims, suits,
orders or judgments, including attorney's fees, brought or issued against the Employer under the
provisions of Section #.l of this Article.

4.4

The Employer shall provide designated bulletin boards for posting notices of Union business.

4.5

The Employer agrees to recognize stewards certified by the Union.

4.6

Non-employee representatives of the Union, certified to the Employer as provided herein shall
notify the Employer prior to coming on the premises. The Union representatives will not

interfere with the work ofthe employees. The Union agrees there shall be no solicitation of
membership or signing up of members on the Employer's premises.
ARTICLE 5.

5.1

SENIORITY

County Seniority means an employee's total length of continuous full-time service with the
County of Carver.

5.2

Classification Seniority means an employee's total length of continuous full-time service in a
specific job classification.

5.3

Department Seniority means an employee's total length of continuous full-time service with the
Carver County Sheriffs Office.

5.4

Layoff shall be accomplished by the use of inverse classification seniority.

5.5

Seniority rosters shall be maintained by the Sheriff on the basis of County Seniority, Department
Seniority and Classification Seniority. The Sheriff shall post the rosters in an appropriate
location at all times and make them available upon request.

ARTICLE 6.

GRIEVANCE PROCEDURE

6.1

Definition ofa Grievance. A grievance is defined as a dispute or disagreement as to the
interpretation or application ofthe specific terms and conditions ofthis contract.

6.2

Union Representation. The County will recognize representatives designated by the Union as the
grievance representatives of the bargaining unit having the duties and responsibilities established
by the Article. The Union shall notify the County in writing of the names of such Union
Representatives and of their successors when so designated.

6.3

Processing of a Grievance. It is recognized and accepted by the Union and the County that the
processing of grievances as hereinafter provided is limited by the job duties and responsibilities
of the employees and shall therefore be accomplished during normal working hours only when
consistent with such employee's duties and responsibilities. The aggrieved employee and the
Union Representative shall be allowed a reasonable amount of time without loss in pay when a
grievance is investigated and presented to the County during normal working hours provided the
employee and the Union Representative have notified and received the approval of the County
who has determined that such absence is reasonable and would not be detrimental to the work

programs of the County.
6.4

Procedure. Grievances, as defined by Article 6.1, shall be resolved in conformance with the
following procedure:
Step I. An employee claiming a violation concerning the Interpretation or application of this

Agreement shall, within fourteen(14)calendar days after such alleged violation has occurred,
present such grievance to the Sheriffs designated representative. The Sheriffs designated
representative will discuss and give an answer to such Step 1 grievance within ten (10)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 provision or

provisions ofthe Agreement allegedly violated, and the remedy requested and shall be appealed
to Step 2 within ten(10)calendar days after the Sheriffs designated representative's final answer

in Step 1. Any grievance not appealed in writing to Step 2 by the Union within ten (10)calendar
days shall be considered waived.
Step 2. If appealed, the written grievance shall be presented by the Union and discussed with the
Sheriffs designated Step 2 representative. The Sheriffs designated representative shall give the
Union the Sheriffs Step 2 answer in writing within ten (10)calendar days after receipt of such
Step 2 grievance. A grievance not resolved in Step 2 may be appealed to Step 3 within ten(10)
calendar days following the Sheriffs designated representative's final Step 2 answer. Any
grievance not appealed in writing to Step 3 by the Union within ten(10)calendar days shall be
considered waived.

Step 3. If appealed, the written grievance shall be presented by the Union and discussed with the
County's designated Step 3 representative. The County's designated representative shall give the
Union the County's answer in writing within ten (10)calendar days after receipt of such Step 3
grievance. A grievance not resolved in Step 3 may be appealed to Step 4 within ten(10)calendar
days following the County's designated representative's final answer in Step 3. Any grievance
not appealed in writing to Step 4 by the Union within ten (10)calendar days shall be considered
waived.

Step 3A. 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(BMS)for mediation

within ten (10) days after receipt of the Employer's final answer in Step 3. 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 ten (10)days of the date of the mediation meeting.
Step 4. A grievance unresolved in Step 3 and appealed to Step 4 shall be submitted to arbitration
subject to the provisions ofthe Public Employment Labor Relations Act of 1971 as amended.

The selection ofan arbitrator shall be made in accordance with the "Rules Governing the
Arbitration of Grievances" as established by the Bureau of Mediation Services.
6.5

Arbitrator's Authority.

1.

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

2.

The arbitrator shall be without power to make decisions contrary to or inconsistent with,
or modifying or varying in any way the application oflaws, rules or regulations having
the force and effect of law. The arbitrator's decision shall be submitted in writing within
thirty (30)days following close of the hearing or the submission of briefs by the parties,
whichever be later, unless the parties agree to an extension. The decision shall be
binding on both the County and the Union and shall be based solely on the arbitrator's

interpretation or application of the express terms of this contract and to the facts ofthe
grievance presented.

3.

The fees and expenses for the arbitrator's services and proceedings shall be borne equally
by the County 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.
6.6

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 County's
last answer. If the County 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 County and the Union.

6.7

Choice of Remedy. If, as a result of the written County response in Step 3, the grievance remains
unresolved, and if the grievance involves the suspension, demotion, or discharge of any employee
who has completed the required probationary period, the grievance may be appealed, either to
Step 4 of Article 6, or a procedure such as: Civil Service, Veterans Preference or Human Rights.
If appealed to any procedure other than Step 4 of Article 6, the grievance is not subject to the
arbitration procedure as provided in Step 4 of Article 6. The aggrieved employee shall indicate in
writing which procedure is to be utilized-Step 4 of Article 6, 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 through Step 4 of Article 6.

6.8

An employee pursuing a remedy pursuant to a statute under the jurisdiction ofthe United States
Equal Employment Opportunity Commission is not precluded from also pursuing an appeal under
the grievance procedure ofthis 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 iudiciallv or
legislatively overruled, this Section 6.8 shall be immediately null and void and shall be deleted
from this Agreement.
ARTICLE 7.

7.1

Neither the Union, its officers or agents, nor any ofthe employees covered by this Agreement
will engage in, encourage, sanction, support or suggest any strikes, slow- downs, mass
absenteeism, sympathy strike, the willful absence from one's position, the stoppage of work or
the abstinence in whole or in part of the full, faithful and proper performance of duties of
employment for the purpose of inducing, influencing, or coercing a change in the conditions or
compensation or the rights, privileges or obligations of the employment. In the event that any
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 return to their normal
duties. Any or all employees who violate any ofthe provisions of this Article will be subject to
discharge or other discipline.

ARTICLE 8.

8.1

NO STRIKE

PROBATION/TRIAL PERIOD

All newly hired or rehired employees shall serve a one (1) year probationary period. All
employees promoted into this unit shall serve a one (1) year trial work period in such new job
classification.

8.2

The Employer, at its sole discretion, may discipline or discharge a probationary employee and
such action shall not be subject to the grievance procedure. At any time during the trial work

period an employee promoted to a new job classification may be demoted to their previous
position at the sole discretion of the Employer.
ARTICLE 9.

9.1

WORK SCHEDULE

The normal work year shall be two thousand eighty (2080) hours(80 hours in a 14-day pay

period). The normal work year for 12-hour shift schedules shall be two thousand one hundred
and eight-four(2,184) hours(84 hours in a 14-day pay period.).

Hours shall be accounted for by each employee through:
a)
b)

hours worked on assigned shifts;
holidays;

c)
d)

assigned training; and
authorized leave time.

9.2

Sergeants assigned to general patrol shall be allowed to bid for shifts based on classification
seniority.

9.3

Nothing contained in this Article shall be interpreted to be a guarantee of a minimum or
maximum number of hours the Employer may assign employees.

ARTICLE 10.

10.1

HOLIDAYS

Employees shall be entitled to compensated time off for designated holidays, provided the

employee is on compensated payroll status the last assigned work day preceding the holiday and
the first assigned work day following the holiday.
10.2

Designated eight(8) hour holidays are:
New Year's Day - January 1
Martin Luther King Day - Third Monday in Januaiy

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 - 4'^ Thursday in November
Friday after Thanksgiving

Christmas Day - December 25
Employees shall also receive three(3)floating holidays commensurate with the employee's
regular daily shift (example: an employee who regularly works a ten (10) hour shift receives a ten
(10) hour floating holiday; an employee who regularly works an eight(8) hour shift receives an
eight(8)hour floating holiday).
10.3

When a designated holiday falls on a Sunday, the following Monday shall be observed as the
holiday. When a designated holiday falls on a Saturday, the preceding Friday shall be the
observed holiday.

10.4

Holidays which occur within an employee's approved and compensated vacation or sick leave
period will not be chargeable to the employee's vacation or sick leave time.

10.5

For employees working in assignments with continuous shifts (24/7) the holidays listed in Section
10.2 above shall be the designated (calendar) holidays.

10.5.1

An employee who is scheduled to work, and works the holiday, will accrue
eight (8) deferred holiday bank hours as their compensation for the holiday.
Employees may accrue deferred holiday bank hours not to exceed one hundred
fifty-two (152) hours. Deferred holiday bank hours shall be used, subject to
mutual agreement between the Employer and the employee and in accordance
with the procedures governing vacation usage. Holiday bank hours which
exceed the one hundred fifty-two (152) hour maximum shall be paid out at the
next regular pay day. Holiday bank hours must either be used as time off or
cashed out in accordance with Section 10.8. Holiday bank hours shall not be
paid as severance compensation.

10.5.2

An employee who is not scheduled (i.e., a regular scheduled day off) or is
scheduled off and does not work the holiday shall receive eight (8) hours of
pay or eight(8) hours of deferred holiday bank, at the employee's election. An

employee earning deferred holiday bank hours pursuant to this provision shall
utilize an equivalent number of hours by the end of the same payroll year in
which the hours were earned. The employee shall make the election after shift
bid and before the start of the new payroll year.
10.5.3

10.6

Employees working on the designated holidays shall receive two (2) times
(double time) their hourly rate of pay for each hour worked, in addition to eight
(8) hours deferred holiday bank time provided in Section 10.5.1.

For employees who are primarily assigned regular business hours and normally scheduled off on
observed holidays, the holidays listed in Section 10.2 above shall be the observed holidays.
These employees shall receive eight(8) hours of pay for the observed holiday.
10.6.1

If these employees are required to work on the observed holiday and the
observed holiday is not the same as the designated holiday, they will also
receive one and one-half (1.5) times their hourly rate of pay for any hours
worked.

10.7
10.8

10.6.2

If these employees work on the designated calendar holiday, they will receive
two(2)times(double time)their hourly rate for any hours worked.

10.6.3

These employees will not receive the deferred holiday bank hours.

There shall be no pyramiding of holiday, premium and/or overtime pay.
Employees wishing to use holiday deferred bank time hours as a cash-out benefit rather than a

time-off benefit may do so by making an election to do so during the open enrollment period in
the year preceding the cash-out, indicating the number of hours to be cashed out. If the employee

making such an election has not requested the cash for the deferred holiday bank hours by the
final pay period of the payroll year, the employer will cash out the remaining number of hours the
employee designated to be cashed out during the year. If the employee does not have enough

hours in their bank to allow the full cash out election, the employer will cash out all available
hours in the bank as ofthe final pay period ofthe payroll year.
10.9

Scheduling of an employee's floating holiday shall be by mutual agreement between the

employee and his/her supervisor. Should the number of employees requesting to use their
floating holiday on a particular day exceed the number the Employer determines it possible to
have absent on that day, the Employer shall grant such requests on the basis of department

seniority. Newly hired probationary employees shall not be eligible for a floating holiday.
10.10

A floating holiday cannot be carried from one(1)calendar year to the next.

ARTICLE 11.

VACATIONS

11.1

All full-time employees shall be eligible for vacation leave benefits at their current base pay rate,
except newly hired employees, who shall not be eligible to utilize vacation benefits during the
probationary period.

11.2

Permanent full-time employees shall accrue benefits in accordance with the following schedule,
provided that vacation leave shall only accrue when an employee is on compensated payroll
status:

Years of Completed Service

11.3
11.4

Vacation Davs Earned Per Year

1 through 12 months

10.00 days(80 hours per year)

1 year but less than 5 years

12.00 days(96 hours per year)

5years but less than lOyears
10 years but less than 15 years
15 years but less than 20 years

15.00 days(120 hours per year)
18.00 days(144 hours per year)
21.00 days(168 hours per year)

20 years but less than 23 years

22.00 days(176 hours per year)

23 years but less than 24 years
24 years but less than 25 years
25 years or more

23.00 days(184 hours per year)
24.00 days(192 hours per year)
25.00 days(200 hours per year)

Vacation leave shall not accumulate in excess two hundred (200) hours.
Requests for vacation leave must be submitted to the employee's designated supervisor at least

forty-eight(48) hours in advance ofthe absence requested and fifteen (15)calendar days in
advance of vacation days offive(5)days or more duration. All vacation requests are subject to
the supervisor's approval. The supervisor shall respond within twenty-four(24) hours to the
forty-eight(48) hour request and within five(5)days for the longer period request. The advance
notice requirements may be waived if, in the judgment ofthe supervisor, the leave will not cause
undue inconvenience to the Employer. When it is necessary for the Employer to disapprove
vacation leave requests because of the number of employees requesting leave exceeds the number

ofemployees the Employer determines it possible to grant vacation leave at one time, the
Employer shall grant such requests on the basis on department seniority. Seniority shall prevail
for the scheduling of vacation requests submitted prior to February 1 of each year and for the first
thirty (30)days following the implementation of a new division schedule.
11.5

Employees shall not be entitled to receive cash payment in lieu of leave for unused accumulated

vacation leave hours except upon mutual agreement of the Employer and the employee.
However, upon complete termination of employment of permanent employees or upon transfer or

promotion to a position under the jurisdiction of another County, permanent employees shall be
paid for the unused accumulated vacation leave to their credit. Any vacation severance due to a
terminating employee shall be paid at the employee's base rate at the time of termination.
11.6

Employees may use accumulated vacation leave benefits as an extension of sick leave, provided
all sick leave benefits have been exhausted. Vacation leave benefits utilized as an extension of

sick leave shall be subject to the same conditions regulating the use of sick leave.

11.7

An employee may request to be paid for accumulated vacation, to a maximum of forty (40) hours
per payroll year, in conjunction with taking a block of forty (40) hours of vacation provided that
after the reduction of the hours requested, the employee retains a minimum vacation balance of
forty (40) hours. The request may be made prior to the taking of forty (40) hours of vacation for
payment with the last payroll prior to taking of the vacation or at any time within the same
calendar year after the taking of forty (40) continuous hours of vacation. If the cash out is

requested prior to the taking of the vacation, and the employee does not take the forty (40) hours
of requested vacation, the employee's pay will be reduced by forty (40) continuous hours on the
next payroll. The number of whole hours that may be requested for cash out will be determined
by the employee and will be limited only by the employee's choice and the conditions stated in
this section. Employees must make their election during open enrollment for participation in this
benefit during the next payroll year.
ARTICLE 12.

12.1

SICK LEAVE

Sick leave shall be earned by full-time employees at the rate of eight(8) hours for each full month
of service. Sick leave benefits, when authorized, shall be paid at the employee's current base pay
rate.

12.2
12.3

Sick leave benefits shall only accrue when an employee is on compensated payroll status.
Unused earned sick leave may be accumulated to a maximum of eight hundred (800)hours. Sick
leave in excess of eight hundred (800) hours may be banked for use after the exhaustion of
regular sick leave in the case of a catastrophic illness.

12.4

Sick leave may be authorized on the basis of application, therefore approved by the Employer for
actual disability due to illness, maternity, injury, legal, quarantine, dental or medical treatment
necessitating the employee's absence or for serious illness in the employee's immediate family.
Immediate family, for the purposes ofthis section, shall be defined as: spouse, minor children,
ward, parent and siblings when living in the household of the employee. Sick leave usage shall
be subject to approval and verification by the Employer, who may require the employee to furnish
a report from a recognized medical authority attesting to the necessity ofthe leave, and other
information the Employer deems necessary. Verification shall be requested by the Employer only
if there is an indication of misuse on the part ofthe employee.

12.5

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

12.6

A disabled employee who, because ofextended illness or injury, has exhausted all compensated
leave may be granted a medical leave of absence without pay not to exceed ninety (90)days.
This leave may be extended by the Employer up to one(I) year. The seniority status of a

disabled employee who is granted a medical leave of absence shall be determined in accordance
with the provisions of this Agreement.
12.7

The Employer may require an employee who is absent from duty to undergo a medical evaluation
and furnish a report from an appropriate medical authority, at the Employer's expense, that will
enable the Employer to determine the employee's fitness for performance of his/her duties.
When it is determined that the employee's absence from duty is unnecessary, the Employer may
require the employee to either return to work or resign.

12.8

Any employee who by reason of sickness or injury receives workers' compensation benefits may
keep the workers' compensation benefits and receive from the Employer additional differential
benefits from the accumulated sick leave, vacation leave, or other accumulated leave time. The

combination of leave time and workers' compensation benefits shall not exceed the weekly base
rate of an employee.
ARTICLE 13.

INJURY ON DUTY

13.1

A Sergeant who has accumulated vacation and sick leave at the time of a compensable workplace
injury shall be allowed to utilize such leave in addition to the Workers' Compensation payment.
Employees will only be allowed to utilize the leave accrued as of the date of the injury.
Moreover, any Sergeant injured in the line of duty shall receive his/her full pay for the first
ninety (90) working days, minus workers' compensation or other benefits paid to him/her, and
after said ninety (90) working days may utilize his/her accumulated sick leave and vacation leave
to supplement other compensation up to an equivalent of full pay. The aforementioned ninety
(90)days must be used within twelve(12) months of the date of injury.

13.2

If a Sergeant performs police service as required by the Sheriffs rules, whether or not the
employee has reported in as "on duty" and is injured in the course of performing those duties, the
Sergeant shall be eligible for the benefits ofthis Article.

ARTICLE 14.

14.1

SEVERANCE

Employees who terminate employment in good standing who have been employed by the County

for at least five(5)full-time, consecutive years shall be eligible for severance compensation of
the value of one-half(1/2) ofthe employee's unused sick leave, excluding any sick leave banked
for use in the case of catastrophic illness pursuant to Section 12.3; not to exceed eight thousand

dollars ($8,000.00). The County reserves the right not to pay severance compensation if an
employee is terminated for cause or if the employee does not leave in good standing.
14.2

Employees who terminate employment in good standing who have been employed by the County
for at least twenty (20)full-time, consecutive years and are retirement-eligible, will contribute the
value of sixty percent(60%)ofthe employee's unused sick leave, excluding any sick leave
banked for use in case of catastrophic illness pursuant to Section 12.3 to the Post-Retirement
Health Care Savings Plan. If an employee has fewer than eighty (80)hours of sick leave, the
percentage will be applied and the amount due shall be paid in cash .The County reserves the

right not to contribute any ofthe employee's unused sick leave to the Post-Retirement Health
Care Savings Plan if the employee is terminated for cause or if the employee does not leave in
good standing.

14.3

Employees who terminate employment in good standing who have been employed for at least six
(6)continuous months shall receive one hundred(100%) percent of any unused vacation and one

hundred percent(100%)of any unused deferred holiday bank hours, which shall be paid in cash.
The County reserves the right not pay compensation pursuant to this section if the employee's
separation is related to conduct or job performance.
14.4

Payment of severance pay may be withheld whenever an employee leaving the County service
fails to return equipment or other County property issued to the employee, or as otherwise
indebted to the County. Employees who have been employed for longer than five(5) years shall
not be required to return issued clothing, including leather goods. Employees who have been
issued bullet-proof vests within the twelve (12) months immediately preceding their leaving
employment shall be required to return the vest upon resignation, regardless of their length of
service.

14.5

An employee who terminates employment with the County and provides written notice at least
thirty (30)calendar days prior to the tennination shall be considered to have terminated
employment in good standing.

ARTICLE 15.

15.1

INSURANCE

Eligibility: Except as otherwise provided in Section 15.8 below, insurance benefits as herein

specified shall apply only to employees regularly scheduled to work thirty-two (32) hours per
week or more.

15.2

Cafeteria Benefits Plan: The Employer shall provide each benefit-eligible employee with a
combination of core benefits and a set dollar amount to apply to a variety of optional benefits
based upon the employee's health insurance election.

15.3

Core benefits include:

15.3.1 Life Insurance: The Employer agrees to provide group term life insurance for each
employee with a benefit amount of$50,000 and double indemnity provision of $100,000.
Dependents as defined in the insurance policy shall receive coverage in the amount of

$2,000 for spouse and $1,000 for children. Participation in the plan is mandatory for all
eligible employees.

15.3.2 Long-Term Disabilitv Insurance: The Employer shall provide and pay the full premium

of long-term disability insurance through the Employer-provided group coverage plan.
Participation in the program is mandatory for all eligible employees.
15.3.3 Short-Term Disabilitv Insurance: The Employer shall provide and pay the premium for a

short-term disability insurance benefit of $100.00 per week wage replacement through
the Employer-provided group coverage plan. Participation in the program at this level is
mandatory for all eligible employees.
15.3.4 Emplovee Dental Insurance: The Employer shall provide the full cost of single dental

Insurance through the Employer-provided group coverage plan. Participation in the
program at this level is mandatory for all eligible employees.

15.4

Employer Contribution to Cafeteria Benefits: The amount of the Employer contribution shall
be based on the employee's employer-sponsored health insurance plan election in accordance
with the following schedule:

10

Monthly Cafeteria Contributions:

Employee: $690.00 or 100% of the single premium for the HDHP HSA Health Insurance Plan,
whichever is greater.
Employee + Child(ren): $850.00
Employee + Spouse: $1,175.00

Family: $1,450.00 or 68.6% of the family premium for the HDHP HSA Health Insurance Plan,
whichever is greater.
Waiver: $150.00 or an amount that is 10% more than the difference between the single cafeteria
amount and the single premium for the HDHP HSA Health Insurance Plan, rounded to the nearest
$5.00 increment.

15.5

Employer Contribution to the Health Reimbursement Account (HRA): The Employer shall
provide benefit-eligible employees selecting the HDHP HRA Health Insurance Plan option, over
the course of a full year of enrollment in the HRA Plan, with contributions to the Health

Reimbursement Account based on the employee's employer-sponsored health insurance coverage
election in accordance with the following schedule:
Annual HRA Contribution:

Employee: $750.00
Employee + Child(ren): $1,500.00

Employee + Spouse: $1,500.00
Family: $1,500.00

15.6

Employer Contribution to the Health Savings Account(HSA): The Employer shall provide
benefit-eligible employees selecting the HDHP HSA Health Insurance Plan option, over the
course of a full year of enrollment in the HSA Plan, with contributions based on the employee's
employer-sponsored health insurance coverage election. Contributions for eligible HDHP HSA
Health Insurance Plan participants shall be provided in accordance with the following schedule:
Annual HSA Contribution

Employee: $1,100.00
Employee + Child(ren): $2,000.00

Employee + Spouse: $2,000.00
Family: $2,000.00

15.7

Deductibles are subject to change based on IRS compliance requirements. The parties agree that
such IRS compliance based changes are not subject to negotiations. Upon the written request of
either party, the Union and the Employer agree to meet and negotiate the impact of the change.

15.8

Part-time Benefits: The Employer shall provide each eligible part-time employee regularly
scheduled to work at least 20 but fewer than 32 hours per week with $250.00 per month to apply
toward the cost of Employer-sponsored single health insurance. If the part-time employee does
not choose to be covered by the Employer-sponsored plan, the Employer will not provide such
funds. The Employer will not contribute to fund the Flealth Reimbursement Account(HRA)or
the Health Savings Account(HSA)for part-time employees.

15.9

In the event the health insurance provisions of this Agreement fail to meet the requirements of the
Affordable Care Act and its related regulations or cause the Employer to be subject to a penalty,
tax or fine, the Union and the Employer will meet immediately to bargain over alternative
provisions so as to comply with the Act and avoid any penalties, taxes or fines for the Employer.
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ARTICLE 16.

RIGHT OF SUBCONTRACT

16.1

Nothing in this Agreement shall prohibit or restrict the right ofthe Employer to subcontract work
performed by employees covered by this Agreement.

16.2

In the event that the Employer determines to contract out or subcontract any work performed by
employees covered by this Agreement, the Employer shall notify the Union when such
determination is made but in no case less than sixty (60)calendar days in advance of the
implementation ofsuch determination. During said period the Employer shall meet and confer
with the Union to discuss possible ways and means to minimize the elimination of positions.

ARTICLE 17.

LEAVES OF ABSENCE

17.1

Funeral leave: An employee shall be authorized three(3)days of paid funeral leave, not deducted
from sick leave, vacation, or other accumulated leave upon death of any member of each
employee's immediate family, defined as follows: spouse, children, wards, parents or siblings; or
an individual that the employee establishes as having a relationship similar to that of immediate
family. Sick leave may be granted for additional time off.

17.2

Sick Leave for Funerals. An employee may utilize up to three(3)days of sick leave when a death
occurs outside ofthe immediate family to the in-laws ofthe persons listed in Section 17.1. An
employee may utilize one(1)day of sick leave at the death of a grandparent, spouse's
grandparent, or a grandchild. Sick leave days used for funerals shall be commensurate with the
length ofthe employee's regular daily shift.

ARTICLE 18.

18.1

UNIFORMS

Each full-time employee shall be entitled to a cash allowance paid in one payment on or about the
first pay period of July, for the purchase and maintenance of uniforms, equipment and accessories
in the amount of seven hundred and seventy-five dollars($775.00) per year.

ARTICLE 19.

WAGES

19.1

Employees shall be compensated in accordance with the wage schedule attached hereto as
Appendix A and B. Employees employed in this bargaining unit on the date of ratification ofthe
Agreement by both parties shall be eligible for the negotiated wage increases.

19.2

New employees shall normally be paid at the minimum ofthe salary range for their classification;
however, the Employer may pay a new employee at any point in the salary range, if such higher
placement is justified by exceptional qualifications ofthe new employee or by the lack of
available qualified eligible persons at the minimum rate. Employees shall receive a "solid
performer" increase, effective upon the first full pay period following the successful completion
of the probationary period. Ifthe successful completion of the probationary period occurs after
December 31, 2018 and prior to ratification of the successor agreement, the increase will be
processed after ratification by both parties of a successor agreement.

19.3

Effective with a promotion into this unit, the employee's salary shall be placed within the new
salary range, generally reflecting an increase of five to nine percent(5-9%). The amount ofthe
increase shall be based on factors such as internal equity, the employee's performance prior to
promotion, the employee's length of continuous service with Carver County, and market
influences. Employees shall receive a "solid performer" increase, effective upon the first full pay
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period following successful completion ofthe promotional trial period. If the successful
completion ofthe promotional trial period occurs after December 31,2018 and prior to
ratification of the successor agreement, the increase will be processed after ratification by both
parties of a successor agreement.

19.4

Each employee shall be paid a shift differential of eighty-five cents ($0.85) per hour for each hour
worked by the employee, in which the majority of hours worked in the shift are between 3 p.m.
and 6 a.m.

19.5

Compensation increases in addition to those provided for in this Agreement may be granted at the
sole discretion of the County. These increases will generally involve internal and/or labor market

equity considerations or unusual circumstances and will occur only upon the joint
recommendation ofthe Employee Relations Director and the County Sheriff and with approval of
the County Administrator.

ARTICLE 20.

OVERTIME/PREMIUM PAY

20.1

Overtime shall be hours worked in excess of the regularly scheduled shift.

20.2

Court time shall be defined as hours outside of an employee's regular schedule when he/she is
required to appear in court because of his/her employment with the County. Call back shall be
defined as hours outside of the employee's normal schedule when he/she is required to return to
work. (An early start or an extension to a shift shall not be considered a call back). An employee
shall receive a three(3) hour minimum for call back or court time.

20.3

All hours in compensated payroll status shall be considered hours of work required to qualify for
overtime premium pay.

20.4

Overtime and court time shall be compensated at the rate of one and one-half(1 Yi) times the base
rate. There shall be no pyramiding or other duplication of premium pay.

20.5

An employee required by the Employer to stand-by shall receive a minimum of two(2) hours pay
at his/her base rate. An employee shall receive stand-by pay if court proceedings are cancelled
less than twelve(12)hours before the employee's required attendance.

20.6

Any time spent in court outside of normal working hours by an employee as a witness to a workrelated civil action, shall be included in overtime and such employee shall be compensated as
provided in this Article.

ARTICLE 21.

21.1

EDUCATIONAL INCENTIVE

The County shall pay one-halfthe costs oftuition and books for any full-time employee who is
taking any college level or vocational technical course reasonably related to the employee's
classification, provided, however, that said employee has obtained prior approval from the Carver
County Sheriff to attend said course. However, if said employee voluntarily resigns his/her
position within one(I) year after the completion of said course, he/she shall reimburse the
County for all costs paid herein under. It is agreed and understood that any employee who is
authorized to receive Veteran's benefits for such schooling, will exhaust such Veteran's benefits
prior to applying to the Employer for the payment of such tuition and books.
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ARTICLE 22.

22.1

DISCIPLINE

The Employer will discipline employees for just cause only. Discipline will be in one or more of
the following forms:
A.
B.
C.

Verbal warning;
Written warning;
Suspension;

D.

Demotion; or

E.

Discharge

Suspensions, demotions and discharges shall be in writing.

22.2

22.3

Written warnings, notices of suspensions, 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 warnings and/or notices.
Employees may examine their personnel files at reasonable times under the direct supervision of
the Employer.

22.4

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.

22.5

Grievances relating to this Article shall be initiated by the Union in Step 2 of the grievance
procedure under Article 6.

ARTICLE 23.

23.1

CONSTITUTIONAL PROTECTION

Employees shall have the rights granted to all citizens by the United States and Minnesota State
Constitutions.

ARTICLE 24.

24.1

P.O.S.T LICENSURE

The County will pay the P.O.S.T license fee for full-time sergeants covered by this agreement.

ARTICLE 25.

SAVINGS CLAUSE

25.1 In the event any provision ofthis Agreement shall be held to be contrary to law by a court or state
or federal administrative agency of competent jurisdiction or is in violation of legislation or

administrative regulation, such provision shall be void and of no effect. The voided provisions
shall be renegotiated at the written request of either party. All other provisions shall continue in full
force and effect.
ARTICLE 26.

COMPLETE AGREEMENT

26.1

This Agreement shall represent the complete Agreement between the Union and Employer.

26.2

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
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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 subject or matter referred
to or covered in this Agreement, unless they mutually agree to do so.

ARTICLE 27.

DURATION

This Agreement shall be effective from January 1, 2017 through December 31,2018 and shall continue
on until such time as a new contract between the parties is executed. Notice ofthe opening of
negotiations shall be given to the other party on or about July 1, 2018.
LAW ENFORCEMENT LABOR

COUNTY OF CARVER

SERVICES, INC, LOCAL NO. 289

tair oL^fie Board of County

Business Agent

:omnrfssioners

Dated: /^ /(^//y

Dated

ATTEST:

gjcward/Bargaming Team^ember
Dated:
County Admmistraeor

Dated:

Stew^id^afgaining Team Member
Dated:
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Appendix A
2017 Salary Range and Pay-for-Performance Matrix
2017 Salary Ranees: Effective the first full pay period in March of2017, implement salary ranges as

established by the County Board. Salary ranges remain at their 2017 rates until increased by the County
Board.

General Adiustment: Regular employees who receive an overall rating of Solid Performer or higher on
the performance evaluation for the previous calendar year under review and probationary employees shall
receive a 2.00% general increase effective the first full pay period in March of 2017, not to exceed the
range maximum.

Classification and Compensation Implementation: Employees as of October 17, 2016 who have
completed ten or more years of continuous service in the classification of Licensed Sergeant will receive a
one-time one thousand dollar ($1,000) annual base rate increase (SO.48 cents per hour) effective the first
full pay period in March of 2017, not to exceed the range maximum. Employees as of October 17, 2016
who have less than ten years of continuous service in the classification of Licensed Sergeant will receive
a one-time five hundred dollar ($500) annual base rate increase ($0.24 cents per hour) effective the first
full pay period in March of2017.
Armual Performance-Based Compensation in March 2017;

Eligible employees' salary actions shall be based on their annual performance evaluation overall rating
for the previous calendar year's performance based on the table below. Annual performance-based
compensation shall be effective the first full pay period in March.
There shall be no compounding of pay-for-performance compensation.

Employees shall only receive pay-for-performance compensation based on the months they are actively
employed in this bargaining unit.
Regular employees, on an approved leave of absence, who work less than five months(866 hours on 2080
schedule or 910 hours on a 2184 schedule) in the calendar year under review shall receive an evaluation

based on time worked and performance-based compensation based on the months worked.(For example:
one month is 173 hours on a 2080 schedule or 182 hours on a 2184 schedule.) When a performance

evaluation is delayed due to an approved leave of absence, the appropriate payment will be processed the
first full pay period following the completion of the evaluation process, with an effective date consistent
with the type of compensation. For the purpose ofthis paragraph injury on duty hours in accordance with
Article 13 shall be considered hours worked.
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Pay for Performance Rating
Salary Range
>110%-120%of

Target Rate

Outstanding

Exceeds

Expectations

Solid Performer

Needs

Improvement

3.00% base

2.00% base

1.00% base

0.00%

3.00% base

2.00% base

1.00% base

0.00%

>100-110% of

Target Rate

Target
>90%-100% of

Target Rate

3.00% base

2.00% base

1.00% base

0.00%

3.00% base

2.00% base

1.00% base

0.00%

80%-90% of

Target Rate

Implementation of 2017 Pav-for-Performance Compensation

•

Calculation of Pay-for-Performance Compensation:
o Pay-for-performance salary actions for employees whose salary is at or below the
target rate ofthe appropriate salary range will be calculated based on the target
rate ofthe salary range.
o

Pay-for-Performance salary actions for employees whose salary is above the

target rate ofthe appropriate salary range will be calculated based upon the
employee's base salary, not to exceed the range maximum for their classification.
• No employee's salary may exceed the salary range maximum.

• Pay-for-Performance compensation may be granted up to the range maximum. If the
performance increase exceeds the salary range maximum,the remainder shall be paid in a
lump sum.

• Performance evaluations are not subject to the grievance procedure.

• Appeal Process: If an employee wishes to appeal the content of their performance
evaluation, they may submit a request to do so in writing to the Employee Relations
Director. The employee must define in their written request the areas of concern or

disagreement. The Employee Relations Director and the Sheriff or the Sheriffs designee
will schedule a meeting with the employee to hear the employee's appeal. (The allotted
time for this meeting is 30 minutes.) The rater of record (supervisor) will also have 30
minutes to explain their rationale for the employee's performance evaluation as it was
written. The decision of the Sheriff or the Sheriffs designee and the Employee Relations
Division Director is final regarding any change in the evaluation. If the employee wishes
to have another employee from the unit or an employee-union representative sit in this
meeting as a note-taker, they may do so. An employee who appeals must file the appeal

by the later of March 1, or two weeks af^er the evaluation is completed.
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2017 Compensation

• Employees who terminate employment prior to the date of the County Board approval of
this Agreement shall not be eligible for retroactive salary adjustments.
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2017 Salary Ran2e

90% of

>90% of

Target

Target

Range)

C42

$31.25

$35.15

$35.16

<100%

>100%

of

of

Target

Target

Rate

Rate

$39.05

$39.06
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$39.07

110% of

Target
Rate

>110%
of

Target
Rate

$42.97

$42.98

$46.87

Appendix B
2018 Salary Range and Pay-for-Performance Matrix

2018 Salary Ranees: Effective the first full pay period in January of 2018, implement salary ranges as
established by the County Board. Salary ranges remain at their 2018 rates until increased by the County
Board.

General Adjustment: Regular employees and probationary employees shall receive a 2.00% general
increase effective the first full pay period in January of 2018, not to exceed the range maximum.
Annual Performance-Based Compensation in March 2018:
Eligible employees' salary actions shall be based on their annual performance evaluation overall rating
for the previous calendar year's performance based on the table below. Annual performance-based
increases shall be effective the first full pay period in March.
There shall be no compounding of pay-for-performance compensation.
Employees shall only receive pay-for-performance compensation based on the months they are actively
employed in this bargaining unit.

Regular employees, on an approved leave of absence, who work less than five months(866 hours on 2080
schedule or 910 hours on a 2184 schedule) in the calendar year under review shall receive an evaluation
based on time worked and performance-based compensation based on the months worked.(For example:
one month is 173 hours on a 2080 schedule or 182 hours on a 2184 schedule.) When a performance
evaluation is delayed due to an approved leave of absence, the appropriate payment will be processed the
first full pay period following the completion of the evaluation process, with an effective date consistent
with the type of increase. For the purpose of this paragraph injury on duty hours in accordance with
Article 13 shall be considered hours worked.

Pav-for-Performance Matrix (Effective January 1, 2018)
Pay for Performance Rating

Salary Range

Outstanding

Exceeds

Expectations

>110%-120% of

2.00% base +

1.00% base +

Target Rate

1.00% lump sum

1.00% lump sum

Needs
Solid Performer

1.00% lump sum

>100-110% of

2.50% base +

1.50% base +

0.50% base +

Target Rate

0.50% lump sum

0.50% lump sum

0.50% lump sum

Improvement
0.00%

0.00%

Target
>90%-100% of

Target Rate

3.00% base

2.00% base

1.00% base

0.00%

3.00% base

2.00% base

1.00% base

0.00%

80%-90% of

Target Rate
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Implementation of 2018 Pav-for-Performance Compensation

• Calculation of Pay-for-Performance Compensation:
o Pay-for-performance salary actions for employees whose salary is at or below the

target rate of the appropriate salary range will be calculated based on the target
rate of the salary range.

o

Pay-for-Performance salary actions for employees whose salary is above the
target rate of the appropriate salary range will be calculated based upon the
employee's base salary, not to exceed the range maximum for their classification.

• No employee's salary may exceed the salary range maximum.
•

Pay-for-Performance compensation may be granted up to the range maximum. If the

performance increase exceeds the salary range maximum,the remainder shall be paid in a
lump sum.

• Performance evaluations are not subject to the grievance procedure.
•

Appeal Process: If an employee wishes to appeal the content of their performance
evaluation, they may submit a request to do so in writing to the Employee Relations
Director. The employee must define in their written request the areas of concern or
disagreement. The Employee Relations Director and the Sheriff or the Sheriffs designee
will schedule a meeting with the employee to hear the employee's appeal. (The allotted
time for this meeting is 30 minutes.) The rater of record (supervisor) will also have 30
minutes to explain their rationale for the employee's performance evaluation as it was
written. The decision of the Sheriff or the Sheriffs designee and the Employee Relations
Division Director is final regarding any change in the evaluation. If the employee wishes

to have another employee from the unit or an employee-union representative sit in this
meeting as a note-taker, they may do so. An employee who appeals must file the appeal

by the later of March 1, or two weeks after the evaluation is completed.
2018 Compensation

• Employees who terminate employment prior to the date ofthe County Board approval ofthis
Agreement shall not be eligible for retroactive salary adjustments
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