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ARTICLE 1 PURPOSE OF AGREEMENT

This agreement is entered into between the County of Kanabec, hereinafter called the
Employer, and Law Enforcement Labor Services, Inc., (Local No. 107). hereinafter
called the Union.

It is the intent and purpose of this agreement to:

1.1

Maintain and increase individual productivity and quality of services.

1.2

Provide an orderly procedure for the resolution of grievances.

1.3

Prevent any interruption of work or interference with the efficient operation of
the department.

1.4

Express the complete agreement between the parties on hours, wages,
holidays, vacations, health and welfare, and conditions of employment

ARTICLE 2 RECOGNITION

2.1

The Employer recognizes Law Enforcement Labor Services, Inc., as the
exclusive representative under Minnesota Statutes §179A.03, subdivision 3 for
all non-licensed essential employees of the Sheriffs Department, excluding the
supervisory and confidential as identified by the Bureau of Mediation Services,
Case No. 82PR-700-A, dated May 19, 1952 and as further ordered by Bureau of
Mediation Services Case No. 10SEV0238, dated October 14, 2009.

Current classifications are Correctional Officer/Dispatcher, Sergeant Jailer,

Sergeant Dispatcher, Jail Programmer (Note: The Jail Programmer classification
is in the process of being added through a joint petition to the BMS), Bailiff, and
Civil Process/Transport.
2.2

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 for determination.

ARTICLE 3 DEFINITIONS

3.1

UNION: Law Enforcement Labor Services, Inc. (Local No, 107).

3.2

UNION MEMBER: A member of Law Enforcement Labor Services, Inc.

(Local No. 107).
3.3

EMPLOYEE: A member of the exclusively recognized bargaining unit.

3.4

EMPLOYER: The County of Kanabec.

3.6

3.6

DEPARTMENT: The Kanabec County SherifTs Department.

UNION OFFICER: Officerelected or appointed by Law Enforcement Labor
Services, Inc., Local No. 107.
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OVERTIME: Work performed at the express authorization of the Employer in
excess of the Employee's scheduled shift.

3.8

SCHEDULED SHIFT: A consecutive work period including rest breaks and a
lunch leave.
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3.10

REST BREAKS: Periods during the scheduled shift during which the Employee
remains on continual duty and is responsible for assigned duties.
LUNCH BREAKS: A period during the scheduled shift, during which the
Employee remains on continual duty and is responsible for assigned duties.

ARTICLE 4 EMPLOYER SECURITY

Neither the Union, nor its officers or agents, will engage in, encourage, sanction, support or
suggest any strike, or the withholding in whole or in part of the full performance of their
duties during the life of this Agreement, except as specifically allowed by the Public
Employment Labor Relations Act of 1971, as amended. In the event of a violation of this
Article, the union shall join with the Employer to warn Employees of the consequences of their
action arid shall instnjct them to immediately return to their normal duties.

ARTICLE 5 EMPLOYER AUTHORITY

51

LELS recognizes the prerogative of the Employer to operate and manage the
affairs of the SherifTs Department in all respects in accordance with existing and future laws
and regulations of appropriate autlTorities including personnel policies and department

work Riles. 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 from duties because of lack of work
or other legitimate reasons, maintain the efficiency of the government operations;
detennine 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; detennine the reasonable schedules
of work and establish the methods and processes by which work is perfomied.
52

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.

5.3

The enumeration ofthe rights and duties ofthe Employer in thisAgreement shall
not be deemed to exclude other inherent management rights and management functions

not expressly reserved herein and all management rights and management
functions notexpressly delegated in the Agreement are reserved to the Employer.
54

The Employer agrees to publish the method bywhich promotions shall be made
within the department; to publish reasonable work njles and regulatkms, ifany, and to
make copies of both available to members of the bargaining unit

ARTICLE 6 LELS SECURITY

61

LELS may designate one employee from the bargaining unit to act as
representative, who shall have the right to process grievances as necessary during
nomial worthing hours without loss of time or pay provided permission has been granted
from the representative's supervisor. LELS shall inform the Employer in writing of
such choice and of any changes in LELS representatives.

6.2

The Employer agrees to cooperate with LELS in the deduction of regular monthly
dues, for those employees who request in writing to have regular monthly LELS dues
checked off by payroll deduction. The Employer agrees to remit such regular monthly
dues in a manner to be prescribed by LELS.

6.3

LELS agrees to indemnify and hold the Employer harmless against any and all
claims, suits, or orders of judgments brought or issued against the Employer as a result of
any action taken or not taken by the Employer under the provision of Section 6.2 of this
Article.

6.4

Any employee who is called in for an internal investigation may request that a
representative of LELS be present during any questioning in those cases where
disciplinary action is pending, involving the employee.

6.5

Copies of all letters of commendation, complaints and written reprimand that are
entered into an employee's personnel file shall be given to the employee and said
employee shall be permitted to respond thereto. Such responses shall be attached to and
made part of the personnel file.

6.6

The Employer agrees to make space available on the employee bulletin board for
the posting of LELS notice(s) and announcement(s) and to make space available for
meetings of the bargaining unit when it does not conflict with the operation of the
Department

6.7

The Employer agrees not to enter into any agreement with members of the
bargaining unit, individually or collectively, or with any other organization which in any way
conflicts with the provisrans of this Agreement.
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ARTICLE 7 EQUAL APPLICATION

7.1

The provisions ofthis Agreement shall be applied equally toall employees in the
Bargaining unit without discrimination as to race, color, creed, sex national origin, religion, or
political affiliation. LELS and the employees covered by this Agreement shall share
equally with the Employer the responsibilities established bythis Article.

7.2

The Employer shall not disaiminate against, interfere with, restrain or coerce an
employee from exercising the right to join LELS or participate in an official capacity
on behalf of LELS, which is in accordance with the provision of this Agreement. LELS

shall not discriminate against, interfere with, restrain or coerce an employee from
exercising the right to join or not the join LELS and will not discriminate against any
employee in the administration of this Agreement because of non-memt>ership in
LELS.

7.3

LELS accepts its responsibilities as exclusive representative and agrees to
represent all employees inthe bargaining unitwithoutdiscrimination.

ARTICLE 8 GRIEVANCE PROCEDURE

8.1

Grievances are disputes over the interpretation or application of the provisions of
this Agreement. The parties recognizing that an orderly grievance procedure is necessary,
agree that each step must be adhered to as set forth herein, or the grievance is fori^eited.

All grievances must be filed within fourteen (14) worthing days after occun-ence of the
circumstances giving rise to the grievance, or within fourteen (14) days after the
employee, through the use of reasonable diligence, should have had knowledge of
the occurrence that gave rise to the grievance, otherwise the right to file grievance is
forfeited and no grievance shall be needed to exist.

Woridng days shall be defined as Monday-Friday, excluding Saturday, Sunday and
Holidays.
8.2 PROCEDURE

STEP 1. An employee's grievance or those grievances submitted by LELS shall be
submitted to the Jail Administrator who is designated for this purpose by the Employer. The

Jail Administrator shall give an oral answer within five (5) working days after such
presentation.

STEP 2. Ifthe grievance is not settled in Step 1, and the employee and/or LELS wishes to
appeal the grievance to Step 2 of the grievance procedure, it shall be referred in writing to
the Sheriff within fifteen (15) working days. The written grievance shall set forth the
nature of the grievance, the facts on which it is based, the provision or provisions of the
Agreement allegedly violated, and the
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relief requested. The Sheriff shall discuss the grievance within ten (10) working days with
the LELS representative{s) at a time mutually agreeable to the parties. The Sheriff shall
give a written answer to the LELS representative(s) within five (5) working days after this
meeting.

STEP 3. if the grievance is not settled in Step 2, and LELS desires to appeal, it shall be
presented in writing to the County Board of Commissioners and Bureau of Mediation
Services within ten (10) working days after the Sheriffs answer in Step 2. A meeting
between the Board of Commissioners. LELS representative(s), and the Bureau of
Mediation Services shall be held at a time mutually agreeable to the parties following
receipt of the written report. The County Board shall give a written answer to the LELS
representative(s) within ten (10) wor1<ing days foltowing the meeting.
8.3

If both parties, having exhausted the grievance steps provided herein, cannot
settle a grievance, either party may submit the issue indispute to aft)itratbn as provided in
the Public Employment Labor Relations Act of 1971.

The arbitration proceeding shall be conducted by an ari^itrator to t>e selected by mutual
agreement of the parties within seven (7) working days after such request is made.
If the parties cannot mutually agree upon an arbitrator, they shall alternately strike
names from a panel of arbitrators obtained from the Bureau of Mediation Services. If the

parties cannot decide who shall strike the first name, this issue shall be determined by
the toss of a coin, if any of the above sources of arbitrators cannot be agreed upon,
the panel shall be obtained from the Bureau of Mediation Services.
8.4ARBITRATOR*S AUTHORITY.

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

B.
The AriDitrator shall be without power to make decisions contrary to or
inconsistent with, or modifying or varying in any way the application of laws, njles, or
regulations having the force and effect of law. The Arbitrator's decision shall be submitted

in writing thirty (30) days following closing 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 Employer and the Union and shall be based solely on
the Arbitrator's interpretation or application of the express terms of this Agreement
and to the facts of the grievance presented.

U.

C.

The fees and expenses for the Arbitrator's services and proceedings shall be

borne equally by the ^ployer 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 paysfor the record. If both parties desirea verbatim record ofthe proceedings,
the cost shall be shared equally.

8.5

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 a

specified time or any agreed extension thereof, it shall be considered settled on the
basis of the Employer's last answer. Ifthe Employerdoes not ansvirer 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 written agreement of the
Employer and the Union, in each step. The time limit shall be considered to have been
met if the appeal to the first or next step of the grievance process is post-marked within
the time limit.

ARTICLE 9 SAVINGS CLAUSE

This Agreement is subject to the laws of the United States and the State of Minnesota. In the
event any provision of this Agreement shall be held to be contrary to law by a coirt of
competent jurisdiction from v/hose final judgment or deaee no appeal has been taken within the
time provided, such provision shall be voided. All other provision shall continue in full force and
effect. The voided provisions may be re-negotiated at the written request of either party. All
other provisions of this Agreement shall continue in full force and effect.
ARTICLE 10 SENIORITY

10.1

An employee in the bargaining unit who transfers from another County
department shall accumulate total seniority at the County only for purposes of calculating
vacation and sick leave.

10.2

A reduction of workforce will be accomplished on the basis of departmental seniority.
The employee in a position to be reduced from force retains departmental
seniority in each of the bargaining unit classes in which the employee had worked.
The employee may choose demotion instead of layoffifa lower level vacancy exists or
he/she may choose the position of another employee with less departmental seniority
in the same or a formerly held class. An employee refusing either of these options shall
automatically terminate employment with the Department. An employee on layoff
shall have an opportunityto return to work within two years of the time of their layoff before
any new employee is hired, except that any employee on layoff who is notified by
registered mail to return to work and fails to do so within twelve (12) work days shall be
considered to have voluntarily temiinated emptoyment with the County.

It shall be the responsibility of each employee on layoff to keep the Employer
advised of a current address.

When the work force is increased after a layoff, employees shall be recalled in
inverse order of layoff.

10.3 Senior employees will be given preference with regard to transfer, job
classification assignments and promotions when the job relevant qualifications of
applicants are equal.
ARTICLE 11 DISCIPLINE

11.1

The Employer will discipline employees for just cause only. Discipline will be in
the form of:

a)
b)
c)
d)

oral reprimand;
written reprimand;
suspension; and
discharge

11.2

Suspensions and discharges will be in written form.

11.3

Written reprimands, 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 notices of suspension and discharge.
Such information, more than eighteen (18) months old, shall not be used for
disciplinary action.

11.4

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

11.5

Discharges will be preceded by five (5) day suspension without pay.

11.6

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.

11.7

Grievances relating to this Article shall be initiated by the Union in Step
2 of the Grievance Procedure, under Article 8.

11.8

If, as a result of the written Employer response in Step 3, the grievance remains
unresolved and if the grievance involves the discipline, suspension, or discharge
of an employee who has completed the required probationary period, the
grievance may be appealed either to Step 4 of Article 8, Section 4, or a
procedure such as: Veteran's Preference or Fair Employment. If appealed to
any procedure other than Step 4 of Article 8, Section 4, the grievance is not
subject to the arbitration procedure as provided in Step 4 of Article 8, Section 4.
The aggrieved employee shall indicate, in writing, which procedure is to be

utilized, Step 4 of Article 8, Section 4, or another appeal procedure, and shall sign a
statement to the effect that the choice of any other hearing precluded the aggrieved
employee from making a subsequent appeal through Step 4 of Article 8, Section 4, An
Employee pursuing a statutory remedy under the jurisdiction of the E.E.O.C. is not
precluded from also pursuing an appeal under this grievance procedure.
ARTICLE 12 JOB POSTINGS

12.1

Any position covered by this Contract v/hen vacant shall be posted for ten (10)
work days in a prominent place for information of the members of the unit.

ARTICLE 13 WORK SCHEDULES
13.1 WORK SCHEDULE

The nonnal work year is two thousand and eighty hours (2080) to be accounted for by each
employee. Nothing contained in this or any other Article shall be interpreted to be a guarantee
of a minimum or maximum number of hours the Employer may assign employees.

13.2

The work schedules shall be posted 60 or more days in advance subject to change
due to drcumstances beyond the supervisor's control.

ARTICLE 14 HOURS OF WORK - OVERTIME

14.1

Full-time Employees will be compensated at one and one-half (1 ) times the
employee's pay rate for hours worked in excess of the employee's regularly scheduled
shift. Part-time employees must work a minimum eight hour shift to claim
compensation over their regular rate of pay. Ifthe shift being filled is a ten or twelve
hour shift then it would be anything over ten or twelve hours.

14.2

The Employer shall attempt to distribute overtime equally vwthin the needs of the
department.

14.3

Emergency situations which require a shift to be extended (situations which allow for
no prior notice) shall be mandated.

14.4

Overtime will be compensated at either time and one half (1 >2) or compensatory time (1
72 hours) at the election of the employee, subject to a maximum accumulation of eighty
(80) hours of compensatory time at any time. Ifan employee reaches eighty (80) hours
of accumulated time, all subsequent hours shall be paid out at time and a half (1 >i).
Eariy reports or extensions of less than two (2) hours v\/ill be paid in compensatory time.
a. ByOctober 30 of each year of the agreement each employee's compensatory
time balance shall be at or below 40 total hours. The hours vaII be converted at

the Employee's cun'ent pay rate.

ARTICLE 15 COURT TIME. CALL BACK AND STANDBY

15.1 An employee called back to work for a court appearance resulting from action
taken in tlie line of duty, or before/after completion of the employee's shift, or
called out on the employee's day off. shall receive a minimum of two (2) hours
pay at one and one-half (1 Va) times. Extension of shifts or early report of less
than two (2) hours duration shall not subject the employee to the two (2) hour
minimum.

ARTICLE 16 MILEAGE

Any reimbursement for mileage for County business shall be authorized by
the Employer and shall be done in accordance with County policy.
ARTICLE 17 CLOTHING ALLOWANCE & MAINTENANCE

17.1 The emptoyer will, in each contract year, contributeto the purchase of
employee uniforms of up to:
i.) For 2019

$350

For 2020

$400

For2021

$450

ii.) For employees not working full-time, these amounts will be pro-rated.
iii.) Any unused clothing allowance accrued prior to January 1,2019 must
be used for clothing described in this article.
iv.) The unused portion of the unifonn allowance on December 31 of each
year will be rolled over Into the next year. The County will add the new
uniform allowance scheduled for each year to the unused uniform
allowance, and then issue a check to the employee for V2 of the total on
or about January 15 of each year.

V.) After each payout, any balance shall continue to be accessible by the
employee for items listed in 17.3 and 17.4a.

vi.) 17.2 This is not a vested benefit. No employee may receive any fomi of
compensation for this benefit other than clothing while employed.
There is no pay off at employee temiination. Any unused balance carries
over from year-to-year.

17.3

Clothing will be of a style and quality approved by the Sheriff and limited to the
following items:
Shirts,

Long

Sleeve Shirts,
Short
Pants

Sleeve

Coat
Sv^eater
Brass

Footwear (capable of holding a shine)
Belt
Turtlenecks

T-shirts

17.4 a. New employees will receive a uniform consisting of:
(3) Shirts, Long Sleeve
(3) Shirts, Short Sleeve
(3) Pants
(1)Tie
(1)Coat
(1 set) Brass
(1) Shoes (capable of holding a shine)
b. New employees will not receive any other clothing allowance in
the first year. At their anniversary date, they receive a pro-rata
amount for the remainder of the calendar year.
17.5

Prior approval of the County Sheriff is required before any clothing
purchase. Payment will be made by the County on presentation of a
clothing receipt.

17.6

Upon termination of employment, anything purchased under Article 17, or
any other clothing or property purchased by the County in the employee's
current possession, will be turned over to the County Sheriff before the
employee is issued their final paycheck.

17.7

Clothing subject to this policy will be replaced if damaged in the line of
duty and not put against the clothing allowance if:
1.

There is prior board approval that the item was damaged in the
line of duty and was a uniform item. This determination is
grievable.
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ARTICLE 18 VACATIONS

PAID TIME OFF (PTO)

Kanabec County provides time-off benefits for vacation, sicl< time, medical
appointments and personal needs for you and yoyr family members, including the

provision for sick leave and safety leave under Minnesota law. This Paid Time Off
(PTO) Policy offers flexibility and personal discretion in the use of the time you
have earned based on your length of service. Time off for more specific situations
such as holidays, family and medical leave, military, work-related injuries and
illnesses and jury duty are covered under separate policies described elsewhere in
the handbook.

Eligibility

PTO is available to all full-time and part-time employees. New employees

begin to earn PTO the first of the month following their date of hire and may
begin to use these hours after they successfully complete three (3) months
of employment. PTO is earned bi-weekly up to a maximum based on the
following schedule:
Accrual Rate

Maximum

Employment
0 through 3 years
Years 4 through 8

Earned Per Year

(hours per pay
period x rate)

230 hours

.1106

400 hours

270 hours

.1298

600 hours

Years 9 through 14

330 hours

.1587

700 hours

Years 15 and beyond

375 hours

.1803

1500 hours

Years of Continuous

Maximum PTO Hours

Accrual

You may earn up to the maximum number of PTO hours each year based
on your length of service.
Notice

Even though you may be using PTO for an unplanned absence, you are still
expected to provide as much notice as possible to your supervisor
according to our attendance policy. Nonexempt employees may take PTO in
hourly increments, while exempt employees must take PTO in half-day or
full-day increments.
Pay
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All PTO is paid at your regular base rate of pay at the time the days are
taken. This does not include overtime, commissions, incentives, bonuses or

any other special compensation.
Pay Out Procedure
Only employees who have successfully completed their probationary
employment period will be entitled to receive a payout for unused PTO upon
separation from employment. Upon separation, employees shall receive a
payout for unused PTO as follows:

a.

Upon resignation, half of the unused PTO total wili be paid out in
cash, the remainder is forfeited.

b.

Upon retirement, half of the unused PTO total will be paid out in
cash, the other half of the unused PTO total will be deposited into an

HRA/HCSP with a $6,000 annual cap for payouts specific to the HRA
and HSCP. The hours will be converted to a dollar total using an

average of the employee's January 1st wage for the last 3 years.
*MOU with existent contracts as of 12/31/2013 will address market

adjustments for payouts from $4,500 to $6,000.
0.

Upon termination, half of the unused PTO will be paid out in cash,
the remainder is forfeited.

d.

At retirement, if an employee has less than 80 hours of PTO and no
current HRA/HCSP with the county those hours will be paid out in
cash in lieu of payment into HRA/HCSP account.

The following Is for employees hired before December 31, 2013
Banked vacation will be paid out as follows:

a.
b.

Upon termination of employment, employees shall receive payment at
their final rate of pay for all vacation time earned, but unused.
Final payment of earned leave may be withheld if a terminated
employee fails to return county funds, equipment or other county
property.

c.

Employees whose employment ends within six months of
employment shall not be eligible for payment of any vacation.

Banked sick time will be paid out as follows;

a.

100% of the unused sick leave hours-up to 650 hours~on the last day
worked will be applied to a Post- Employment Health Care Expense
Account via the Employer's HRA plan for the individual employee. The
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b.

a.
c.

hours will be converted to a dollar total using an average of the
employee's January 1st wage for the last 3 years.
The unused sick leave hours shall be paid In annual installments of
$6,000 until the entire amount has been contributed to the HRA. No
interest shall be paid by the Employer from the time of the first
Installment through the time of the last installment.
Nothing in this article shall extend an employee's continuation eligibility
beyond that provided by state and Federal law.
In order to be eligible for this benefit the employee must give at least a
three week notice prior to retirement, except in the case of disability
retirement, and the employee must qualify and apply for PERA
retirement benefits.

d.

At retirement, if an employee has less than 80 hours of combined PTO
and banked sick time and no cun'ent HRA/HCSP with the county those

hours will be paid out in cash in lieu of payment into HRA/HCSP
account.

Extended Medical Benefit (ElVIB hours)

All employees who are eligibleto receive PTO will also earn Extended
Medical Benefit (EMB) time, which allows employees to earn and bank time
off to be used in the event of an illness or injury of the employee's own that
extends beyond five consecutive working days.
EMB Accrual. EMB is earned at the rate of 64 hours per year and pro-rated
based on hours worked and can be accrued up to a maximum of 720 hours.

Guidelines for EMB Use. EMB hours can only be used after the first five
consecutive scheduled work days of an absence for the employee's injury,
illness, or immediate family* emergency and must be taken in one day
increments. EMB hours may be used for partial days, this will be
determined on a case by case basis. The county will attempt to
accommodate any physical limitation that will prevent the employee to wori<

a full day. Use of EMB requires a physician's note. EMB has no cash value
and is not paid out to employee upon separation for any reason.
'Immediate family is defined as spouse, child,and parent This definition includes "step-"
relationships.

Unpaid Leave

Unpaid time off is not permitted unless it falls within the guidelines of FaMLA
or established policy. PTO accrued prior to the start of a requested and
approved unpaid leave of absence must be exhausted before the start of the
unpaid leave.
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If an employee misses five consecutive unscheduled days because of
sickness or Injury, please refer to the County's policy regarding FaMLA as
an option if PTO has been exhausted. Under the County's Family and
Medical Leave Act (FMLA) policy, all accrued PTO/EMB time must be
exhausted before the start of the unpaid FMLA time.

ARTICLE 19 HOLIDAYS

19.1 Each Employee covered by this Contract shall receive the following paid
holidays:

Date

Holiday Celebrated

January 1
Third Monday in January
Third Monday in February
Last Monday in May
July 4
First Monday in September
Second Monday in October

New Year's Day
Martin Luther King Day

Washington's & Lincoln's Birthday

Fourth Thursday in November
Fourth Friday in November

Memorial Day
Independence Day
Labor Day
Columbus Day
Veteran's Day
Thanksgiving Day
Day after Thanksgiving Day

December 25

Christmas Day

November 11

For purposes of this Article, a day is defined by the employee's regularly
scheduled shift length, (i.e. 8, 10, or 12 hours)

19.2 Employees scheduled to work on holidays shall work holidays as
scheduled and be compensated as one and one-half (114) their regular
rate. For purposes of the lump sum payment, the holiday pay period
shall cover the period of December 1 of the previous year through
November 30 of the current year. Such Employees shall receive, on or
about December 15 of each year, a lump sum payment equal to eleven

(11) days pay, An Employee who works only part of the year shall receive
payment for the number of holidays that occurred during the employee's
work tenure.

19.3

Article 19.2 may apply to Transport/Civil Service and Bailiff employees, at the
employee's option, Transport/Civil Service and Bailiff employees shall be entitled
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0^^

to compensated limeofffor 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.

A. When any one of the above named holidaysfalls on a Saturday, the
preceding day shall be a holiday and when any one ofthe abovefalls on a
Sunday, the following day shall be a holiday.
B. One Transport/Civil Service employee will always be on-callfor special
transports and able to respond to a callfor a transport within (1 Yz) hours.
The on-call schedule will be subject to the approval of the Jail Administrator.

C. On-call time pursuant to thisarticle is not compensable. Hours worked on a
holiday will be compensated at (1 V2) times the emptoyee's regular rate.

19.4 Employees shall havetwo floating holidays thattheymay designate as time
off with a three day notice.

ARTICLE 20 LEAVES OF ABSENCE

20.1

MILITARY LEAVE. Employees who are members of any reserve
component of the Military Forces of the United States shall be granted
leave of absence, with pay, net to exceed fifteen (15) work days in one

year, in order to go on active duty for such training periods as are
necessary to their participation in a reserve training program. All existing
Federal and State statutes, applicable to the rights of any employee who
is on leave of absence from the Employer, for military service, shall be
applicable under this Contract.

20.2

COURT DUTY. Any employee who appears as a witness in their capacity
as a County employee or called and selected for Jury Duty, shall receive
their regular compensation and other benefits for such duty. Pay received

for court duty must be given to the County by the employee. Pay for the
expenses may be kept by the employee.
20.3

PARENTAL LEAVE. Parental leave not to exceed six (6) months may be

granted by the Employer under mutually agreeable circumstances between
the Employer, the Department Head and the employee. All parental leaves
shall be without compensation. Sick leave and vacation time and seniority

shall not accumulate during any parental leave, but accrued amounts of both
shall remain on record at the inception of the leave of absence and shall

resume upon return of the employee. Health and welfare benefits described
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in Article 23 of this contract, will be extended at employee expense, during
the period which any parental leave is granted.

20.4

GENERAL LEAVE REGULATIONS. All employees covered by this Contract
are encouraged to give as much prior notice for any leave of absence as
possible so that the Employer can make appropriate adjustments of staff, to
insure a continuation of service to the citizens of the County.

20.5

PERSONAL LEAVE OF ABSENCE. Personal leaves without pay include ail

leaves of absence granted for reasons other than for those stated above and
shall be granted at the discretion of the Employer for a period of time not to
exceed six (6) months. Extension of leave for an additional six (6) months is
possible pending review and approval by the Employer. Seniority, sick leave
or vacation leave shall not accrue during personal leave. Personal leave is
automatically extended for a period of two (2) months to the employee on
sick leave where accumulated paid leave expires; such leave may be
extended at the disaetion of the Employer.

20.6

P-114, Section X, effective January 1, 2006 is included herein by this
reference. Any unpaid absence of more than three days which qualifies for
Family and Medical Act Leave, as covered by Policy P-114, Section X, shall
automatically trigger FIVILA leave and leave time shall count towards the
twelve week limitation.

ARTICLE 21 HEALTH AND WELFARE

21.1.

The Employer shall provide a Cafeteria Benefit Plan, including group term

health insurance, group term life insurance and other benefits as negotiated
and accepted by the Employees. It is the responsibility of the Employee to
pay for all benefits within the plan, using any Employer-provided funds and
their own funds.

21.1.1. The Employer will provide health insurance as follows:

21.1.1.1. Individual coverage, meaning coverage for the employee
only.

21.1.1.2

Family coverage, meaning coverage for the employee and
their immediate family as defined by the health insurance
contract and state law.

21.1.1.3. The health insurance will be in the form of an HRA plan with
an individual deductible of $1,500
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21.1.1.4. For all employees hired after January 1,2012, coverage will
commence 45 days following the first day on the job.
21.1.2. The Employer will provide terni life insurance in the amount of
$10,000 per person.

21.1.3. Eligibility for the Cafeteria Plan Benefit, including all benefits within
the Cafeteria Plan is as follows:

21.1.4. Regular full time and part time employees scheduled for 30 hours per
week or more will be eligible for 100% of Employer Insurance
and Cafeteria Plan contributions.

21.1.5. Employees regularly scheduled for less than 30 hours per week and
hired prior to January 1. 2012 must first meet qualifying requirements
to be eligible for insurance benefit. Employees regulariy scheduled for
less than 30 hours and hired after January 1, 2012 will not qualify for
the programs described in 23.1.

21.1.5.1. Employees hired prior to January 1, 2012 and who work an
average of at least 21 hours per week will qualify the employee
to participate in the Cafeteria Plan after six calendar months of
employment.

21.1.5.2. Employees hired prior to January 1. 2012 regulariy scheduled for
less than 30 hours per week must qualify for insurance each
year. Employees must average 21 hours per week in each
calendar year to participate In the Cafeteria Plan for the 12
months beginning February 1st of the year immediately following
the qualifying year.

21.1.5.3 Employees hired prior to January 1, 2012 regulariy scheduled
for less than 30 hours per week and qualifying for insurance
pursuant to this section will have the option to receive a county
contribution for health insurance and Cafeteria Plan equal to

70% of the county contribution for full-time employees and
100% of the county contribution for life insurance and HRA.

21.1.5.4

For purposes of Article 21, "regularly scheduled" means a
six month average.

21.1.6. Seasonal and temporary employees will not qualify for the program
described in 21.1.
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21.1.7. The Employer contribution will be monthly as follows:

2019

PUNA

PLANB

PLANC

Single Health
Insurance

$740.00

$740.00

$650.00

$1,173.00

$1,173.00

$1,173.00

Family Health
Insurance

The HRA contribution may be made at quarterly increments or other
time periods as determined by the HRA Plan Document.
21.1.8. It is agreed that changes in carriers, networks or benefits imposed by the
health insurance provider, other than deductibles and co-pays, do not
constitute changes in aggregate value of coverage within the meaning of
Minnesota Statutes §471.6161, subd. 5.
21.1.9 Any County contribution in excess of the monthly premium charged by
insurance provider will be placed in a Cafeteria plan. The employee will
direct the County on how this money will be dispersed.

21.2

WORKERS COMPENSATION. An employee receiving compensation, under
Workers' Compensation, will be processed in the following manner, which
applies only so long as the employee has accumulated unused sick leave:
a.

The employee will keep the Workers' Compensation
check and provide the payroll department with a copy
of the check.

b.

The County will pay the employee the difference
between the Workers' Compensation check and
take home pay.

0.

The employee's sick leave will be reduced by the
amount of pay in (b) translated into hours and days.

If an employee does not wish to have their accumulated sick leave reduced through
the process described above, such employee may choose the option of declining
compensation checks. A doctor's certificate shall be required to show the ability to
work at the employee's former job classification.
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For the term of this contract, Kanabec County will absorb the increase in monthly

premiums and there will be no increase to the Employee's monthly premium from
the 2018 rate.

ARTICLE 22 SCHOOLING

22.1

COST RESPONSIBILITY. The Employer will pay for costs, including travel
expenses, of all required schools. Detemnination of validity of the required
school shall be made by the Sheriff and the Employer. Hours spent in
mandated training sessions will be considered the same as work hours for
purposes of pay.

22.2

Non-required classroom training may be available to Deputy Sheriffs within
scheduled work week if detennined appropriate by management Sheriff may
limit eligibility for training leave under this provision to a particular grade
classification. Sheriff may limit the number of persons attending such
approved classroom training.

ARTICLE 23 DRUG AND/OR ALCOHOL TESTING

23.1

Purpose: The purpose of this article is to provide written guidelines in
compliance with applicable Minnesota Statutes for requesting Employees to
undergo drug and/or alcohol testing. Kanabec County prohibits the

possession, consumption, sale, transfer or "being under the influence" of
alcohol or illegal drugs during work hours except when approved by the
Employer as a proper law enforcement activity.
23.2

Definitions: For purpose of this dnjg and/or alcohol testing article, the
following terms shall have the meanings ascribed to them:
a. Confirmatory Test and Confirmatory Retest: "Confinnatory test" and
"confirmatory retest" mean a drug or alcohol test that uses a method of
analysis allowed under one of the programs listed in Minnesota
Statutes § 181.953. subd. 1.

b. Drug: "Drug" means a controlled substance as defined in
Minnesota Statutes § 152.01, subd. 4.

c. Drug and Alcohol Testing: "Drug and alcohol testing" and "drag or alcohol
testing" and "drug or alcohol tests" means analysis of a body
component sample according to the standards established under one of
the programs in Minnesota Statutes § 181.953, subd. 1 for the purpose
of measuring the presence or absence of drugs, alcohol, or their
metabolites in the sample tested.
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d. Employee: "Employee" means a member of the exclusively
recognized bargaining unit.

e. Safety Sensitive Position: "Safety sensitive position" means a Job in
which an impairment caused by drug or alcohol usage would threaten
the health or safety of any person. All members of the exclusively
recognized bargaining unit occupy safety-sensitive positions.

f. Employer: "Employer" means Kanabec County acting through the County
Board.

g. Initial Screening Test: "Initial screening test" means a drug and/or
alcohol test which uses a method of analysis under one of the
programs listed in Minnesota Statutes §181.953, subd. 1.
h. Positive Test Result: "Positive test result" means a finding or the

presence of alcohol, drugs or their metabolites in a sample tested in
levels at or above the thresholddetection levels contained in the

standards of one of the programs listed in Minnesota Statutes §
181.953, subd.1

/.

Reasonable Suspicion: "Reasonable suspicion" means a basis for
forming a belief based on specific facts and rational inferences drawn
from those facts.

j.

Drug Paraphernalia: "Drug paraphernalia" has the meaning set forth
in Minnesota Statutes.

k.

Valid Medical Reason: "Valid medical reason" means;

1. Written prescription, or an oral prescription reduced to writing,
which satisfies the requisites of Minn. Stat. § 152.11, and names
the employee as the person for whose use it is intended; and,
2.

The drug was prescribed, administered and dispensed in the
course of professional practice by or under the direction and
supervision of a licensed doctor, as described in M.S. §
152.12; and,

3. The drug was used in accordance with terms of the prescription;
and,
4.

Over-the-counter medication was used in accordance with

terms of the product's directions.
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1. Working Days: "Working days" for purposes of this article shall be
defined as Monday through Friday.
23.3 Work Rules:

a. No employee shall be under the influence of any drug or alcohol while the
employee is working or while the employee Is on the Employer's premises
or operating the Employer's vehicles, machinery, or equipment, except
pursuant to a valid medical reason, or, when approved by the Employer
as a proper law enforcement activity.
b. No employee shall use, possess, manufacture, distribute, dispense, sell or
transfer drugs, alcohol or drug paraphernalia while the employee is working
or while the employee is on the employer's remises or operating the
Employer's vehicles machinery or equipment, except pursuant to a valid
medical reason, or, when approved by the Employer as a proper law
enforcement activity.

c. No employee, while on duty, shall engage or attempt to engage or
conspire to engage in conduct which would violate any law or ordinance
concerning drugs or alcohol, regardless of whether a criminal conviction
results from the conduct.

d. An employee shall notify the Employer in writing of any criminal drug statute
conviction for a violation occurring in the workplace no later than 5 working

days after such conviction. The Employer shall notify the appropriate federal
agency of such conviction within 10 working days of receiving notice from
the employee.

23.4 Persons Subject to Testing: All employees are subject to testing under
applicable sections of this article. The Employer will request or require an employee
to undergo drug or alcohol testing only under the circumstances described in this
article.

23.5

Circumstances for Drug OrAicohot Testing:
a. Reasonable Suspicion Testing: The Employer may request or require an
employee to undergo drug and alcohol testing if the Employer has a
reasonable suspicion related to the employee's job performance that the
employee:
1.

Is under the influence of drugs and alcohol while the employee is

working, or is on the Employer's premises, or operating the Employer's
vehicles, machinery, or equipment.

21

2. Has violated the Employer's Work Rules as per section 25.3 of this
article regarding use, possession, sale or transfer of drugs, alcohol or
drug paraphernalia while the employee is working, or is on the
employer's premises, or operating the Employer's vehicles, machinery
or equipment.

3. Has discharged a firearm other than in the following instances:
i.

On an established target range; or

11.

While conducting authorized ballistic tests; or

ill.

While engaged in lawful recreational hunting or shooting activities; or

iv.

While shooting an injured animal as part of official duties.

4. Has been involved in a police vehicle pursuit as defined by Police
Department rules and regulations during which a disregard for work rules,
personal safety, safety of others, or a lack of appropriate judgment has
been exhibited.

5. Has sustained a personal injury as defined in Minn. Stat. § 176.011,
subd. 16, or has caused another person to die or sustain a personal
injury.

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

accident resulting in total property damage exceeding $1,000 as estimate
by a department supervisor at the scene of the accident or at the time the
accident is reported.

7. Has, as determined only by the County Sheriff, or designee, or County
Board designees, engaged in an act or omission related to the

performance of the job, committed on duty, or off duty involving illegal
drugs that logically requires or justifies such testing, revealed as a clear
and compelling necessity by the nature of the incident.

b. Treatment Program Testing. The Employer may request or require an
employee to undergo drug and/or alcohol testing if the employee has been
refen*ed by the Employer for chemical dependency treatment or evaluation
or is participating in a chemical dependency treatment program under an
employee benefit plan, in which case the employee may be requested or
required to undergo drug and/or alcohol testing without prior notice during

the evaluation or treatment period and for a period of up to two years
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following completion of any prescribed chemical dependency treatment
program.

23.6 Refusal To Undergo Testing:

a. Employees: An employee has the right to refuse to undergo drug and
alcohol testing. If an employee refuses to undergo drug and alcohol testing
requesting or required by the Employer, no such test shall be given.

b. Consequences of Refusal: Ifan employee refuses to undergo drug or
alcohol testing requested or required by the Employer, the employee
shall be discharged from employment on grounds of Insubordination.

c. Refusal on Religious Grounds: An employee who refuses to undergo drug
or alcohol testing of a blood sample based on religious grounds shall not be
deemed to have refused if the employee submits to a urine sample.
However, if the employee also refuses to undergo drug or alcohol testing of
a urine sample, the employee shall be deemed to have refused to submit to
drug or alcohol testing and shall be subject to the provisions of 25.6(b).
23.7 Procedure For Testing:
a. Notification Form: At the time the Employer requests an employee to
undergo drug or alcohol testing, the Employer shall provide the individual
with a form on which to:

1. Acknowledge the individual has seen a copy of the Employer's drug
and alcohol testing article; and,
2. Indicate consent to undergo the daig and alcohol testing.

b. Test Sample: The test sample shall be obtained in a private setting and the
procedures for taking the sample shall ensure privacy to employees to the
extent practicable, consistent with preventing tampering with the sample. All
test samples shall be obtained by or under the direct supervision of a health
care professional at a medical facility of the Employer's selection.
c. Identification of Samples: Each blood or urine sample shall be sealed in a
suitable container free of any contamination that could affect test results, and
be properiy identified with the individual that provided the sample pursuant to
the identified with the individual that provided the sample pursuant to the

identification procedures of the testing facility.

d.

Chain of Custody. The testing facility shall maintain a written record of
the chain of custody of the sample and ensure proper handling as
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required.

e.

Laboratory: All drug and alcohol testing shall use the services of a
testing laboratory qualifying under Minn. Statute, however, no test shall
be conducted by a testing laboratory owned and operated by Kanabec
County.

f.

Methods of Analysis: The testing laboratory shall use methods of analysis
and procedures to assure reliable drug and alcohol testing results, including
standards for initial screening tests and confinnatory tests.

g. Retention and Storage: Retention and storage procedures shall comply with
the rules adopted by the Commissioner, and all samples that produced a
positive test result, except breath samples from an Initial screening test,
shall be retained and properly stored by the testing facility for at least 6
months.

h.

Test Result: The testing laboratory is required to prepare a written report

indicating the drugs, alcohol, or their metabolites tested for, the types of
tests conducted and whether the test produced negative or positive test

results. The testing laboratory shall disclose that report to the Employer
within 3 working days after obtaining a negative result on the initial
screening test or, ifthe initial test was positive, within 3 working days after
a confirmatory test.
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Notice of Test Results: Within 3 working days after receiving the test

result from the testing laboratory, the Employer shall inform, in writing,
an employee who has undergone drug or alcohol testing of:

1.

A negative test result on an initial screening test or of a negative
or positive test result on a confirmatory test.

2.

The right to request and receive from the Employer a copy of the test
result report.

3.

The right to submit infonnation to the Employer within 5 working
days after notice of a positive test result to explain that result. The
Employer may request that the Employee indicate any over-thecounter or prescription medications that the Employee is currently

taking or has recently taken or any other information relevant to the
reliability of or explanation for a positive test result.

4.

The right to submit a written notice to the Employer within 5 worthing
days after notice of a positive test result, that the employee intends

24

to obtain a confirmatory retest of the original sample at the
employee's own expense at the original laboratory or another
licensed testing laboratory.

/

Notice to Employees Receiving Positive Test Results on a
Confirmatory Test: An employee receiving a positive test result on a
confirmatory test shall be notified by the Employer of the following
rights of the employee. This notice shall be provided to the employee
three (3) working days after receiving the test result.

1. First Positive Test Result

i.

The Employer may discharge an employee for whom a
positive test result on a confirmatory test as the first such
result for the employee. However, the Employer may not
discharge the employee from employment unless the following
conditions have occurred:

(a) The Employer has first given the employee an opportunity
to participate In, at the employee's own expense or
pursuant to coverage under an employee benefit plan,
either a drug or alcohol counseling or rehabilitation
program, v>/hichever is more appropriate, as determined by
the Employer after consultation with a certified chemical
use counselor or a physician trained in the diagnosis and
treatment of chemical dependency, and the employee
refuses to participate in the counseling or rehabilitation
program; or

(b) If the employee has failed to successfully complete the
counseling or rehabilitation program, the employee shall
be discharged from employment. Withdrawal from the
program before its completion or a positive test result on a
confirmatory test after completion of the program will be
considered evidence the employee failed to successfully
complete the program.
2. Second Positive Test Result:

i.

Where an employee tests positive on a confimiatory test for
the second time for alcohol or drug abuse of a legal
substance, which prevents the employee from performing
the functions of the job or constitutes a direct threat to
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property or safety of others, the Employer may discipline the
employee up to and including discharge.

ii.

Where an employee tests positive on a confirmatory test
for the second time for drug use of a controlled substance,
the Employer shall immediately discharge the employee
from employment.

3.

An Employer may temporarily suspend the tested employee or transfer that
employee to another position at the same rate of pay pending the outcome
of the confinnatory test and confirmatory retest, if requested, provided the
Employer believes It is reasonably necessary to protect the health or safety
of the employees, co-employees, of the public. An employee who has been
suspended without pay must be reinstated with back pay if the outcome of
the confirmatory test or requested confirmatory retest is negative.

4.

An Employer may not discharge, discipline, discriminate against, or
request or require rehabilitation of an employee on the basis of medical
history information revealed to the Employer pursuant to 25,7(a)(2)
above unless the employee was under an affirmative duty to provide the
information before, upon, or after hire.

5.

An employee must be given access to information in the employee's
medical personnel file relating to positive test result reports and other
information acquired In the drug and alcohol testing process, and
conclusions drawn from and actions taken based on the reports or other
acquired information.

23.8 Employer Actions:

a. The Employer will not discharge, discipline, discriminate against, or
request or require rehabilitation of an employee solely on the basis of a
positive test result from the initial screening test that has not been verified
by a confirmatory test.
b. The Employer shall observe employee rights under applicable sections of this
article.

c. Nothing in this article limits the right of the Employer to discipline or
discharge an employee on grounds other than those set forth in
Section 25.7(j).
23.9 Data Privacy:
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a. All data collected, Including that In the notification form and the test report,
is Intended for use In determining the suitability of the employee for
employment. The employee may refuse to supply the requested data;
however, refusal to supply the requested data may affect the person's
employment status.
b. The Employer will not disclose the test result reports and other Information
acquired in the drug Or alcohol testing process to another Employer or to
a third party Individual, governmental agency, or private organization
except In the following situations:
1. written consent for the release of data by the tested
employee:
2. pursuant to court order;
3. for the use in an arbitration proceeding pursuant to a
collective bargaining agreement;
4. for use in an administrative hearing pursuant to Minnesota Statutes;
5. for use in a judicial proceeding;
6. disclosure to a federal agency as required by federal law;
7. disclosure to a substance abuse facility.

c. Test results may not be used as evidence in a criminal proceeding against
the employee.
23.10 Grievances:

In the event of an alleged violation of this Article, the employee may file a
grievance in accordance under Article 8 of this agreement
ARTICLE 24 COMPLETE AGREEMENT AND WAIVER OF
BARGAINING

24.1

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

24.2

The parties acknowledge that during the negotiations which resulted in this
Agreement, each had the 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 complete understandings and
agreements arrived at by the parties after the exercise of the 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 of with respect to any subject or matter not

specifically referred to or covered in this Agreement, even though such
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subject or matter may not have been within tfie knowledge or contemplation
of either or both of the parties at the time that they negotiated or signed this
Agreement.
ARTICLE 25 OUTSIDE EMPLOYMENT

25.1

Employees may not engage In any outside occupation employment or
business which may hinder their impartial or objective performance of their
public duties, emban-ass the Employer, or be incompatible with their
County employment, or impair their job efficiency on the job.

25.2

Outside work shall be regarded as secondary to County employment and
shall not interfere with the availability of an employee for emergency or callin duty. A County employee shall not represent or hold themselves out as a
County employee to another employer or to the public while engaged in
outside employment. There shall not be Workers' Compensation or sick

leave payments by the Employer to any individual injured in the course of
outside employment.
ARTICLE 26 DURATION

This Agreement shall become effective on January 1, 2019 and shall remain in full
force and effect through December 31, 2021, and shall continue in effect fnam year
to year thereafter, unless either party shall notify the other, in writing, ninety (90)
days prior to the termination date, that it desires to modify this Agreement.
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APPENDIX A
SHIFT DIFFERENTIAL

Employees will be paid a shift differential for all hours worked between 6:00 pm
and 6:00am and for all hours worked on Sunday as follows
$1.00 per hour

PART-TIME BENEFITS

Part-time Employees shall receive pro-rata benefits according to the number of
hours worked as a percentage of full-time work. The pro-rata benefits shall include
uniform allowance, holiday pay and vacations. Seniority is based on hours worked.
LATERAL TRANSFER IN

The Employer may recognize other employment experience of lateral entry
employees when assigning their rate of pay. Recognized pre-employment
experience will not exceed the actual length of related experience. Employer's
decisions regarding pre-employment experience are non-grievable.
MEAL BENEFIT

In recognition of an employee's inability to leave the premises during breakfast,
lunch and/or dinner breaks, employees assigned to work in the jail and dispatch
may request to be provided with one jail-prepared meal, per shift, at no cost to the
employee, for the employee's personal consumption during their shift.

1. WAGES: 2019
2020

Agree to 2% general wage increase.
Agree to use the regional CPI to determine the COLA increase.
The increase shall be based on the third quarter CPI for 2019
with a minimum of 1.75% increase with a maximum increase of
2.75%.

2021

Agree to use the regional CPI to determine the COLA increase.
The increase shall be based on the third quarter CPI for 2020
with a minimum of 1.75% increase with a maximum increase of
2.25%

FIELD TRAINING OFFICER PAY: Employees assigned to field training duties will
receive an additional $1.00 per hour while training a new employee.

30

DAYLIGHT SAVINGS TIME: When an employee works on the day daylight savings
time ends (fall back), and is required to work an extra hour, that employee will be paid
at time and one-half (1 &1/2 ) for that hour. When an employee works when day light
savings time begins (spring ahead), and is working an hour less than is scheduled,
that employee will be given the opportunity to make up the hour or use PTO.

2019 -2% Increase
Grade

A

B

c

D

E

F

G

Grade

$ 12.28

$ 12.74

$ 13.20

$ 13.67

$14.13

$ 14.59

$ 15.05

1

$ 13.02
$ 13.80
$ 14.63

$ 13.50

$ 13.99

$ 14.48

$ 14.97

$ 15.46

$ 15.95

$ 14.32

$ 14.83

$ 15.35

$ 15.87

$ 16.39

$ 16.90

$ 15.18

$ 15.73

$ 16.27

$ 16.82

$ 17.37

$ 17,92

$ 15.50

$ 16.09

$ 16.67

$ 17.25

$ 17.83

$ 18.41

$ 18.99

$ 16.43

$ 17.05

$ 17.67

$ 18.29

$ 18.90

$ 19.51

$ 18.07
$ 19.16

$ 19.38
$ 20.54

$ 20.03

$ 18.46

$ 18.73
$ 19.85

$ 20.69
$ 21.93

$ 20.13
$ 21.34

6

$ 17.42

$ 22.62

B

$ 19.57

$ 20.31

$ 21.04

s 20.75

$ 21.53

$ 22.31

$ 21.78
$ 23.08

$21.24
$ 22.51

m
7

$ 23.25
$ 24.64

$ 23.98

9

$23.86

$ 25.42

16

24.70

$ 25.53

$ 26.37

26.43

$ 27.32

$ 28.21

$ 27.19
$ 29.10

12

28.27

$ 29.23

30.25

$31.27

$ 30.18
$ 32.29

$ 31.14
$ 33.31

14

$ 22.21

$ 23.03

$ 23.87

$ 23.76

$ 24.64

$ 25.54

$ 25.42
$ 27.20

$ 26.38

$ 27.33
S 29.24

$ 29.38
$ 31.72
$ 34.26

$ 30.48
$ 32.92

$ 31.58

$
$
$
$
$

32.68

$ 33.78

$ 34.88

$ 35.99

15

$ 34.10

$ 35.29

$36.49

$ 37.67

$ 38.86

16

$ 35.55
$ 38.39

$ 36.83
$ 39.78

$ 38.12

$ 39.40
$ 42.55

$ 40.69

$ 41.97

17

$ 41.17

$ 43.94

$ 45.33

18

$ 39.96
$ 43.16

$ 41.46

$ 42.96
$ 46.40

$ 44.46

$ 45.96

19

$ 49.63

$ 52.87

20

$ 46.61

$ 48.36

$ 50.11

$ 48.01
$ 51.86

$ 47.46
$ 51.26

$ 48.96

$ 44.78

$ 53.60

$ 55.36

$ 57.10

21

$ 50.35

$ 52.23

$ 54.12

$ 56.01

$57.90

$ 59.78

$ 61.67

22

$ 37.01

$ 28.22

11
13
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2020 -1.75% Increase
Grade

A

B

C

D

E

F

G

Grade

1

$ 12.50

$ 12.96

$ 13.43

$ 13.91

$ 14.37

$ 14.84

$ 15.31

1

p'""2

$ 13.24

$ 13.74

$ 14.24

$ 14.74

$ 15.24

$ 15.73

$ 16.23

^2
3

3

$ 14.04

$ 14.57

$ 15.09

$ 15.62

$ 16.15

$ 16.68

$ 17.20

$ 14.88

$ 16.00

$ 16.55

$17.11

$ 17.67

$ 18.24

$ 15.78

$ 15.44
$ 16.37

$ 16.96

$ 17.55

$ 18.14

$ 18.73

$ 19.32

5

$ 16.72

$ 17.35

$ 17.98

$ 18.61

$ 19.23

$ 19.85

$ 20.49

6^

'

5

$ 17.73

$ 18.39

$ 19.05

$ 18.79

$ 19.49

$ 20.20

$ 19.92

$ 20.66

$21.41

i ;; 10

$21.11

$21.91

$ 22.70

$ 19.72
$ 20.90
$22.16
$ 23.49

11

$ 22.59

$ 23.43

$ 24.29

$25.14

i -12

$24.17

13

$ 25.86

$ 25.07
$26.84

$ 25.99
$ 27.80

^14
e_s

$ 27.68

$ 28.72

15

$ 29.89

$31.01

7
9

$ 20.38

$21.05

$21.71

7

$21.61

$22.31

$ 23.02

- B

S 22.91

$ 23.65

$ 24.40

9

$24.28

$ 25.07

$25.86

10

$ 25.98

$ 26.83

$ 27.67

11

$ 26.89

$ 27.79

$ 28.71

$ 29.61

12

$ 28.77

$ 29.74

$ 30.71

$31.69

13

$ 29.76

$ 30.78

$31.82

$32.86

$ 33.90

14

$32.13

$ 33.25

$34.37

$ 35.49

$ 36.62

15

S "IS

$ 32.28

$ 33.49

$34.70

$ 35-91

$ 37.12

$ 38.33

$39.54

16

17

$ 34.86

$36.17

$ 37.48

$ 38.78

$41.40

$ 42.71

17

.

$ 37.65

$39.06

$41.89

$44.71

$46.12

18

19

$ 40.66

$42.19

$ 40.48
$43.71

$ 40.09
$ 43.30

$ 45.24

$ 46.77

$ 48.29

$ 49.82

19

20

$ 43.91

$ 45.56

$ 47.21

$ 48.85

$ 50.50

$52.15

$ 53.79

20

21

$ 47.43

$49.20

$ 50.99

$ 52.76

$54.54

$ 56.32

$ 58.10

21

22

$51.23

$ 53.15

$ 55.07

$56.99

$58.91

$60.83

$ 62.75

22

32

2021 -1.75% Increase
Grade

B

ODE

Grade

$ 12.71

$ 13.19

$ 13.66

$ 14.15

$ 14.63

$ 15.10

$ 15.58

$ 13.47

$ 13.98

$ 14.49

$ 15.00

$15.50

$ 16.01

$ 16:52

$ 14.29

$ 14.83

$ 15.35

$15.89

$ 16.43

$ 16.97

S 17.50

$ 15.14

$ 15.71

$ 16.28

$ 16.84

$17.41

$ 16.05

$ 16.65

$17.26

$ 17.86

$ 18.46

$ 17.98
$ 19.06

$ 18.55
$ 19.66

$ 17.01

$ 17.66

$18.29

$ 18.93

$ 19.57

$ 20.20

$ 20.85

6

$ 18.04

$ 18.71

$ 19.39

$ 20.06

$ 20.74

$21.42

$ 22.09

7

$ 19.11

$ 19.83

$ 20.55

$21.27

$21.99

$22.70

$ 23.42

8

$ 20.26

$21.03

$21.79

$ 22.55

$ 23.31

$ 24.07

$ 24.83

9

$21.48

$22.29

$ 23.09

$ 23.90

$ 24.70

$ 25.51

$ 23.84

$ 24.71

$ 25.58

$ 26.43

$ 27.30

$ 26.32
$28.15

10

$ 22.99

$ 24.59

$ 25.51

$ 26.44

$27.36

$ 28.28

$29.21

$30.13

12

$ 26.32

$ 27.31

$ 28.29

$ 29.27

$ 30.27

$31.25

$ 32.24

13

$ 28.16

$29.22

$ 30.28

$31.32

$ 32.38

$ 33.43

$34.49

$ 30.41

$31.55

$ 32.69

$ 33.83

$34.98

$36.12

$ 37.26

15

$ 32.84

$34.08

$ 35.30

$ 36.54

$ 37.77

$ 39.00

$ 40.23

Is

$ 35.47

$36.80

$38.13

$ 39.46

$ 40.79

$42.12

$ 43.45

17

11

$38.31

$ 39.75

$41.18

$ 42.62

$44.06

$ 45.49

$ 46.93

18

$41.37

$ 42.93

$ 44.48

$ 46.03

$ 47.58

$49.14

$ 50.69

19

$ 44.68

$46.36

$ 48.04

$ 49.71

$51.39

$53.06

$ 54.73

20

$ 48.26

$ 50.07

$51.88

$ 53.69

$ 55.49

$ 57.31

$ 59.12

21

$ 52.12 .$ 54.08

$56.03

$ 57.99

$ 59.94

$ 61.89

$63.85
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FOR KANABEC COUNTY

FOR LAW ENFORCEMENT LABOR

SERVICES, INC. LOCAL NO. 107

•jfU,

fPP.<r,

Chairperson of the Board

Business Agent

Dated:

Dated

a

ATTEST:

County Coordin|^
Dated:

nion Steward
Dated:

/

34

Dept

Ifs. C. v-Vt,\o c

Trans Transit Dispatcher

5

Clerk Typist IIA PH

5

Veteran Services Admin Assist

5

FS

Office Support Specialist-Front Desk

5

PH

Home Health Aide

5

PH
Vets

Audit Collections Clerk
Prob

Court Services Secretary

Assr

Appraiser Trainee

Trans Bus Driver 11
Assr

Assessor Clerk II

PW

Secretary

FS

Case Aide - Family Services

PH

Case Aide-Family Health

Coord Administrative Assistant
PW

Sher
FS

6
6
6

6
6

3rade
6
6
7

7

Law Enforcement Assistant

7

Eligibility Worker

7
7

Building Maintenance Technician 1

7

Civil Process Coordinator

7

PW

Mechanic's Assistant/Building & Grounds

7

PH

Licensed Practical Nurse

8

FS

Accounting Technician

8

PW

Atty Legal Secretary/Paralegal
PW

8

Sign Person

8

Work Site Supervisor

8

FS

Family Base Service Provider

8

PW

Heavy Equipment Operator II

9

Prob

PH

Administrative Assistant-PHFS

9

Rec

Chief Deputy Recorder

9

PW

Building Maintenance Technician

9

Correctional Officer/Dispatcher

9

IS

Computer Technician

9

FS

Community Support Technician-Adult

9

FS

Community Support Technician-Children

9

FS

Fiscal Officer

9

Sher

PH

Fiscal Officer

9

Deputy Finance

10

PW

Heavy Equipment Operator III

10

PW

Accountant

10

FS

Child Support Officer

10

Victim & Witness Service Coord

10

Audit

Atty

t^O>s. L^'<—
CjO

V^

6

Heavy Equipment Operator 1

Sher Jail - Office Assistant

Sher

-J

Title

Audit

Deputy Auditor, Finance

10

Audit

Deputy Auditor, Tax II

10

Assr

Property Tax Specialist

10

^7

FS

Child Support Officer/Fraud Prevention S

10

PW

ES/GIS Technician

11

IS

Network Specialist

11

Audit

Deputy Auditor, Property & Tax

11

Assr

Certified Appraiser

11

Health Promotion Coordinator

11

Lead Child Support Officer

11

Jail Programmer

11

PH
FS

Sher

Trans Operations Supervisor
PW

Mechanic

Coord HR Specialist
PW

CADD Technician, Civil

Coord Veteran Service Officer

11
11
11
12
12

FS

Child Support Supervisor

12

FS

Financial Supervisor

12

PH

Registered Nurse

13

PH

Regional ATOD Prevention Coordinator

13

FS

Social Worker

13

Fiscal Supervisor

13

Sher

Jail Sergeant

13

Sher

Deputy Sheriff

13

FS

Lead Social Worker

14

Sher

FS

Investigator

14

Assr

Assistant Assessor

14

FS

Child Support & Financial Supervisor

14

PW

Building Maintenance Supervisor

14

PW

Environmental Services Supervisor

14

Sergeant Deputy Sheriff

15

Social Service Supervisor

15

Administrative Sergeant

15

Sher
FS

Sher
PW
Sher
PH

Maintenance Superintendent

15

PSAP/ EMS Administrator

15

Certified Public Health Nurse

15

Trans Transit Director

16

Rec

County Recorder

16

PH

Nursing Supen/isor

16

PH

Family Health Supervisor

17

Sher Jail Administrator

17

EDA

Economic Development Executive Direct 18

Atty

Assistant County Attorney

18

FS

Human Services Director

19

PH

Community Health Director

19

Assr

County Assessor

19

Sher

Chief Deputy Sheriff

19

Information Systems Director

20

Audit

County Auditor/Treasurer

20

Coord

County Coordinator

21

IS

Sher County Sheriff

21

PW

21

County Public Works Director

Atty County Attorney

22

NOT INCLUDED IN 2016 UPDATE

Admin Assist Maintenance Super

9

Admin County Coordinator/Assessor

19

Assr

Assessor Clerk il

6

Assr Clerk/Appraiser

8

Assr Assessment/Tax Supervisor

15

Audit Deputy Auditor A

9

EnvS Technical Assistant

6

FS

Child Support Supevisor

11

FS

Fraud Prevention Spc

9

FS

Lead Child Support Officer

9

IS

Clerical Worker/Computer Tech

Prob Probation Secretary
PH

Case Aide - Care Coordination

7

6
6

PH

Homemaker

PH

Minibus Driver

PH

Hospice Social Worker/Home Health Aid 11

5

PH

RN - WIC Coordinator

10

PW

Assistant Engineer Alt 2

16

PW

Civil Engineering Aide

7

PW

County Engineer

PW

Accountant I

20

PW

Maintenance Supv

PW

Seasonal Laborer

4

PW

Senior Engineering Tech

14

9

14

Sher Civil Process/Transport

7

Sher Dispatcher/Jailer

7

VS

VSO, EMD, Collections

9

SWCD District Technician

11

SWCD District Technician

11

SWCD District Technician

10

SWCD District Manager - Kanabec SWCD

14

INACTIVE JOBS

FS

Account Clerk - Fiscal

Coord Coordinator's Assistant

Atty

Secretary PT

EnvS Clerical Worker

5
9
2
2

Rec

Floater

2

Ext

Extension Secretary

3

Admin Bidg Maintenance Wori^er
FS
Rec

4

Deputy Recorder

5

FS

Case Aide 8

FS

Child Support & Financial Supervisor

Admin Maintenance Worker Lead
Audit Account Clerk
Audit

3

Office Support Spec Fin

Property & Tax Clerk

Hwy Grounds & Road Maint

5
13
6
6
6
6

Probation Case Aide

6

Home Health Aide Coord

7

Audit

Deputy Auditor B

7

Assr

Prop Tax Support Specialist

9

Prob
PH

EnvS Environmental Technician

9

Audit

Deputy Treasurer A

9

Hwy

Assistant Mechanic

9

Sher

Jail Programmer - only

9

Sher

Dispatch Sergeant

10

Sher

Jail Programmer

10

Physical Therapist

11

Operations Supervisor

11

PH

Audit
JP

Snake River Watershed Cr

11

FS

Financial Assistance Supv

12

PH

Programs Supen/isor

13

PH

Home Care/Hospice Supv

14

EnvS Environmental Services Dir
FS

16

Family Services Director

19

Public Health Nursing Dir

19

Compliance Manager

10

Sher

Correctional Officer

10

Sher

Dispatcher

PH
Trans

Sher Jaii/911 Administrator

7

16

