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AGREEMENT

This Agreement is entered into this
day of
2020, by and
between the CITY OF BLOOMINGTON, MINNESOTA, a municipal corporation, hereinafter
referred to as the City, and LAW ENFORCEMENT LABOR SERVICES hereinafter referred to as the
Union.

ARTICLE 1. PURPOSE AND INTENT

It is the purpose of this agreement to establish certain wages, hours, and conditions of
employment and to establish procedures for the resolution of disputes concerning the
interpretation or application of this agreement.
ARTICLE 2. RECOGNITION

The City recognizes the Union as the sole and exclusive collective bargaining representative for
its sworn police personnel of the rank of Sergeant and Commander, hereinafter referred to as

employees, excluding sworn personnel of the rank of Police Officer, Deputy Chief, and Chief of
Police. The City shall not enter into any agreement with members of this recognized bargaining
unit individually or collectively or with any other organizations which in any way conflicts with
the provisions hereof.
ARTICLE 3, MANAGEMENT'S RIGHTS

The Union recognizes the prerogative of the City to operate and manage its affairs in all
respects in accordance with laws and regulations of appropriate authorities including personnel
policies and work rules. These management rights include, but are not limited to, the
following:
A. To utilize personnel, methods, procedures, and means in the most appropriate manner
possible.
B. To manage and direct the employees of the Police Department.
C. To hire, schedule, promote, transfer, assign, train or retrain employees in positions in
the Police Department.

D. To suspend, demote, discharge, or take other appropriate disciplinary action against
employees for just cause.

E. To determine the size and composition of the work force and to relieve employees from
duties because of lack of work or other legitimate reasons.
F. To determine the mission of the City and the Police Department and the method,
means,Job classifications, and personnel by which it is to be accomplished.
G. To determine policy as to the function and program of the employer, its overall budget,
utilization of technology, the organizational structure, selection of personnel, and
direction and number of personnel.

All management rights not specifically limited or abrogated by the terms and provisions of this
AGREEMENT remain vested solely and exclusively in the CITY.
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ARTICLE 4. SCOPE OF THE AGREEMENT

The parties acknowledge that during the negotiations which preceded this agreement, each had
the unlimited right and opportunity to make demands and proposals with respect to any
subject or matter and that the understandings and agreements arrived at by the parties after
the exercise of that right and opportunity are set forth in this agreement. Therefore,for the life
of this agreement, the City and the Union each voluntarily and unqualifiedly waives the right,
and each agrees that the other shall not be obligated to negotiate collectively with respect to
any subject or matter not specifically referred to or covered in this agreement, even though
such subjects or matters may not have been within the knowledge or contemplation of either
or both of the parties at the time they negotiated and signed this agreement.
ARTICLE 5. UNION SECURITY

Section 1. In recognition of Law Enforcement Labor Services as the exclusive representative of
sworn personnel of the rank of Sergeant and Commander, the City shall deduct from the wages

of employees who authorize such a deduction, an amount sufficient to provide payment of
dues established by the Union. Such monies shall be remitted to the appropriate designated
officer of the Union.

Section 2. Officers of the Union shall be defined as President, Vice President, Secretary, and
Treasurer. The Union may also designate certain employees from the bargaining unit to act as
stewards and shall inform the City in writing of such choice. Stewards shall not exceed five in
number.

Section 3. Officers and Stewards of Law Enforcement Labor Services shall be allowed

reasonable time off and leaves of absence, with prior approval and without pay, for the
purpose of conducting Union business when such time away from their normal work duties will
not unduly interfere with the operation of the Police Department.
Section 4. The Union agrees to indemnify and hold the City harmless against any and all claims,
suits, orders, or judgments brought or issued against the City as a result of any action taken or
not taken by the City under the provisions of this Article.
ARTICLE 6. GRIEVANCE PROCEDURE

Section 1: For the purpose of this agreement, the term "grievance" means any dispute between
the City and the employee(s) concerning the interpretation, application, claim of breach, or
violation of this agreement. Both parties recognize that should a provision of this agreement
be in conflict with an Employment Rule, this agreement shall prevail; any Employment Rule not

directly modified or abridged by this agreement shall remain in full force.
Section 2: FIRST STEP. An employee's grievance shall be submitted in writing to the employee's

immediate supervisor. All grievances shall state the facts upon which they are based, when
they occurred, the provision{s) of the agreement allegedly violated, the remedy requested, and
shall be signed by the employee who is aggrieved and by an Officer of the Union. All grievances
shall be submitted within ten (10) calendar days after the occurrence, event, or circumstances
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on which the grievance is based. The supervisor shall give a written answer to the employee
and the Union within five (5) calendar days after the receipt of the written grievance. A copy of
the grievance and the supervisor's response shall be filed with the Director of Human
Resources. Any grievance not appealed in writing to Step 2 by the individual or the Union
within five (5) calendar days shall be considered waived.

Section 3: SECOND STEP. If the grievance is not resolved in the first step, the employee and/or
the Union shall present the grievance to the Employee's Division Commander in writing within
five (5) calendar days after receipt of the First Step answer. If such written request is made,the
Commander shall meet with the employee and the Union representative within five (5)
calendar days after the date of the receipt of this request. The Commander shall give a written
answer to the employee and the Union within five (5) calendar days after this meeting. A copy
of the grievance and the Division Commander's response shall be filed with the Director of
Human Resources. Any grievance not appealed in writing to Step 3 by the individual and the
Union within five (5) calendar days shall be considered waived.

Section 4: THIRD STEP. If the grievance is not resolved in the Second Step, the employee and
the Union shall present the grievance to the Chief of Police in writing within five (5) calendar
days after receipt of the Commander's Second Step answer of the desire to appeal. If such
written request is made, the Chief shall meet with the employee and the Union representative
within (5) calendar days after the date of the receipt of this request. The Chief shall give a
written answer to the aggrieved employee and the Union within five (5) calendar days after this
meeting. A copy of the grievance and the Chiefs response shall be filed with the Director of
Human Resources. Any grievance not appealed in writing to Step 4 by the individual and the
Union within five (5) calendar days shall be considered waived.
Section 5: FOURTH STEP. If the grievance is not resolved in the Third Step, the employee and
the Union shall notify the Chief of Police in writing within five (5) calendar days after receipt of
the Chief's written answer of the desire to appeal. If such request is made, the grievance shall
be reviewed at a meeting between the City Manager, the Union President, the Chief of Police
and the grievant within fifteen (15) calendar days after receipt by the Chief of the notice of
desire to appeal. A written answer shall be given by the City Manager within fifteen (IS)
calendar days after the date of the Fourth Step meeting. A copy of the grievance and the City
Manager's response shall be filed with the Director of Human Resources. Any grievance not
appealed In writing to Step Five by the Union within seven (7) calendar days of receipt of the
City Manager's written answer shall be considered waived.

Section 6: FIFTH STEP. A grievance unresolved in Step 4 and appealed to Step 5 wilt be
submitted to arbitration subject to the provisions of the Public Employment Labor Relations Act
of 1971 as amended. The selection of an arbitrator will be made in accordance with the "Rules

Governing the Arbitration of Grievances" as established by the Bureau of Mediation Services.
Any grievance not appealed to arbitration within seven (7) calendar days from receipt of the
City Manager's written answer in Step 4 shall be considered waived.
Section 7. An arbitrator shall have no right to amend, modify, nullify, ignore, add to, or subtract
from the provisions of this agreement. The arbitrator shall consider and decide only the
specific issue submitted in writing by the City and the Union and shall have no authority to
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make a decision on any other issue not so submitted. The arbitrator shall be without power to
make decisions contrary to or inconsistent with or modified or varying in any way the
application of laws, rules, or regulations having the force or effect of law. The arbitrator shall
submit the decision in writing within thirty (30) days following the close of the hearing or the
submission of briefs by the parties, whichever is later, unless the parties agree to an extension.
The decision shall be based solely upon the arbitrator's interpretation or application of the
express terms of this agreement and on the facts of the grievance presented.
Section 8. The fees and expenses for the arbitrator's services and proceedings shall be borne
equally by the City and the Union, except 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 borne equally for said
record.

Section 9. Grievances on behalf of the entire Union body shall be filed by the Union President
and shall be processed starting with the Second Step of the Grievance Procedure if it involves
the entire Union body.

Section 10. 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 time limit or any
written agreed extension thereof, it shall be considered settled on the basis of the City's last
answer. If the City 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 may appeal the
grievance to the next step. The time limit in each step may be extended by mutual written
agreement of the City and the Union in each step.
Section 11: CHOICE OF REMEDY. In the event that more than one procedure is available for
resolution of a dispute arising from any provision(s) covered by this Agreement, the aggrieved

employee(s) shall be limited to one procedure through which remedy may be sought. Should a
grievance involve the suspension, demotion, or discharge of an employee who has completed
the required probationary period, the grievance shall be initiated by filing for arbitration subject
to the provisions of the Public Employment Labor Relations Act of 1971 as amended within 10
days of the employee's receipt of notice of suspension, demotion or discharge or an alternate
procedure such as: Bloomington Merit Board, Veteran's Preference, or the Department of
Human Rights. If appealed to arbitration or the Bloomington Merit Board, a written appeal
must be served on the Director of Human Resources within ten (10) calendar days after the

employee's receipt of the notice of suspension, demotion, or discharge. The written appeal
shall indicate which procedure is to be utilized (arbitration or Bloomington Merit Board).
Except that with respect to statutes under the jurisdiction of the United States Equal
Employment Opportunity Commission and the Minnesota Department of Human Rights, an
employee pursuing a statutory remedy is not precluded from also pursuing an appeal under this
grievance procedure. Selection of any procedure other than arbitration shall terminate the
employee's right to seek redress under Article VI. The written appeal shall be signed by the
Employee and a Union Executive Officer.
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ARTICLE 7. SENIORITY

Section 1. Seniority is defined as a regular, full-time employee's length of continuous service
with the City as a sworn police officer since the employee's last hiring date. "Last hiring date"
means the date upon which an employee first reported for work in the Police Department as a

sworn police officer since which the employee has not quit, retired, been transferred outside
the Department or been discharged. No time shall be deducted from an employee's seniority
due to absences occasioned by authorized leaves of absence, vacation, personal, or injury on
duty leaves, or for layoffs except as hereinafter provided. "Time-in-grade" is defined as a
regular, full-time employee's length of service with the City at the rank the employee currently
holds, plus any time accrued at a higher rank in the Bloomington Police Department.
Section 2. The City will maintain an up-to-date seniority list, a copy of which will be posted at
least once each year. The names of all regular, full-time employees shall be listed on the
seniority list in the order of their last hiring date, starting with the senior employee at the top of
the list. If two (2) or more employees were hired on the same day, their names shall appear in
accordance with their composite scores on the employment eligible list; the higher score being
listed first. If two (2) or more employees have the same composite score, their names shall
appear on the seniority list alphabetically by the first letter of their last names. If two (2) or
more employees have the same composite score and the same last name,the same procedure
shall be followed with respect to their first names.
Section 3. An employee's seniority shall be terminated:
a. If the employee resigns, retires, is permanently transferred outside the Department, or
is discharged.

b. If, when recalled to work following a layoff, the employee fails to notify the employer

within ten (10) calendar days of his or her intention to return to work within fifteen (15)
calendar days after a written notice by certified mail if such recall is sent to the
employee's last address on record with the City.
c. When an employee has been laid off for a period in excess of twenty-four (24)
consecutive months.

d. When an employee has been laid off for a period in excess of twenty-four(24)
consecutive months, the employee shall not have any rights of recall.
Section 4. When a decrease in the number of positions occurs in any rank, probationary
employees in the affected rank shall be displaced first. Next, the employee with the least
seniority in the affected rank shall be displaced. The displaced employee may displace another
employee who has less seniority provided that such employee has the ability, aptitude and
qualifications to perform the then remaining work. An employee shall not displace any other
employee in a rank in which the employee has not served.

Section 5. Any former employee of the City who has terminated employment may be rehired
only under the conditions of a new employee and no service credit will be given for prior
service.
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Section 6. Time-in-grade will be considered along with other pertinent operational factors in
assigning regular, overtime and holiday work and also vacation selection and shift selection as

per Article 9, Section 3.
ARTICLE 8. PROBATIONARY PERIOD

All employees promoted subsequent to the effective date of this Agreement will serve a

probationary period of twelve (12) months when promoted to a rank in which the employee
has not served a probationary period. At any time during a promotional probationary period,
an employee may be demoted at the sole discretion of the City.
ARTICLES. HOURS & ASSIGNMENTS

Section 1: WORK HOURS & WORK PERIOD. The City reserves the right to schedule, assign, transfer
and train employees of the Police Department. The City will establish various work days and shifts for
employees. Work days may include, at the discretion of the City, work days of 8 hours, 10 hours or
12 hours. The work period may be up to 28 consecutive days. The City agrees that prior to the
establishment and implementation of different work days (other than 8,10, or 12 hours), advance
notice and opportunity to be heard will be afforded to the Union and the employees affected.
Section 2: SHIFT BIDDING. At present there are three four-month bidding periods. Whereas
service to the public or other good cause may require the establishment of a different number

or length of the bidding periods, the City agrees that prior to the implementation of such a
change, management will meet and confer with representatives of the Union concerning the
proposed changes in the duration and length of the bidding periods.
During each three-year period, each employee assigned to work shifts in the patrol function
shall serve at least once on two of the current shifts (day, day power, night, night power).
Remaining shifts shall be bid on a time-in-grade basis, only for employees who have completed
their twelve (12) month promotional probationary period; provided the City reserves the right,
in limited circumstances, to assign an employee(s) without regard to time-in-grade if the good
of the department requires it. If the City alters the length of time of shifts, the proportions set
out herein shall be maintained.

Section 3: SWITCHING SHIFTS. Employees may be permitted to voluntarily switch shifts with

approval of the Patrol Division Commander. The voluntary switching of workday(s) shall not
obligate the City to overtime pay.
ARTICLE 10. WAGES

Section 1: WAGES. The rates of pay for the term of this contract are set forth in Appendix A.
Section 2: OVERTIME PAY. Except as otherwise provided in this Article, employees working in
excess of the assigned work day, that is, working overtime, shall be compensated at the rate of

one and one-half times regular pay. Effective December 31, 2018, employees at the rank of
Commander shall be classified as exempt under the federal Fair Labor Standards Act, and shall
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no longer be eligible for overtime pay.
Compensation for overtime will not be paid unless the work is performed at the direction,
and/or the approval of the employee's supervisor. Compensation at overtime rates will not be
paid for time not worked, with the exception of when the employee works an extended shift.
The time worked for the extension of the shift shall be paid at one and one-half (1-1/2) times
the employee's base straight time rate. The time of the employee's regular shift shall be paid at
the employee's regular straight time rate.
Section 3: COMPENSATORY TIME. As an alternative to pay at overtime rates for time worked in

excess of the assigned workday, the employee may elect compensatory time off, to be taken at
a later date, which shall be computed at one and one-half times the hours worked in excess of
the assigned workday. When an employee accrues four hundred eighty (480) hours of unused
compensatory time off, this option shall not apply. Effective December 31, 2018, employees at
the rank of Commander shall no longer be eligible for compensatory time.
Compensatory time off shall be taken and used only at the convenience of the City and with the
prior approval of the employee's supervisor.
Compensatory time off will not be allowed if the result is to make the employee eligible for
overtime pay, or additional compensatory time, to which the employee would not otherwise be
entitled by reason of actual time worked.
Section 4: COMP TIME CONVERSION. In December of each year, an employee may elect in

writing to convert 120 hours of compensatory time to a one-time cash payment to be paid on
the employee's first paycheck in December of the following year, provided that the employee
has a sufficient compensatory time balance. If the employee's compensatory time accrual has
fallen below 120 hours by the first paycheck in December of the following year, the employee
shall have all hours that have been accrued converted to a one-time cash payment.

The compensatory time hours will be converted at the employee's normal base hourly rate in

effect for the pay period at the time of the payout (less applicable federal and state taxes and
other required payroll deductions).

Once an employee has elected to convert 120 hours of compensatory time to a one-time cash
payment,that election may not be rescinded. Each calendar year, employees may make a
unique and independent election to participate or not participate in this Comp Time
Conversion.

Section 5: CALL-BACK PAY. A Sergeant called back to work at a time other than his or her

normally scheduled shift for reasons other than training shall receive a minimum of three (3)
hours pay at one and one-half(1-1/2) times the base straight time rate or at the overtime rate
for actual hours worked, whichever is greater. Reporting early for a shift or an extension of a
shift shall not qualify for a call-back premium.

Effective December 31, 2018, employees at the rank of Commander shall no longer be eligible
for call-back pay.
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Section 6: ROLL-CALL PAY. Notwithstanding anything to the contrary in this Agreement, it is

agreed that for regularly scheduled roll-call training which may be in addition to the assigned
work day, the City will compensate Sergeants for such additional period of time at the
employee's base straight time rate of pay or at straight-time compensatory time.
Effective December 31, 2018, employees at the rank of Commander shall no longer be eligible
for roll-call pay.

Section 7: COURT PAY. Notwithstanding anything to the contrary in this Agreement, employees

who are required to attend or testify in court in an action resulting or connected with their law
enforcement duties and activities will be paid a minimum of three (3) hours at one and one-half
{1 Yz) times their base straight rate of pay, or for the actual time in attendance at one and onehalf(1 Yt) times their base straight time rate of pay, whichever is greater, unless attendance is
on regular duty time.

a. Court appearances required as a result of any action initiated by Law Enforcement Labor
Services on behalf of its membership or the membership at large shall not be
compensated.

b. An extension of a shift or an early report for a shift for the purpose of a court
appearance shall not qualify for court pay.
Effective December 31, 2018, employees at the rank of Commander shall no longer be eligible
for court pay.

Section 8: COURT CANCELLED PAY. An employee who is scheduled to testify in court during offduty time, but the court appearance is subsequently canceled after 1:00 p.m. on the business
day prior to the date of the court appearance date, shall be paid three (3) hours pay at the
employee's base straight time rate of pay. If the court appearance is canceled prior to 1:00
p.m. on the business day prior to the day of the scheduled court appearance the employee shall
not receive any payment. The employee shall be responsible for contacting the City or County
Attorney's office prior to 1:00 p.m. on the business day preceding the court appearance date to
verify the court appearance. Failure of the employee to verify the court appearance shall result
in the loss of any payment pursuant to this section.
Effective December 31, 2018, employees at the rank of Commander shall no longer be eligible
for court cancelled pay.
Section 9: CONTRACTUAL POLICE SERVICES. The City and the Union recognize that the City

does provide contractual police services. "Contractual Police Services" shall be defined as the
provision of police services to individuals or organizations for those situations which may
require more than normal police services and for which the City charges and receives a specific
fee for such services. The City represents that it will make reasonable efforts to assign said
contractual police services only to those employees who have volunteered to perform same
during other than normally scheduled shifts. The City reserves the right to assign employees to
work contractual police services as determined by the City.

Employees working the aforementioned duties and contractual police services shall be
compensated at a rate of one and one-half(1 Vi) times their normal straight time rate of pay or
double time on holidays for time worked on contractual police services that are in addition to
administrative duties. Effective December 31, 2018, employees at the rank of Commander
working the aforementioned duties, contractual police services, and/or grant funded overtime
details shall be compensated at a rate of one and one-half(1 Vi) times the maximum rate of pay
of Sergeants, or double the maximum rate of pay of Sergeants on holidays. There shall be no
pyramiding for overtime pay purposes.
ARTICLE 11. INSURANCE BENEFITS

Section 1: HEALTH INSURANCE. The City shall provide a group health insurance plan and/or an
optional health maintenance plan for employees and their eligible dependents. The City

reserves the right to periodically revise the benefit levels provided by the health insurance plan
and/or health maintenance plan; however,the City agrees to advise the Union of its intent to
do so and provide the Union with an opportunity to be heard.
The City reserves the right to alter, change or revise rates as submitted by the City's approved
health insurance carriers, however, the City agrees to advise the Union of its intent to do so.
For 2019,the City shall contribute toward the cost of the monthly premium for employee-only,
two-person, or family coverage in accordance with the table in Appendix D. The balance of the
monthly premium, if any, shall be paid by the employee. The City and Union agree to a
reopener to determine the City's 2021 health insurance contribution.

Section 2: DENTAL INSURANCE. The City will provide dental insurance for employees and their

eligible dependents. The City shall pay the full cost of the monthly premium for single coverage
and one-half of any additional cost for two-party or family coverage.
Section 3: LIFE INSURANCE. The City shall provide group term life and accidental death and

disability insurance for each employee in a total face value amount of $50,000. The City agrees
to provide the Union thirty (30) days' notice should the City intend to change the insurance
company carrying this insurance.
Section 4: DISABILITY INSURANCE. The City shall provide long-term disability insurance for each

employee at a cost not to exceed $2.50 per $100 of covered payroll per employee per month.
The conditions and benefits of the long-term disability insurance program shall be as per the
current plan or similar policy. The Union stipulates that the City's liability does not exceed the
terms and conditions of the insurance contract between the City and its insurance carrier.

Section 5: INSURANCE CONTINUATION. Members of the bargaining unit who are eligible to
receive a retirement annuity or disability retirement annuity from P.E.R.A. at the time of their
retirement and do retire or resign employment with the City will be allowed to continue to
participate in the group health insurance program subject to the terms and conditions of the
insurance contract, including the provisions for the coordination of benefits clause, between

the City and its insurance carrier or administrator and/or health maintenance organization(s).
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Eligible retired members desiring to continue to participate in the group health plans will remit
the entire monthly premium (employee premium plus dependents' premium, if applicable), to
the City by the last working day of a month for coverage for the ensuing month.
ARTICLE 12. TUITION, HEALTH CLUB & LICENSE REIMBURSEMENT

Section 1: TUITION REIMBURSEMENT. The City encourages its employees to improve job
performance in their present positions and to prepare for advancement with the City through
self-development and education. Towards this end, the City may share the cost of education
which directly relates to the performance of the employee in the employee's present
assignment or which prepares the employee for advancement with the City in the foreseeable
future.

The City will reimburse employees upon presentation of their final grades in accordance with
the following schedule:
Grade of "A","B" or "C"

100% of tuition

Grade of "D" or "F"

0% of tuition

Those courses having a pass/fail system:
100% reimbursement for "passing".
No reimbursement for "fail".

Effective January 1, 2020, the tuition reimbursement benefit shall be capped at $5,250 per
employee per calendar year.

In the event that an employee receives a grade of "incomplete", no refund will be forthcoming
granted until a final grade is earned. When the requisite course work is completed and a final
grade is issued, the employee shall be reimbursed in accordance with the above schedule.
Reimbursement will be provided only for tuition, certain associated administrative fees, and
books required for approved, accredited courses. The institution offering the courses must be
accredited prior to the enrollment of the individual for that individual to be eligible for tuition
reimbursement.

Charges for supplies, student union membership, student health coverage, parking or
transportation fees, activity ticket, or other charges for which the student receives some item
or service other than actual instruction will not be paid.

The City may reimburse individuals for selected job-related, non-accredited courses at its sole
option.

No employees may receive assistance from other sources and tuition aid reimbursement from
the City for the same expense.
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No reimbursement will be made unless approval for the particular course(s) at a particular
accredited school is given by the department supervisor or the supervisor's designated

representative and the Human Resources Director or his or her designated representative prior
to the commencement of such course{s).

Section 2: HEALTH CLUB REIMBURSEMENT. Both parties recognize the desirability for
employees to maintain personal health and fitness. The City agrees to reimburse each member
of the bargaining unit that obtains a regular membership at a health and fitness facility. The
City shall have the sole discretion to determine the facility(ies) eligible for said membership
reimbursement. The health club membership reimbursement shall not exceed the cost of the

membership or $200.00 per employee per year, whichever is less.
Section 3: POST LICENSE FEE. The City shall pay the full cost of each employee's P.O.S.T. Board
license or license renewal.

ARTICLE 13. CLOTHING AND EQUIPMENT

Section 1: ANNUAL ALLOWANCE. Each employee shall receive a clothing allowance of
$1,025.00 for 2020 and $1,050.00 for 2021 for the maintenance, repair, and replacement of
uniforms and equipment initially provided at the time of hire and required by the City (see list

in Appendix B) and for civilian clothing for those employees assigned to work in plain clothing.

Those employees whose duties require the wearing of uniforms may use $200.00 per year of
this clothing allowance for cleaning and shall be paid in one installment of $200.00 on the first
paycheck paid in May.
All items asterisked in Appendix B must be turned in to the City upon replacement and/or
resignation, retirement or termination of employment with the Bloomington Police
Department.

Section 2: REPLACEMENT WHEN DAMAGED. Should an employee damage, beyond reasonable

repair, any part of the employee's uniform or piece of personal equipment while diligently
carrying out prescribed duties and through no fault of the employee, said item(s) shall be
replaced by the City and the cost of such replacement shall not be taken from the employee's
annual clothing allowance.
Section 3: PLAIN CLOTHES ASSIGNMENTS. Those employees assigned to work in plain clothes

may receive their clothing allowance in two equal installments, payable on the first paycheck in
February and September, or in one Installment, payable on the first paycheck in February.
Employees performing duties in plain clothing must maintain at least the following items at all
times:

Gun belt
Holster

Gun
Handcuffs

Name Tag
Cap, soft

Cuff case
Flashlight holder

Flashlight
Mace with holder

Jacket - Spring/Fall
Pants -1 pair
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Key holder

Badge - breast

Shirt -1 (either Summer or Winter)

Bullet carrier

Badge - cap

Tie

Baton

Shoulder patches - 4

Department manual

In the case of City-initiated transfers of an employee from plain clothes functions to uniformed
functions, the City will issue those uniform and equipment items which may be required, but
not to exceed the initial Issue as outlined in Appendix B. Said issue shall not duplicate
serviceable items, consistent with the then current uniform that has been previously issued and
maintained by the employee. The cost of such items will not be taken from the employee's
clothing allowance.
Section 4: FIREARMS. Employees shall receive a Department-issued service weapon,the cost of
which shall not be charged against the employee's clothing allowance. Said weapon shall be
the property of the City and must be returned at the time of resignation, retirement or
termination.

Once every 15 years, employees may purchase a handgun for personal ownership at one of the

City's approved vendors, with up to $700 of the cost charged against the employee's clothing
allowance. The handgun make, model and caliber must be approved by the Chief of Police
prior to purchase and there must be available funds in the employee's clothing allowance to
cover the cost of the purchase.

Section 5: TAKE-HOME VEHICLES. The City may provide take-home vehicles to certain members
of the bargaining unit. The Chief of Police shall have the sole authority to determine the duty
assignments and employees that are eligible for a take-home vehicle and the duration of the

use of the take-home vehicle. Employees assigned a take-home vehicle shall follow
Department policy concerning the care and usage of the take-home vehicle. Any assignment or

removal of a take-home vehicle by the Chief of Police shall not be subject to the grievance
procedure.
ARTICLE 14. HOLIDAYS

Section 1. Employees shall receive the following holidays or substitute 8 hours off with pay. A
holiday shall be an 8 hour increment.
1.

New Year's Day

(January 1)

2.

Martin Luther King, Jr. Day
President's Day

(Third Monday in January)
(Third Monday in February)

3.

Easter Sunday
5. Memorial Day
6. Independence Day
7. Labor Day
8. Columbus Day
9. Veteran's Day
10. Thanksgiving Day
11. Christmas Day

4.

(Last Monday in May)

(July 4)
(First Monday in September)
(Second Monday in October)
(November 11)

(Fourth Thursday in November)
(December 25)
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To be eligible for said holiday pay, an employee must be on the active payroll of the City and
must have worked the employee's full, regularly-scheduled work day before and after the
holiday, unless excused by the City. An employee who is on an unpaid leave of absence or who
terminates employment shall not be eligible for holidays that occur during the unpaid leave of
absence or after termination of employment.
Employees assigned to the Patrol Division who work the shift commencing on or after 1100
hours(day power) on December 24 and December 31 shall receive one additional hour of
straight time pay for each hour worked.
Section 2: FLOATING HOLIDAYS. In addition to the holidays listed in Section 1, employees will

receive two(2)"floating" holidays of eight (8) hours each at their normal straight time rate of
pay each calendar year. These holidays may be taken at the request of the employee, with
prior approval of the City.
To be eligible for the above holiday, an employee must be on the active payroll of the City and
must have worked the full regularly scheduled work day before and after the holiday, unless
excused by the City. An employee may not receive compensation in lieu of taking a floating
holiday.
Section 3: PAY FOR HOLIDAYS WORKED. An employee, of any rank, who is required by his or
her supervisor to work on a holiday listed in Section 1, shall receive two (2) times the
employee's normal hourly rate for those hours worked on said holiday, as well as the substitute
day off as provided in Section 1. (It is mutually agreed and understood that the "substitute day
off" provided in Section 1 is to mean eight (8) consecutive hours.)
An employee, of any rank, who is not scheduled to work on a contract-designated holiday and is
subsequently called in to work will be compensated in the following manner:

a. Eight (8) hours straight time pay as compensation for the holiday plus two times the
employee's normal straight time pay for those hours worked, or
b. Eight(8) hours straight time pay as compensation for the holiday, plus one hour straight
time pay for each hour worked and an equivalent amount of time off with pay to be
taken at a later date, with prior approval of the Department.

Employees will exercise either option (a) or (b) above and will indicate their desired option at
the time they submit their time cards for the respective pay period.
Additionally, while December 24 and December 31 are not contract-designated holidays, hours
worked on or after 1100 hours shall receive on additional hour of pay for each hour worked.

Hours worked up to 1100 hours on December 24 and December 31 shall receive no additional
compensation beyond the base rate of pay.

-13-

ARTICLE 15. VACATION

Section 1: ACCRUAL. Employees shall accrue vacation on a bi-weekly basis in accordance with

the following schedule:
Years of Service

Annual Accrual Rate

Maximum Accrual

84 hours

168 hours

6-10 years
11th year
12th year

120 hours

240 hours

128 hours

256 hours

136 hours

272 hours

13th year

144 hours

288 hours

14th year
15th year

152 hours

304 hours

160 hours

320 hours

16th year

168 hours

336 hours

Date of Hire - 5 years

17th year
18th year
19th year
20th year
21st year
Over 21st year

176 hours

352 hours

184 hours

368 hours

192 hours

384 hours

200 hours

400 hours

208 hours

416 hours

216 hours

480 hours

When an employee reaches the respective maximum accrued vacation hours, the employee
shall cease accruing vacation hours until such time as the employee reduces said hours below
the respective maximum.

Section 2: USE. Employees may utilize vacation leave up to the amount accrued, provided such
leave is approved in advance by the employee's supervisor.
Section 3: PAYOUT AT TIME OF TERMINATION. RESIGNATION OR RETIREMENT. Each employee
with more than three-hundred and fifty (350) accrued vacation leave hours who terminates
employment with the City shall have the employee's entire vacation leave balance converted to

cash and deposited into a Post-Retirement Health Care Savings Plan (PRHCSP) account. The
amount deposited into the employee's PRHCSP account shall be an amount equal to the
employee's individual vacation leave balance at the date of termination times the employee's
normal straight-time rate of pay in effect on the employee's termination date.
Each employee with three-hundred and fifty (350) or fewer accrued vacation hours who
terminates employment with the City shall receive a one-time lump-sum payment equal to the
employee's entire vacation leave balance at the date of the termination times the employee's
normal straight-time rate of pay in effect on the employee's termination date, minus applicable
taxes.

ARTICLE 16. PERSONAL LEAVE

Section 1: ACCRUAL. Employees of the bargaining unit shall accrue personal leave at a rate of

eight and 67/lOOs (8.67) hours per calendar month. Such accrued personal leave shall be
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credited to the employee's individual personal leave balance (total accrued personal leave
minus personal leave used).
Section 2: USE. Personal leave may be used by the employee for illness, disability, funeral
leave, or to receive medical care. Personal leave may also be used for the purposes of rest,
relaxation or to conduct personal business, provided that the employee obtains advance

written approval from the employee's supervisor.
Section 3: ANNUAL BUY-DOWN. In December of each year, each employee with over onethousand (1000) accrued personal leave hours shall have those hours in excess of one-thousand
converted to cash and deposited into a Post-Retirement Health Care Savings Plan (PRHCSP)
account. The amount deposited into the employee's PRHCSP account shall be an amount equal
to the employee's individual personal leave hours in excess of one-thousand, times the
employee's normal straight-time rate of pay.
Section 4: PAYOUT AT TIME OF TERMINATION. RESIGNATION OR RETIREMENT. Each employee

with more than six-hundred (600) accrued personal leave hours who terminates employment
with the City shall have the employee's entire personal leave balance converted to cash and
deposited into a Post-Retirement Health Care Savings Plan (PRHCSP) account. The amount
deposited into the employee's PRHCSP account shall be an amount equal to the employee's

individual personal leave balance at the date of termination times the employee's normal
straight-time rate of pay in effect on the employee's termination date.
Each employee with six-hundred (600) or fewer accrued personal leave hours who terminates
employment with the City shall receive a one-time lump-sum payment. The employee shall
receive an amount equal to the employee's individual personal leave balance at the date of the
termination times the employee's normal straight-time rate of pay in effect on the employee's
termination date, minus applicable taxes.
Section 5. Should an employee be absent due to illness or accident for three (3) calendar
months, the employee shall be deemed to have exhausted the employee's accrued personal

leave, vacation and/or compensatory time to facilitate payment of benefits provided by Long
Term Disability Insurance and/or the Public Employees Retirement Association.
ARTICLE 17. INJURY ON DUTY

Employees receiving temporary total disability (TTD) or temporary partial disability(TPD)
benefits through the City's Worker's Compensation Insurance will be paid the difference
between the employee's regular pay and his or her Worker's Compensation benefits for a
period not to exceed three months, beginning the first day for which TTD or TPD benefits are

received. In situations where multiple injuries are suffered as the result of a single accident or
incident, there shall be only one 3-month period of lOD pay. The receipt of lOD pay will not
result in use of or reduction to the employee's accrued leave banks. Employees on TPD are
required to accept light-duty assignments offered by the City that are in accordance with their
doctor's work restrictions in order to be eligible for lOD pay for those hours missed. In no event
will an employee's combined compensation (Workers' Compensation benefits plus lOD pay)
exceed the employee's regular net pay. Employees who have exhausted the three-months of
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lOD pay and are still unable to work or to work full-time, may elect to supplement any ongoing
Worker's Compensation benefits with the use of accrued vacation, personal or compensatory
leave time, but will not be required to do so.
ARTICLE 18. LEAVE OF ABSENCE

Section 1. An employee may be granted a leave of absence without pay and without loss of
seniority for a period not to exceed twelve (12) months, provided the employee obtains advance
written permission from the Chief of Police and the Director of Human Resources and can be
spared from work for that purpose. Such leaves without pay shall be granted only in the
discretion of the City. No benefits will accrue during an unpaid leave of absence nor shall

longevity,for pay purposes, accrue.
Section 2. An employee, who because of illness or accident is physically unable to report for
work and who has exhausted the benefits specified under Section 8, may be given a leave of
absence for a period not to exceed six calendar months without pay and without loss of

seniority for the duration of such disability, provided the employee promptly notifies the City of
the necessity for such absence and for the continuation of such absence when same Is
requested by the City. No benefits will accrue during an unpaid leave of absence nor shall
longevity,for pay purposes accrue.
Section 3. An unpaid leave of absence and the concomitant reinstatement rights of any
employee who enters the military service of the United States by reason of an Act or Law
enacted by the Congress of the United States or who may voluntarily enlist during the effective

period of such law shall be determined in accordance with the provisions of the Law granting
such leaves and reinstatement rights.

Section 4. Employees of the City who are members, with active status, of an Armed Forces
Reserve or National Guard unit shall, at their written request, be granted military leave when

engaged in training or active service for a period not to exceed fifteen (IS) calendar days in any
year. A copy of the employee's military orders must accompany the request for said leave. The
employee will be compensated by the City in an amount equal to the employee's base pay for
the time of such leave.

Section 5: JURY DUTY. Employees shall be granted leaves of absence for required jury duty.
While on jury duty, employees shall receive that portion of their base salary which will,

together with their jury duty pay or fees, equal their base salary for the same period.
Section 6. Leaves with pay may be authorized so that employees may attend official meetings,
conferences, and seminars, provided such leaves are approved by the Chief of Police or his
authorized representative.

Section 7. The City Manager may authorize other leaves of absence with pay as determined
necessary by the City.

Section 8: FAMILY/MEDICAL LEAVE. An employee is eligible for Family/Medical Leave if the

employee has been employed for the preceding twelve months and has worked a minimum of
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1,250 hours during the twelve month period preceding the commencement of the leave.
Leave may be granted for the following reasons:
1. Because of the birth of a child, and to care for that child;

2. Because of placement of a child with the employee for adoption or foster care;
3. To care for a spouse, child or parent of the employee if such spouse, child or
parent has a serious health condition;
4. Because of a serious health condition that makes the employee unable to

perform the functions of the position.

The length of the leave shall not exceed 12 weeks in a 12 month period. The 12 month period
Is measured forward from the first date leave Is used. Leave shall not be taken intermittently
or on a reduced leave schedule unless it is in the best interest of the City or it is medically
necessary for a serious health condition of the employee, the employee's spouse, child or
parent. The City may require the employee to transfer to an alternative position of like status
and pay. Taking unpaid leave will not affect the exempt status of an employee when leave is
taken intermittently.
Except in an emergency, the employee is required to provide written notice to the employee's
supervisor of not less than 30 calendar days before the date the leave is to begin. If the leave
is to begin in less than 30 calendar days, the employee shall provide such written notice as
soon as practicable.

The City may request from an employee a certification issued by a health care provider to
support a requested medical leave to care for child, spouse, parent, or for the individual
eligible employee with a serious health condition. The certification shall be sufficient if it
contains the following:
1) The date the serious health condition commenced;
2) The probable duration of the condition;
3) The appropriate medical facts;

4) A statement that the eligible employee is needed to care for the child, spouse, or

parent and the estimated time that such employee is needed to care for the family
member; or

5) A statement that the employee is unable to perform the functions of the
employee's job; and
6) In the case of intermittent care, the dates on which such treatment is expected to
be given and the duration of such treatment.
The City may require, at City expense, an opinion from the City's own health care provider.
The City health care provider shall not be an employee of the City. If the opinion from the
original employee's certification and City's certification differ, the City may obtain a third
opinion, at the City's expense. The third health care provider shall be agreed upon jointly by
the City and the employee. The third opinion shall be considered to be final and shall be
binding on the City and employee.
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The City shall require the employee to use any or all accrued vacation leave, personal leave

and compensatory time for the 12 week period with the exception that the employee may
retain a total of not more than forty (40) hours of accrued personal leave. On return from
leave, the employee shall be returned to a position of like status and pay.
During a period that an eligible employee takes leave under this Section, the City shall
maintain coverage under the City's group health and dental plan for not more than a total of
12 calendar weeks. Health and dental benefits and City contribution to premium payments
shall be continued at the level of and under the conditions coverage would have been
provided If the employee had continued In employment continuously for the duration of such
leave. The employee shall be required to continue payment of the employee portion of the
health and dental premiums.

If the employee falls to return to work after the famlly/medlcal leave, the City may recover the
premiums paid by the City for group health and dental benefits unless the serious health condition of

the child, spouse, parent or employee continues or for other circumstances beyond the control of the
employee.
ARTICLE 19. WORK STOPPAGE

Section 1. The Union agrees that during the life of this agreement, neither the Union, nor its
officers or agents will authorize. Instigate, aid, condone, or engage in a strike, slowdown or
other Interference (to include picketing In uniform} with the City's operation. The City agrees
that, during the same period, there shall be no lockouts.

Section 2. Individual employees, groups of employees or representatives who instigate, aid, or
engage In a strike, work stoppage, slowdown or interference (to Include picketing In uniform)
with the City's operation may be disciplined or discharged at the sole discretion of the City.
Section 3. Should any employees covered by this Agreement participate In any strike, work
stoppage, slowdown, or other Interference (to Include picketing in uniform) with the City's
operation, the Union will immediately notify such employee or employees so engaging In such
unauthorized activities to cease and desist, and shall publicly declare that such strike, work
stoppage, slowdown or Interference (to Include picketing In uniform) Is Illegal, unauthorized,
and in violation of this agreement.
ARTICLE 20. DRUG AND ALCOHOL TESTING POLICY

The Union and the City agree to the City of Bloomlngton's Non-DOT Drug and Alcohol Testing
and Drug-Free Workplace Policy dated February 1, 2018.
ARTICLE 21. ADVANCE RESIGNATION POLICY

The Union and the City agree to the terms and conditions of the City of Bloomlngton Advance
Resignation Notice Program as Included in Appendix C of this Agreement.
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ARTICLE 22. SAVINGS CLAUSE

Section 1. If, during the life of this Agreement, any of the provisions contained herein are held
to be invalid by operation of law or by any tribunal or competent jurisdiction or if compliance
with or enforcement of any provisions should be restrained by such tribunal pending a final
determination of its validity, the remainder of this Agreement shall not be affected thereby.
Section 2. In the event any provision herein contained is rendered invalid upon written request

by either party hereto, the City and the Union shall enter into collective bargaining for the
purpose of negotiating a mutually satisfactory replacement for such provision.
ARTICLE 23. DURATION

Section 1. This Agreement shall become effective as of the first day of January 2020, and shall
remain in full force and effect until its expiration date, December 31, 2021.

Section 2. On or before September 1, 2021 either party hereto may notify the other party in

writing of its desire to negotiate the terms and conditions of a successor agreement. Promptly
following such notification, and specifically within the next thirty (30)days, the party requesting
negotiations shall submit their proposals and the parties hereto shall meet and engage in such
negotiations.

Section 3. If neither party gives notice to the other party of its desire to negotiate a successor

agreement as above provided, this Agreement shall automatically be renewed for successive
one (1) year terms thereafter.

IN WITNESS WHEREOF,the parties hereto have caused this Agreement to be executed
on the date and year first above written.
CITY OF BLOOMINGTON, MINNESOTA

LAW ENFORCEMENT LABOR SERVICES

r/f<\
Tim Busse, Mayor

Union Presiaent

imes D. Verbrugge, City Manager

Union Vice-PresLdent
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APPENDIX A: WAGES

Section 1: SERGEANTS.

The position of Sergeant shall be classified as non-exempt under the federal Fair Labor
Standards Act.

STEPl

STEP 2

Upon Hire/Promotion

After 12 months

effective

$53.27

$55.93

30-Dec-19

$9,232.89

$9,694.53

Monthly equivalent

$110,795

$116,334

Annual equivalent

effective

$54.86

$57.75

28-Dec-20

$9,509.88

$10,010.00

(3% increase)

$114,119

$120,120

SERGEANT

Hourly wage

Hourly wage
Monthly equivalent
Annual equivalent

Section 2: COMMANDERS.

The position of Commander shall be classified as exempt under the federal Fair Labor
Standards Act.

COMMANDER

STEPl

STEP 2

Upon Hire/Promotion

After 6 months*

$122,286

$128,401

Annual Salary

$125,955

$132,253

Annual Salary

effective
30-Dec-19

(3.5% increase)

effective
28-Dec-20

(3% increase)

*Employees promoted Commander shall serve a 12-month probationary period as required by
Article 8 of this contract, but shall be eligible for a wage increase to Step 2 after 6 months.
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APPENDIX B: POLICE UNIFORM AND EQUIPMENT

Pants - 3 pair

Mourning band for badge (1)

* Patrol Bag

Shirts - 3 summer & 3 winter

*Shoulder patches(16)

*Gun belt (inner & outer)

Jacket-Winter

Name tag

Belt Keepers (4)

Jacket-Spring/Fall

*Handcuffs (2)

*Portables Radio Holder

Raincoat

*Cuff case (2 single or 1 double)

*Holster

*Garrison Cap

*Fl3shlight w/ holder & batteries *Magazine holder

Tie w/tie clip

*Mace w/holder

♦Gun

Uniform Shoes or Boots

*Helmet w/ face shield

♦Night Sights

Winter Hat (fur or stocking)

*Gas mask w/ bag

♦Body Armor

Tan Training Pants (1 pair)

*Medical glove holder

♦Taser w/ holder

Polo Shirts (2)

*Key holder

♦Cartridge holder (for Taser)

*Badge - breast

*Microphone holder

♦Traffic Vest

*Badge-cap

Whistle

♦Traffic Wand

♦ASP baton w/ holder

The City may provide other items as deemed necessary by the Chief of Police.

Employees departing service during the probationary period must return ^ uniform and equipment
items. Non-probationary employees must return all items marked with an *, however employees
may be allowed to keep certain items marked with an * when the City finds that they are not in
suitable condition to be re-issued. Employees retiring in good standing may be allowed to keep one

or more badges or patches, at the Chiefs discretion. An employee's gun, laser, body armor, helmet
and gas mask shall always be returned, regardless of age or condition of the item or reason for
employee's departure.
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APPENDIX C: ADVANCE RESIGNATION NOTICE POLICY

The City's Advance Resignation Notice Program is designed to improve the efficiency and
stability of the City's workforce by encouraging employees to give the City advance notice of
their intent to resign. The purpose of this program is to begin the process of replacing an
employee who is leaving the City as soon as possible after notice is received. This will reduce
the time that the position remains unfilled.'

This program Is available to regular, full-time non-union employees and any regular, full-time
union employees after the union has officially adopted this policy and the date the union and
the City Council have officially amended the labor agreement with the City.
In order to be eligible for an Advance Notice payment an employee must give at least 90
calendar days' notice to the employee's department director (department directors notify City
Manager) before his or her last day of work''. The City reserves the right to approve or deny
requests for use of accrued benefit hours during the 90-120 day period. It is the policy and
intent that an employee requesting an Advance Notice Incentive remain actively working for
the City and not use benefit time off during the 90-120 day period.
The agreement must be signed by the employee, the department director, and the Human
Resources Director to be effective. The City reserves the right to refuse to enter into this
agreement with any employee. For purposes of this policy the term day(s) shall mean calendar
day(s).

The City will provide the following one-time payment for advance notice:

Ninety(90) days:
One Hundred and Twenty(120) days:

$1,000.00
$2,000.00

Payment will be made on or after the employment termination date. Payment will not be
made if the employee or the City rescinds the resignation. Payment is subject to taxation and
required deductions.

An employee has ten (10) calendar days from the date the employee signs the agreement to
rescind the Advance Resignation Notice. After the City has accepted the resignation and after
the expiration of the Employee's 10-day rescission period, the resignation becomes irrevocable
and Employee may no longer rescind it without the City's agreement to either permit rescission
or defer the resignation. Refusing to accept the Advance Notice payment will not void the
agreement. In the event the Employee breaches this Agreement by terminating employment
with the City in advance of the agreed upon resignation date the Employee forfeits all eligibility

'The City reserves the right to not replace any employee who resigns or to modify the position and duties
prior to hiring a new employee. This decision will not affect an employee's eligibility for an Advance Notice
payment.

"The last day of work is defined, for this program, as the last day that an employee will be actively working for
the City.
- 90.

for any advance resignation incentive. In addition, the Employee's separation from
employment may be considered by the City as "not in good standing" and this determination
may be relayed to the inquiries of the Employee's prospective employers. Breach of the
Agreement may also serve as basis for ineligibility from future employment with the City.
If a qualifying Family/Medical Leave Act(FMLA)event occurs during the effective period {90120 days) of the agreement, such event shall be characterized as breach for good cause and the
City shall release the employee from the agreement and disqualify the employee from the
incentive payment.
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CITY OF BLOOMINGTON

ADVANCE RESIGNATION NOTICE

DATE:

TO:

,(Department Director)

FROM:

,(Employee)

RE: Voluntary Resignation/Retirement Notice

VOLUNTARY RESIGNATION OR RETIREMENT

I,

, voluntarily resign my position of
with the City of Bloomington.
Job Title

My last day of work will be:

(Termination Date)

By signing this document I am agreeing to the terms and conditions of the City's Advance
Resignation Notice program. I understand that in order to be eligible for an Advance Notice
payment I must give at least 90 days' notice before my last day of work and that any payment will
be based upon the actual number of calendar days elapsed between the date of this notice and the
last day of work. I also understand that in signing this Notice I am agreeing that there will no longer
be a position available to me after the stated termination date.
I understand that I have ten (10) calendar days from the date I sign to rescind this resignation. A

rescission must be in writing, dated, signed and delivered to the Director of Human Resources, City
of Bloomington, 1800 West Old Shakopee Road, Bloomington, Minnesota within the 10 calendar
day period. After the 10-day period my resignation is irrevocable, unless rescinded by the City.

Employee's Signature

Date

Resignation Accepted

Department Director

Date

Human Resources Director Signature

Date

Notice Payment eligible for:

0 90 days

0 120 days
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APPENDIX D: 2020 HEALTH INSURANCE CONTRIBUTION

PEIP HSA (Low)

Employee-Only
Two-Party

Family

Monthly

City

Employee

Premium

Contribution

Cost

$540.60

$540.60

$0.00

$1,081.18
$1,621.76

$1,081.18

$0.00

$1,580.00

$41.76

For employees selecting this plan, the City will make an annual contribution of

$2,400 to either an HRA or an HSA for Employee-Only, Two-Party or Family
Coverage.($1,200for those enrolled on or after July 1.)

PEIP Value(Medium)
Monthly

City

Employee

Premium

Contribution

Cost

Employee-Only

$710.76

$710.76

$0.00

Two-Party

$1,421.52
$2,132.28

$1,281.18
$1,780.00

$352.28

Family

$140.34

PEIP Advantage (High)

Employee-Only
Two-Party

Family

Monthly

City

Employee

Premium

Contribution

Cost

$791.50

$1,582.98
$2,374.20
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$740.00
$1,281.18
$1,780.00

$51.50
$301.80
$594.20

