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ARTICLE 1. PURPOSE OF AGREEMENT

This Agreement is entered into as of , between the City of North Mankato,
hereinafter called the EMPLOYER, and Law Enforcement Labor Services, Inc. Local #394,
hereinafter called the UNION. It is the intent and purpose of the Agreement to:

1.1 Establish procedures for the resolution of disputes concerning this Agreement's
interpretation and application; and

1.2 Place in written form the parties agreement upon teims and conditions of
employment for the duration of this Agreement.

ARTICLE 2. RECOGNITION

2.1 The EMPLOYER recognizes the UNION as the exclusive representative for all
essential licensed Lieutenants employed by the City of North Mankato Police Department,
North Mankato, Minnesota, who are public employees within the meaning of Minn. Stat.
179A.03, subd. 14, excluding confidential and all other employees.

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

ARTICLE 3. DEFINITIONS

For the purpose of this Agreement, the following terms shall have the meanings
stated:

UNION: Law Enforcement Labor Services, Inc. (Local No. 394).

EMPLOYEE: A member of the exclusively recognized bargaining unit.

DEPARTMENT: The North Mankato Police Department.

EMPLOYER: The City of North Mankato.

ARTICLE 4. EMPLOYER SECURITY

The UNION agrees that during the life of this Agreement that the UNION will not cause,
encourage, participate in, or support any strike, slow-down, or other interruption of or
interference with the normal function of the EMPLOYER.

A strike is defined as concerted action in failing to report for duty, the willful absence from
one's position, the stoppage of work, slow-down, or abstinence in whole or in part from the



filll, faithful, and proper performance of the duties of the employment for the purposes of
inducing, influencing, or coercing a change in the conditions or compensation or the rights,
privileges, or obligations of employment.

ARTICLE 5. EMPLOYER AUTHORITY

5.1 It is recognized by both parties that except as expressly stated herein, the
EMPLOYER shall retain whatever rights and authority necessary to operate and
direct the affairs of the Department in all of its various aspects, including but not
limited to, the right to direct the working forces; to plan, direct, and control all the
operations and services of the Department; to determine the methods, means,
organization, and number of personnel by which such operations and services are
to be conducted; to contract, subcontract, sell, merge, or discontinue any function
of the Department; to assign and transfer employees; to decide whether goods or
services should be made or purchased; to hire, promote, demote, suspend,
discipline, discharge, or relieve employees due to lack of work or other legitimate
reasons; to make and enforce rules and regulations; and to change or eliminate
existing methods, equipment, or facilities.

5.2 The parties hereto recognize that this Agreement is not intended to limit the present and
future exercises of discretionary authority vested in the EMPLOYER by the statutes of the
State of Minnesota.

5.3 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 6. UNION SECURITY

6.1 The EMPLOYER shall deduct from the wages of employees who authorize such a
deduction in writing an amount necessary to cover monthly UNION dues, or fair
share amount authorized by law. Such monies shall be remitted as directed by the
UNION.

6.2 The UNION may designate employees from the bargaining unit to act as a steward
and alternate and shall inform the EMPLOYER in writing of such choice and
changes in the position of steward or altemate within two weeks of signing the
contract, or any changes in designated personnel.

6.3 The EMPLOYER shall make space available on the employee bulletin board for
posting official UNION notices and announcements.

6.4 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.

ARTICLE 7. GRIEVANCE PROCEDURE

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

7.2 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 will notify the EMPLOYER in
writing of the names of such UNION Representatives and of their successors.

7.3 Processing of a Grievance. It is recognized and accepted by the UNION and the
EMPLOYER that the processing of grievances is limited by the job duties and
responsibilities of the employees and will therefore be accomplished during normal working
hours when consistent with such employees' duties and responsibilities. The aggrieved
employee and the UNION Representative will be released from work, without loss in pay,
to investigate a grievance and to attend meetings or hearings pursuant to this Article
provided the employee and the UNION Representative have notified and received the
approval of the EMPLOYER who has determined such absence is reasonable and would not
be detrimental to the work programs of the EMPLOYER.

7.4 The grievance procedure shall be as follows:

Step 1.
The UNION shall have fifteen (151 calendar days to submit the grievance to the Chief of
Police. The written grievance shall contain:

a) The nature of the grievance and a summary of the facts upon which it is
based;

b) The Agreement provisions relied on or claimed to be violated;
c) The remedy or relief requested.

If the grievance is settled, the settlement shall be reduced to writing and signed by
the EMPLOYER representative and the UNION representative. If no settlement is
reached, the Police Chief or designee will give a written answer within ten (10) calendar
days after receipt. Any grievance not appealed in writing to Step 2 by the UNION within
ten (10) calendar days will be considered waived.

Step 2.

If appealed, the written grievance shall be presented by the UNION and discussed with the
City Administrator. If settled, it shall be reduced to writing and signed by the EMPLOYER
and the UNION representatives. If not settled, the City Administrator will answer the Step
2 grievance in writing within ten (10) calendar days after receipt of such Step 2 grievance.
If not settled, the grievance may be submitted to arbitration.



Step 3.

A grievance um-esolved in Step 2 and appealed to Step 3 may be submitted to mediation by
mutual agreement of the parties.

7.5 Arbitration. If the grievance is unresolved at Step 2 and the UNION elects to appeal the
grievance to arbitration, the UNION within ten (10) days following the issuance of the Step
2 answer shall submit a written request for arbitration to the Bureau of Mediation Services
requesting a list of arbitrators in accordance with the "Rules governing the arbitration of
grievances" as enacted by the Bureau of Mediation Services. The UNION shall submit a
copy of such request to the City Administi-ator. The parties shall then choose the arbitrator
by the UNION and the EMPLOYER alternately stinking a name from the list until one
remains as the Arbitrator to hear- and decide the dispute.

7.6 Arbitrator's Authoritv. The arbitrator shall rule only on the issue submitted and shall
have no power to amend, modify, nullify, ignore, add to, or subtract from the
provisions of this Agreement. His/her decision shall be in writing and furnished within
thirty (30) days following the close of any hearing or submission of briefs by the parties.
His/her decision shall be subject to law and regulations having the effect of law. His/her
decision shall be binding upon the parties only insofar as the Public Employees Labor
Relations Act of 1971, as amended, requires it to be binding.

7.7 The fees and expenses of the Arbitrator shall be divided equally between the
EMPLOYER and the UNION. Each party shall be responsible for its own expenses
and compensating its own witnesses. Discharge grievances may be initiated at Step 2? Time
limitations of this Article apply to both parties and may be extended by mutual consent.
Unless so extended, time limitations shall be strictly complied with and expiration of the
time to appeal the grievance shall be a waiver of the grievance. Failure of the
EMPLOYER to reply within the time limits at any step shall be deemed denial of the
grievance.

7.8 Choice of Remedv. If, as a result of the written response in Step 2, the grievance remains
unresolved, and if the grievance involves the suspension, demotion, or discharge of an
employee who has completed the required probationary period, the grievance may be
appealed either to Article 7.5 or a procedure such as Civil Service, Veteran's Preference, or
the Human Rights Department. In any event, the aggrieved employee or his/her UNION
representative shall elect in writing which procedure shall be used and, thereafter the
employee's right to pursue any other procedure terminates and is waived. An employee
pursuing a remedy pursuant to a statute under thejurisdiction ofthe United States Equal
Employment Opportunity Commission is not precluded from also pursuing an appeal under
the grievance procedure of this Agreement. If a court ofcompetentjurisdiction rules
contrary to the ruling in EEOC v. Board of Governors ofState Colleses and Universities.
957 F.2d 424 (f^ Cir.), cert, denied, 506 U.S. 906, 113 S. Ct. 299 (1992), or if Board of
Governors isjudicially or legislatively overruled, the italicized portion of this section shall
be null and void.


