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ARTICLE) PURPOSE

This Agreement is entered into between The County of Dal^ota, hereinafter called the
Employer, and Law Enforcement Labor Services Inc., hereinafter called the Union.
It is the intent and purpose of this Agreement to:

1.1

Maintain and increase individual productivity and quality of service.

1.2

Provide an orderly procedure for the resolution of grievances.

1.3

Prevent any interruptions 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.

The parties recognize that the agreement to be formulated is not intended to modify any
of the authority vested in the County of Dakota and/or the Sheriff by the statutes and laws
of the State of Minnesota.

ARTICLE II RECOGNITION

2.1

The Employer recognizes the Union as the exclusive representative under Minn.
Stat. 179A.03 Subd. 8 for all employees of the Dakota County SherifTs Office
classified as Sergeants and Captains.

2.2

The Employer agrees that within ten (10) working days following the creation of
a new position classification the Union shall be notified of such action for

purposes of discussing the inclusion of such position classification in the
bargaining unit, subject to Article V of this Agreement. If no agreement can be
reached, the issue shall be submitted to the Bureau of Mediation Services, for
determination.

ARTICLE III DEFINITIONS

3.1

UNION: The Law Enforcement Labor Services, Inc.

3.2

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

3.3

EMPLOYEE: A member of the exclusively recognized bargaining unit.

3.4

EMPLOYER: The County of Dakota.

3.5

DEPARTMENT; The Dakota County Sheriffs Office.

3.6

UNION OFFICER: Officer elected or appointed by the Law Enforcement Labor
Services, Inc., Local No. 247.

3.7

OVERTIME; Work performed at the express authorization of the Employer in
excess of the employee's scheduled shift, as per Article 14.1.

3.8

SCHEDULED SHIFT: A consecutive work period Including rest breaks and a
lunch break.

3.9

REST BREAKS: Periods during the SCHEDULED SHIFT during which the
employee remains on continual duty and is responsible for assigned duties.

3.10

LUNCH BREAK: A period during the SCHEDULED SHIFT during which the
employee may be assigned to remain on continual duty and is responsible for
assigned duties.

3.11

NON-LIMITED FULL-TIME EMPLOYEE: An employee in the bargaining unit
who has completed the required probationary period and who is normally
schedule to work a forty (40) hour week.

3.12

NON-LIMITED PART-TIME EMPLOYEE: An employee who Is employed in a
position designated as non-limited part-time by the County Board who works less
than the normal work year.

3.13

TENURE: Tenure is the total length of continuous employment with Dakota
County, including approved leaves of absence and aggregate time served In
limited positions, since the most recent date of hire. The accumulation of those
benefits related to years of service (such as eligibility for service awards, sick
leave and vacation accrual rates) is based on tenure.

ARTICLE IV EMPLOYER AUTHORITY

4.1

It is recognized that, except as expressly stated herein, the Employer retains the
right to operate and manage all facilities and equipment; to establish functions
and programs; to set and amend budgets; to determine the utilization of
technology; to establish and modify the organizational structure; to select, direct
and determine the number of personnel; to contract with vendors or others for
goods and/or services, as long as the acts do not subvert the Agreement
between the parties; and to perform any inherent managerial function not
specifically limited by the Agreement.

4.2

No Strikes. In accordance with the provisions of Minnesota Statutes 179A.19,
the Union, its officers or agents, or any of the employees covered by this
Agreement, shall not cause, instigate, encourage, condone, engage in, or
cooperate in any strike, work slowdown, mass resignation, mass absenteeism,
the willful absence from one's position, the stoppage of work, or in the abstinence
in whole or in part of the full, faithful, and proper performance of the duties of
employment, regardless of the reason for so doing.

4.3

Notification. In the event the Employer notifies the Union than an employee may
be violating this Article, the Union shall immediately notify such employee in
writing of the Employees assertion and the provisions of this Article.

4.4

Discipline. Any employee who violates any provision of this Article may be
subject to disciplinary action including discharge.

ARTICLE V UNION SECURITY

Dues Deduction. In recognition of the Union as the exclusive representative the
Employer shall:

a. Deduct from each payroll, an amount sufficient to provide payment of dues,
share" deduction, as provided in Minnesota Statute 179A.06.

subdivision 3, If the eniployee elects not to become a member of the Union)
established by the Union from the wages of all employees authorizino in
writing, such a deduction; and

b. Remit such deduction to the appropriate designated officers of the Union.

Designation of Stewards. The Union may designate not more than two (2)
employees from the bargaining unit to act as stewards and shall inform the
Employer, in writing, of such choice.

5-3

New Employees. The Employer agrees to notify the Union within thirty(30)days
from the first date of employment of any new employee in any unit covered bv
this Agreement.

5-4

'

Hold Harmless Clause. The Union agrees to indemnify and hold the Employer
harmless against any and all claims, suits, orders or judgments brought or issued
against the Employer as a result of any action taken or not taken by the
Employer, under the provisions of this Article.

ARTICLE VI GRIEVANCE PROCEDURE

6-1

Definition of a Grievance. A grievance is defined as a dispute or disagreement

as to the interpretation or application of the specific terms and conditions of this
Agreement.

6-3

Union Representatives. The Employer will recognize representatives designated
by the Union as the grievance representatives of the bargaining unit having the
duties and responsibilities established by this Article. The Union shall notify the
Employer in writing of the names of such Union representatives and of their
successors when so designated as provided by Section 6.2 of this Agreement.
Processing of a Grievance. It is recognized and accepted by the Union and the
Employer that the processing of grievances as hereinafter provided is limited by

the job duties and responsibilities of the employees and shall therefore be
accomplished during normal working hours only when consistent with such

employee duties and responsibilities. The aggrieved employee and a Union
representative shajl be allowed a reasonable amount of time without loss in pay
when a grievance is Investigated and presented to the Employer during normal
working hours provided that the employee and the Union representative have
notified and received the approval of the designated supervisor who has
determined that such absence is reasonable and would not be detrimental to the
work programs of the Employer.

6.4

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

Step 1. An employee claiming a violation conceming the Interpretation or
application of this Agreement shall, within ten (10) calendar days after such
alleged violation has occurred, present such grievance to the employee's
supervisor as designated by the Employer. The Employer-designated
representative will discuss and give an answer to such Step 1 grievance within
ten (10) calendar days after receipt. A grievance not resolved in Step 1 and
appealed to Step 2 shall be placed in writing setting forth the nature of the
grievance, the facts on which it is based, the provision or provisions of the
Agreement allegedly violated, the remedy requested, and shall be appealed to
Step 2 within ten (10) calendar days after the Employer designated
representative's final answer in Step 1. Any grievance not appealed in writing to
Step 2 by the Union within ten (10)calendar days shall be considered waived.

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

Step 3. If appealed, the written grievance shall be presented by the Union and
discussed with the Employer-designated Step 3 representative. The Employer-

designated representative shall give the Union the Employer's answer in writing
within ten (10)calendar days after receipt of such Step 3 grievance. A grievance
not resolved in Step 3 may be appealed to Step 4 within ten (10) calendar days
following the Employer-designated representative's final answer In Step 3. Any
grievance not appealed in writing to Step 4 by the Union within ten (10)calendar
days shall be considered waived.

Step 4. A grievance unresolved In Step 3 and appealed to Step 4 by the Union
shall be submitted to arbitration subject to the provisions of the Public

Employment Labor Relations Act of 1971, as amended. The selection of an
arbitrator shall be made in accordance with the Rules and Regulations as

established by the Bureau of Mediation Services. However, the arbitrator
selection procedures established under Minnesota Statute 626.892 shall apply
to all peace officer grievance arbitrations for written disciplinarv action, discharge
or termination.

6.5

Arbitrator's Authority.

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

b. The arbitrator shall be without power to make decisions contrary to, or

inconsistent with, or modifying or varying in any way the application of laws,
rules, or regulations having the force and effect of law. The arbitrator's
decision shall be submitted in writing within thirty (30)days following 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 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. If the grievance is covered by law or statute.

or not covered by the express provisions of this Agreement, the arbitrator
shall refer the grievance back to the parties without decision or
recommendation.

c. The fees and expenses for the arbitrator's services and proceedings shall be
borne equally by the Employer and the Union provided that each party shall
be responsible for compensating its own representatives and witnesses. If

either party desires a verbatim record of the proceedings, it may cause such
a record to be made, providing it pays for the record. If both parties desire a
verbatim record of the proceedings the cost shall be shared equally.
6.6

Waiver. If a grievance is not presented within the time limits set forth above, it
shall be considered "waived." If a grievance is not appealed to the next step
within the specified time limit or any agreed extension thereof, it shall be

considered settled on the basis of the Employer's last answer. If the Employer
does not answer a grievance or an appeal thereof within the specified time limits,
the Union may elect to treat the grievance as denied at that step and immediately
appeal the grievance to the next step. The time limit in each step may be
extended by mutual written agreement of the Employer and the Union in each
step.

6-7

Choice of Remedv. If, as a result of the written Employer response in Step 1,
the grievance remains unresolved, and if the grievance involves the suspension,
demotion, or discharge of an employee who has completed the required
probationary period, the grievance may be appealed either to Step 4 of Article
VII or a procedure such as: Civil Service, Veterans Preference, or Fair
Employment. If appealed to any procedure other than Step 4 of Article VII the
grievance is not subject to the arbitration procedure as provided in Step 4 of
Article VII.

The aggrieved employee shall indicate in writing which procedure is to be utilized,

Step 4 of Article VII or another appeal procedure, and shall sign a statement to
the effect that the choice of any other hearing precludes the aggrieved employee
from making a subsequent appeal through Step 4 of Article VII. The election set
forth above shall not apply to claims subject to the jurisdiction of the United States
Equal Employment Opportunity Commission.
ARTICLE VII SENIORITY

7.1

A reduction of work force will be accomplished on the basis of classification
seniority within the bargaining unit. An 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. An employee may choose demotion Instead of
layoff if a lower level vacancy exists or the employee 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
opportunity to return to work within two (2) years of the time of this layoff before
any new employee is hired, except that, any employee on layoff who is notified
by registered mail at the last mailing address listed by the employee with the
Employer to return to work and fails to do so within ten (10) workdays shall be
considered to have voluntarily terminated employment with the County. Qualified
employees on layoff shall be recalled on the basis of seniority.

7.2

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, and for retaining PERA benefits.

ARTICLE VIII PHYSICAL FITNESS

8.1

A pre-employment physical at County expense is mandatory.

8.2

All employees in the bargaining unit shall be required to participate in physical
fitness testing administered by the Sheriffs Office. The performance of an
employee in the above tests shall not be the basis for determination of failure of
fitness for duty and will not affect their annual performance evaluation. Annual
medical testing offered by the County's wellness program will be on a volunteer
basis.

ARTICLE IX

9.1

DISCIPLINE

Just Cause. The Employer will discipline employees who have completed the
required probationary period only for just cause. A written reprimand,
suspension, demotion or discharge of an employee who has completed the
required probationary period may be appealed through the grievance procedure
as contained in Article VII of this Agreement subject to the limitations as set forth
in Article VII, Section 7.7.

9.2

Suspensions and discharges will be in written form.

9.3

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, may not be used for
promotional evaluation but such information dated January 1,1987 and after may
be used for disciplinary action.

9.4

Employees may examine their own individual personnel files at reasonable
times, under the direct supervision of the Employer. Pursuant to the Minnesota
Government Data Practices Act, employees may obtain copies of all public and
private data within their personnel files, at their request, upon payment of the
reasonable costs associated with copying the data.

9.5

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

9.6

Where an employee Is questioned regarding an investigation of a matter that
may lead to disciplinary action, such questioning will be conducted in a manner
not to unreasonably embarrass the employee before other employees or the
public. If in the course of an investigation it is determined that disciplinary action
will be taken against an employee, the employee will be given an opportunity to
have a Union steward or representative present before the Employer proceeds
further to question the employee regarding the matter.

9.7

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

ARTICLE X JOB POSTINGS AND EXAMINATIONS FOR PROMOTIONS

10.1

Any position covered by this contract when vacant shall be posted for ten (10)
workdays in a prominent place for information of the members of the unit.

10.2

Promotions and the announcement of vacancies shall be in accordance with

10.3

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

County Personnel System.
service 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
probationary period following a promotion an employee may be terminated for
just cause or returned to the employee's previous rank without just cause at the
sole discretion of the County.
ARTICLE XI WORKING OUT OF CLASSIFICATION

11.1

In the event that any employee, covered by this Agreement, is designated by the
supervisor to perform the duties of any position higher than the employee's, for
four(4)consecutive hours or more, the employee shall be paid at the higher rate.
Out of classification pay will include the Drug Task Force Sergeant.

ARTICLE XII WORK SCHEDULES - PREMIUM PAY

12.1

Work Schedule. The normal work year is two thousand eighty-eight (2088)
hours, 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 of
hours the Employer may assign employees.
a. Any schedule changes made within 96 hours will receive time and one half
(1-1/2)for hours worked outside the initially scheduled hours. If any portion
of the schedule change falls within the initially scheduled shift those hours
are compensated at regular time.

12.2

If a majority of hours of a shift are worked before 6:00 a.m. or after 3:00 p.m., an
employee shall receive an additional $.90 cents per hour. Effective January 1,
2020, if a majority of hours of a shift are worked before 6:00 a.m. or after 3:00
p.m., an employee shall receive an additional $1.00 per hour.

12.3

Civil Unrest Pay

a. $1.00 per hour premium pay for response to civil unrest incidents outside
Dakota County.
b. Civil Unrest pay will be in response to potentially non-peaceful
demonstrations as determined by the County Sheriff to include deputies
assigned to: Mobile Field Force, Quick Response Teams; Chemical
Response teams; additional security positions; Drone team, SWAT or
other position as related to the civil unrest event.
ARTICLE XIII

13.1

HOURS OF WORK-OVERTIME

Authorized overtime shall be compensated at the rate of time and one-half(11/2). (For the purpose of computing the number of hours worked to determine
overtime payment, the figure of eighty (80) hours per pay period shall be used.)

Employees called back shall be assigned overtime duty according to the terms
of Section 14.2 below.

Except in cases of emergency, the employees may be assigned to work beyond
twelve (12) hours per shift on a voluntary basis only. All claims for overtime
payment must be submitted for verification and payment within the pay period
that the overtime work was performed.
13.2

In lieu of such overtime payment, an employee may request compensatory time
off for overtime worked at time and one-half(1-1/2). Compensatory time may be
accrued to a maximum balance of eighty(80) hours. Compensatory time may be
liquidated by the employee taking time off or by requesting payment in cash on
his/her payroll card at the employee's base rate.

ARTICLE XIV

14.1

TRAINING REIMBURSEMENT

An employee who is certified as a trainer and assigned to conduct Use of
Force, Firearms, Active Shooter, Mobile Force Field and Cooper fitness training
for members of the Dakota County Sheriffs Office shall receive .15 hours of pay
or compensatory time for all hours worked performing these functions.

ARTICLE XV COURT TIME, CALL BACK AND STANDBY

15.1

An employee who is required to appear in court or who is called to duty during
off duty time shall receive a minimum of four (4) hours at time and one-half (11/2). An extension or early report to a regularly scheduled shift does not qualify
the employee for the four(4) hours minimum.

15.2

An Employee scheduled for court during off duly hours which is subsequently
cancelled without providing notice via email and phone call by 6:00 p.m.(1800)
the previous business day, shall receive a minimum of four(4) hours pay at time
and one-half(1 y2).

15.3

In the event of an emergency, it may be necessary to require members of the
bargaining unit, covered by this Contract, to standby. If the Sheriff notifies an
employee to standby, the employee will be paid at the regular hourly rate until
such time at the employee is released from the standby instructions. If the
employee is called to work, the regular overtime payment procedures will be in
force.

ARTICLE XVI

16.1

Any reimbursement for mileage to be paid as a result of this contract shall be
reimbursed in accordance with the rate as set forth by the Dakota County Board
of Commissioners in the Employee Relations Policy and Procedures Manual.

ARTICLE XVII

17.1

MILEAGE

CLOTHING ALLOWANCE AND MAINTENANCE

The Employer will provide the initial uniform to new employees. Following the
completion of six(6) months of employment, employees will be eligible to receive
a pro rata amount of the clothing and maintenance allowance as set forth below
in Section 17.2. Uniforms and accoutrements damaged in the line of duty vtrili be
replaced by the Employer.

17.2

The Employer will provide one thousand dollars f$1000.00)to replace and
maintain articles of the uniforms for employees. This allowance will be paid in
two installments. The taxable portion of the payment for replacement will be
$700 and paid in January. The non-taxable portion of the payment for
maintenance will be $300 and paid in July.

For employees not working a full calendar year, this amount will be adjusted on
a pro rata basis.

ARTICLE XVIII FLEX LEAVE

18.1

This bargaining unit may participate in the non-union employees Flex Leave
Plan. If the bargaining unit participates in Flex Leave, all provision of this
Agreement relating to vacation, sick leave, funeral leave, and severance benefits
are superseded by the provisions of the Flex Leave Plan.

18.2

Vacation preferences which have been communicated in writing to the
Department Head by April 1 of each year shall be granted on the basis of
seniority. Seniority requests for vacation shall not include compensatory time if
conflicting with the requests of other employees. Vacation requests submitted in
writing thereafter shall be granted on the basis of first come first served. For the

purpose of this section, vacation days shall not include normally scheduled days
off.

18.3

Flex Leave Credit for Prior Service

New employees hired with a minimum of ten (10) years relevant recent work
experience will be eligible to begin employment at the six (6) year Flex Leave
accrual rate with approval of the Employee Relations Director.

ARTICLE XIX

19.1

HOLIDAYS

Non-limited full-time employees covered by this contract shall receive the
following ten (10) paid holidays:
Date

Holidav Celebrated

January 1

New Year's Day

Third Monday in January
Third Monday in February

Martin Luther King, Jr. Day
Washington's & Lincoln's Birthday

Last Monday in May
July 4
First Monday in September
November 11
Fourth Thursday in November
Day after Thanksgiving
December 25

Memorial Day
Independence Day
Labor Day
Veterans Day
Thanksgiving Day
Thanksgiving Friday
Christmas Day

Floating Holiday: In addition to the above listed paid holidays, each employee
shall be eligible for one(1)floating holiday per calendar year(8 hours). The
floating holiday must be taken as a full day and requires supervisory approval
prior to taking the time off. There shall be no carryover of the floating holiday
from one calendar year to the next. Non-limited part-time employees shall be
entitled to the floating holiday prorata according to PTE designation.
19.2

Holiday pay for employees shall be provided as follows:
a. The Sheriff retains the right to schedule employees, and to assign employees
to work on designated holidays.
b. Employees who are assigned to work on a holiday as defined in 19.2d and
19.2e shall receive their regular pay for scheduled hours worked, plus time
and one-half for all hours worked, plus eight(8)additional hours holiday pay.
Employees who work overtime hours on a designated holidav including an

extension of their requlariv scheduled shift or time worked outside of their
regularly scheduled hours, shall receive oav at their overtime hourly rate for
all overtime hours worked, plus time and one-half for all overtime hours

worked, plus eight f8) addifanal hours holidav oav. All hours shall be paid in
the payroll in which the holiday falls.
c. Employees who are not assigned to work on a designated holiday, but are
assigned to other than a five on/two off (5/2), Monday through Friday
schedule, with Saturday and Sunday off, shall receive ten (10) paid holidays
in the pay period in which the holiday falls.
d. For employees working other than a 5/2 schedule, for the purpose of this
section "holiday" shall be defined as the actual holiday and not the date
designated as the holiday as set forth in Section 19.3 below.
e. For employees working a 5/2 schedule, for the purpose of this section
"holidav" shall be defined as the Countv designated holidav set forth in
Section 19.3 below and not the actual holidav.

19.3

When January 1, July 4, November 11 or December 25 fall on Sunday, the
following day shall be a holiday.
When January 1, July 4, November 11 or December 25 fall on Saturday, the
preceding day shall be a holiday.
A non-limited part-time employee shall be entitled to holiday pay on a pro rata
basis.

ARTICLE XX SEVERANCE PAY

20.1

Employees enrolled in Flex Leave shall be eligible for severance benefits
according to the Flex Leave Plan.

ARTICLE XXI

21.1

LEAVES OF ABSENCE

Procedure. All requests for leaves of absence, except for leave requests totaling
five (5) days or less, shall be forwarded to Employee Relations by the
Department Head. Leave requests totaling five (5) days or less shall be
10

approved by the Department Head. All leaves of absence shall be classified as
either "paid" or "unpaid" in their entirety. However, an employee may request a
sequence of leaves, including the use of accrued vacation and sick leave when

appropriate, which will result in a combination of both paid and unpaid leave
provided that the accrued vacation or sick leave is used prior to the
commencement of the relevant unpaid leave. Salary increases will be prorated
to adjust for any leave of absence which extends beyond three (3) months.
21.11

Paid Leave. Employees on paid leaves of absence shall receive the
same compensation and benefits they would otherwise receive had
the leave day{s) been covered by earned vacation time.

21.12

Unpaid Leave. Employees on unpaid leaves of absence shall not be
compensated for any workday or holiday which occurs during their
leave of absence, nor shall said employees eam any other benefit,
privilege or right on an unpaid leave day.

21.13

Benefit Accrual While on Unpaid Leave. Sick leave, and vacation time
shall not accumulate during any unpaid leave of absence, but accrued
amounts of both shall remain on record at the inception of the leave
and shall resume upon the return of the employee. Seniority shall
continue to accrue during unpaid leaves of absence of ninety(90)days
or less. Except where otherwise provided by law, Employer-paid
insurance benefits described in Article XXIV shall terminate at the end

of the month during which any unpaid leave of absence commences

unless the employee requests in writing to the Director of Employee
Relations that the benefits continue at the employee's own expense.
Employer-paid insurance benefits shall be reinstated on the first
workday of the month following return to employment. If the first day
of the month is the first day of return to employment, paid insurance
benefits shall commence immediately.

11

21.2 Types of Leave.

An employee who has been employed for at least one (1) year and who has worked
for at least 1,250 hours during that time, shall be eligible for a leave of absence
pursuant to the Family and Medical Leave Act (FMLA). The terms regarding such
leave shall be governed by the provisions of the County's FMLA plan adopted by the
County Board.

FMLA may be paid or unpaid leave. An employee on FMLA leave may choose to
utilize accrued Flex Leave, accrued compensatory time, or extended sick leave.
FMLA leave will run concurrently with all available paid time and unpaid time
including short term or long term disability.

21.21

Military Leave fPaid). Employees who are members of any reserve
component of the military forces of the United States shall be granted
military leave not to exceed fifteen (15) workdays in one year in order
to go on active duty for such training periods as are necessary in
fulfilling participation in a reserve training program. All requests for
military leave shall require four (4) weeks' notice. Copies of military
orders requiring leave shall be submitted to Employee Relations prior
to the approval of the leave. An employee may supplement an
approved military leave with either approved use of vacation time or
approved personal leave.

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 Agreement.

21.22

Court Dutv Leave (Paid). Employees subpoenaed as witnesses or
called and selected for jury duty shall be granted court duty leave. Pay
received for jury or witness duty must be given to the County by the
employee. Pay for expenses may be kept by the employee.

21.23

Medical Leave. (Unpaid except as provided by MS 299A.411). An
employee may request a medical leave in the event that any mental or
physical illness, injury or condition (including pregnancy) renders the
employee unable to safely perform normal duties. Said request shall
be accompanied by a physician's statement which (1) identifies the
medical condition, (2) indicates the date on which the employee will
become or became unable to perform regular duties, and (3) the date
on which the employee will be able to return to work. The Employer
reserves the right to require that any employee requesting or engaging
In a medical leave submit additional medical documentation or

undergo a medical examination by a physician selected by the
Employer (at Employer's expense).

No medicaljeave shall, under any circumstances, extend beyond the
period of the employee's actual disability.

All employees returning from medical leave shall submit a physician's
statement which indicates what duties the employee is safely able to
perform. The Employer reserves the right to require that any employee
returning

from

a

medical

leave

submit

additional

medical

documentation or undergo a medical examination by a physician
selected by the Employer(at Employer's expense).
For the purposes of this provision, an employee who is receiving
disability related compensation from the Employer or any other
12

secondary source while on medical leave, will be regarded as on
unpaid leave.

Except in unusual circumstances, a medical leave of absence shall
not be granted if the employee cannot provide a specific return to

work date and shall not exceed two(2) years from the beginning of
such leave. This is not a guarantee of authorization of leave if the
employee cannot provide a specific return to work date. If an
employee is rehired after expiration of a medical leave the
employee's seniority dates for purposes of benefit accrual shall be
the date in effect as of commencement of the leave.

21-24

Personal Leave. A personal leave is an unpaid leave of absence
granted at the approval of the Employer for any reasonable purpose.
Personal leaves may be granted for a period up to six (6) months.
Leaves may be extended to a maximum six (6)additional months. The
employee on leave will supply the Employer with an updated address.
The Employer may terminate the personal leave upon determination
that leave time is not being utilized under the terms by which it was
granted. In the event a personal leave is terminated or ends of its own

accord, the employee will be notified by certified mail. An employee
returning from an approved leave of absence of less than sixty (60)
calendar days will be returned to the position previously held,
contingent upon its continued existence. An employee returning from
an approved leave of absence of sixty (60) days or more will be
assigned the first available position in the employee's classification in

the event the Employer has elected to fill the employee's previously
held position with a permanent appointment. If no position is available
in the employee's classification, the employee may bump the least
senior employee in the classification pursuant to Article VIII. When a
personal leave is taken in conjunction with vacation leave, the vacation

leave shall be applied first prior to any personal leave. A personal
leave of up to five(5) working days may be granted at the discretion of
the Department Head, but shall not exceed an aggregate of five (5)
working days in a calendar year.

21.3

Criteria for Granting Leaves. Requests for leaves of absence shall be granted
or denied on the basis of the following factors:
a. Applicable state and federal laws and regulations;

b.
c.
d.
e.

21-4

The length of the requested leave not to exceed twelve (12) months;
The current and projected work load of the affected department;
The expense and availability of any required replacement; and
Any other legitimate business needs of the Employer.

Return from Leave. Except as otherwise provided herein, upon completion of
the leave of absence the Employer will, when practicable, return the employee
to the position held prior to the commencement of the leave; if said position is no
longer available, the Employer will offer the employee another available position
for which the employee is eligible.
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ARTICLE XXII

22.1

HEALTH AND WELFARE

Insurance benefits for non-limited full-time employees covered by this contract
shall be provided in accordance with the following:
a- Life Insurance. The Employer shall provide $50,000 of life insurance
coverage for each non-limited employee Coverage shall be term life
insurance according to the terms of the Master Policy.
b. Health Insurance. The Employer agrees to offer participation In a group
medical plan for eligible each employee. The Employer shall contribute 90%
of the single monthly premium of the Basic Plan. The Employer shall
contribute 80% of the family monthly premium of the Basic Plan. Any
additional costs for such coverage under the Basic Plan or optional plans
shall be paid by the employee through payroll deduction. In no case shall the
Employer contribution exceed that of the actual cost of the coverage selected.
The Basic Plan (Dakota Advantage Plan) shall include a Healthcare
Reimbursement Account(HRA)to be paid by the Employer. The Employer
HRA contribution equals fifty percent (50%) of the annual medical plan
deductible.

Employees whose positions are designated as less than 0.5 PTE are not
eligible to participate in Employer offered group medical, dental, life,
short-term disability, and long-term disability plans.
Affordable Care Act. In the event the health insurance provisions of this
Agreement fail to meet the requirements of the Affordable Care Act and its
related regulations or cause the Employer to be subject to a penalty, tax or
fine, the Union and the Employer will meet immediately to bargain over
alternative provisions so as comply with the Act and avoid any penalties,
taxes or fines for the Employer.
c. Dental Insurance. The Employer shall provide employees the option of
participation in a dental insurance program provided that a sufficient number
of County employees required by the insurance company elect to maintain
participation in the program. The amount of coverage and the definition of
terms included in such program are subject to the conditions of the policy
selected by the Employer. The Employer shall contribute up to $25.00 per
month towards the cost of the premium. Any additional costs shall be paid
by the employee through payroll deduction.
22.2

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 employees 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 full salary.

c. The employee's sick leave will be reduced by the amount of pay in (b)
translated into hours and days.
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22.3

If an employee does not wish to have accumulated sick leave reduced through
the process described above, such employee may choose the option of declining
compensation by the Employer and retention of the Workers' Compensation

checks. A doctor's certificate shall be required to show the ability to work at the
former job classification.

22.4 Injury on Duty. In the event an employee is injured arising out of and in the course
and scope of employment with the Dakota County Sheriffs Department, that the
manner in which the Injury occurred is unique to law enforcement duties as

opposed to other County employment(including but not limited to injuries resulting
from physical restraint of an individual, bullet injury or accident involving high
speed utilization of a vehicle), and that the injury is not the result of negligence on
the part of the employee, a leave of absence with pay (excluding the year-end
holiday pay), may be granted for a period of disability resulting from the injury,
providing that the leave of absence shall not exceed one (1) year from the date of
injury.

a.

Any dispute regarding eligibility for such a leave of absence pursuant to
paragraph 1 above shall be decided by the Employee Relations Director, or

designee. The decision of the Employee Relations Director or designee,
shall be final and binding.

b.

The determination of the disability, the nature or extent of the disability and
the duration thereof will be made in every case by the Employee Relations
Director or designee and the Union, who will meet within thirty (30)days of
the date of the injury. Any disagreement between the parties regarding the
disability, the nature or extent of the disability, the duration thereof, and any
other matter relevant to the terms of this Memorandum of Agreement shall
be resolved by the Dakota County appointed medical doctor following
review of the medical records and an examination of the employee. The
decision of the Dakota County appointed medical doctor, pursuant to this
provision, shall be final and binding.

c.

The continued eligibility of any employee receiving benefits pursuant to the
provision of this Memorandum of Agreement shall be reviewed on a periodic
basis of at least every ninety(90)days. Such periodic review may include,
but shall not be limited to, review of medical records and/or an examination
by the Dakota County appointed medical doctor. The determination of on
going or continued eligibility for benefits under the terms of this

Memorandum of Agreement shall be made by the Dakota County appointed
medical doctor, and shall be final and binding.
d.

Payments to employees shall comply with all provisions of the Workers'
Compensation Act. Minnesota Statutes 176 and shall be subject to the
waiting period, as set forth and said statute.
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ARTICLE XXm

TRAINING

23.1

Cost Responsibility. The Employer will pay for costs of all required schools.
Determination of validity of the required school shall be made by the Sheriff and
the Employer.

23.2

Non-required training may be available if determined appropriate by
management. The Sheriff may limit eligibility for training leave under this
provision to a particular grade classification. The Sheriff may limit the number of
persons attending such approved classroom training.

ARTICLE XXIV

24.1

The Employer will pay for the POST license renewal fee.

ARTICLE XXV

25.1

LICENSES

LEGAL SERVICES

The County shall defend and indemnify employees sued for alleged acts or
omissions arising out of or occurring within the scope of such employee's
employment of official duties up to the maximum limits established by Chapter
466 of Minnesota Statutes.

ARTICLE XXVI DRUG AND ALCOHOL TESTING

26.1

Puroose. The purpose of this Article is to provide written guidelines in
compliance with the Minnesota Drug and Alcohol Testing in the Workplace law.
This Article is subject to the interpretation of this law.

26.2

Individuals Subject to Drug and Alcohol Testing.

a. Employees may be subject to drug and alcohol testing as part of reasonable
suspicion testing or treatment program testing as set forth in Articles 28.3 and
28.4.

b. An employee has the right to refuse to undergo drug and alcohol testing
subject to the following consequences:
1.

If an employee refuses to undergo drug and alcohol testing, the
employee shall be subject to termination from employment for
insubordination.

26.3

Reasonable Suspicion Testing.

a. A supervisor may require an employee to undergo drug and alcohol testing
provided a reasonable attempt has been made to receive approval from a
Captain, Commander, Chief Deputy or Sheriff, that said requirement Is stated
in writing, and there is a reasonable suspicion that the employee:
i.
ii.

iii.

Is under the influence of drugs or alcohol;
Is found to possess illegal drugs or alcohol while on duty unless
possession is in conjunction with the employee's official duties(for the
purpose of this Article "on-duty" includes any time an employee is
operating a County owned vehicle);
Has sustained a personal injury, while on duty, or has, while on duty,
caused another employee to sustain a personal injury and the
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supervisor has reasonable suspicion that drugs or alcohol were
involved: or

iv.

Has caused a work-related accident or was operating or helping to
operate machinery, equipment, or vehicles involved in a work-related
accident and the supervisor has reasonable suspicion that drugs or
alcohol were Involved.

c. "Reasonable suspicion" shall be defined as that quantity of proof or evidence
that is more than a hunch, but less than probable cause. Reasonable
suspicion must be based on specific, objective facts and any rationally
derived inferences from those facts about the conduct of an individual that

would lead a reasonable person to suspect that an individual is or has been
using drugs or alcohol while on duty, or reports to work under the influence of
drugs or alcohol.

26.4

Treatment Program Testing. The County may require an employee to undergo
drug and/or alcohol testing if the employee has been referred by the County for
chemical dependency treatment or evaluation or If the employee is participating
in a chemical dependency treatment program under an employee benefit plan.

Such an employee may be required to undergo drug or alcohol testing without
prior notice during the evaluation or treatment period and for a period of up to two
years following completion of any prescribed chemical dependency treatment
program.

26.5

Testing Laboratory and Chain-of-Custodv Procedures.

a. The County shall utilize the services of a testing laboratory that meet the
criteria for drug and alcohol testing as set forth in the Minnesota Drug and
Alcohol Testing in the Workplace law, Minn, Stat 181.923, subd. 1(a-b), as
amended.

b. The County shall follow chain-of-custody procedures to ensure proper record
keeping, handling, labeling, and identification of the samples to be tested.
i.

li.
iii.

Possession of a sample must be traceable to the employee from whom
the sample is collected, from the time the sample is collected through
the time the sample is delivered to the laboratory;
The sample must always be in the possession of, must always be in
view of, or must be placed in a secured area by a person authorized
to handle the sample;
A sample must be accompanied by a written chain-of-custody record:
and

iv.

26.6

individuals relinquishing or accepting possession of the sample must
record the time the possession of the sample was transferred and must
sign and date the chain-of-custody record at the time of transfer.

Rights of Employees.

a. The County shall provide an employee with a form on which to acknowledge
that the employee has seen this Article before the employee is requested to
undergo drug or alcohol testing.
b. Upon the employee's request, an employee shall be entitled to the presence
of a local union representative before testing is administered. The testing
shall not be unreasonably delayed to allow the employee this opportunity.
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c. Notice of test results. Within three working days after receipt of a test result
report from the testing laboratory, the County shall inform an employee who
has undergone drug or alcohol testing of the following in writing:
i.
ii.
ill.

A negative test result on an initial screening test or of a negative or
positive test result on a confirmatory test; and
The right of the employee to request and receive from the County a
copy of the test result report on any drug or alcohol test.
In the case of a positive test result on a confirmatory test, the County
shall also inform the employee in writing of the rights set forth in Article
27.7(c-e) and Article 27.8.

d. If an employee tests positive for drug and/or alcohol use, the individual shall
be given written notice of the right to explain the positive test and the County
may request that the individual indicate any over-the counter or prescription
medication that the individual is currently taking or has recently taken and any
other information relevant the reliability of, or explanation for. a positive test
result.

e. Within three working days after notice of a positive test result on a
confirmatory test, the employee may submit information to the County, in
addition to any information already submitted pursuant to Article 27.7(c), to
explain that result, or may request a confirmatory retest of the original sample
at the employee's own expense.
f. If an employee requests a confirmatory retest of the original sample the
following shall apply:
i.

Within five working days after notice to the employee of the
confirmatory test result, the employee shall notify the County in writing
of the employee's Intention to obtain a confirmatory retest. A
confirmatory retest of the original sample shall be at the employee's
own expense.

ii.

Within three working days after receipt of the notice, the County shall
notify the original testing laboratory that the employee has requested
the laboratory to conduct the confirmatory retest or transfer the sample
to another licensed laboratory to conduct the confirmatory retest.

ill.

The original testing laboratory shall ensure that the chain-of-custody
procedures as set forth in Article 27.6(b) above are followed during
transfer of the sample to the other laboratory,
The confirmatory retest must use the same drug or alcohol threshold
detection levels as used in the original confirmatory test.
if the confirmatory retest does not confirm the original positive test
result, no adverse personnel action based on the original confirmatory
test may be taken against the employee and the County shall
reimburse the employee for the actual costs of the confirmatory retest.

iv.

V.
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26.7

limitations.

a. The County shall not discharge, discipline or require rehabilitation of an
employee on the basis of a positive test result from an initial screening test
that has not been verified by a confirmatory test.
b. The County may temporarily suspend the tested employee pending the
outcome of the confirmatory test and, if requested, the confirmatory retest,
provided the County believes that it is reasonably necessary to protect the
health or safety of the employee, coworkers or 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.
c. The County shall not discharge an employee for whom a positive test result
on a confirmatory test was the first such result for the employee on a drug or
alcohol test requested by the County unless the following conditions have
been met:

i.

The County 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, whichever is more appropriate, as determined
by the County after consultation with a certified chemical use
counselor or a physician trained In the diagnosis and treatment of
chemical dependency; and

ii.

The employee has either refuse to participate in the counseling or
rehabilitation program or has failed to successfully complete the
program, as evidenced by withdrawal from the program before its
completion or by a positive test result on a confirmatory test after
completion of the program.

26.7

Grievance. An employee may challenge the county's compliance with this Article,
and any discipline imposed the grievance procedure as contained in Article VI of
this Agreement.

26.8

Constitutional Rights. This Article is in no way intended to supersede or waive
an employee's federal or state constitutional rights.

26.9

Records. Records relating to drug and alcohol testing shall be handled in
accordance with the Minnesota Government Data Practices Act, Minn. Stat.

13.01 et seq., as amended, and the Minnesota Human Rights Act, Minn. Stat.
363.01 et seq., as amended.

ARTICLE XXVII

27.1

AMENDMENTS

Amendments may be made to this Agreement at any time by resolution of the
Employer and the Union.

ARTICLE XXVIII

WAGE RATES
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28.1

Non-limited full-time employees shall be compensated according to Appendix A
and B attached hereto.

28.2

Hourly rates shall be computed by multiplying the monthly rate by twelve (12)
and dividing by two thousand eighty-eight (2088) hours.

28.3

Non-limited part-time employees shall be paid according to Appendix A and B on
a prorated basis according to the number of hours worked per month. If a nonlimited part-time employee becomes full-time, said employee shall be credited
with prior service for range placement.

28.4

Probationary Period. Subject to County Employee Relations Policy, non-limited
full-time employees and non-limited part-time employees shall, upon satisfactory
performance, be eligible for a merit increase upon the completion of the initial
one (1) year probationary period, and a merit increase annually thereafter,
subject to the performance standards set forth in Appendix A and 8.

28.5

Promotions. An employee who is promoted shall receive a promotional
increase according to County compensation policy. The amount of promotional
increase is determined by management based upon internal equity
considerations. If the promoted employee is working out of grade at the time of
promotion, the out of grade differential is removed prior to calculation of the
promotional increase.

28.6

All employees shall have a common review date of April 1.

ARTICLE XXIX

29.1

DURATION

Term and Reopening Negotiations. This Agreement shall remain in full force and
effective for a period commencing January 1, 2021 through December 31, 2022,
and thereafter until modifications are made pursuant to the Public Employment

Labor Relations Act. If either par^ desires to modify or amend the Agreement
commencing January 1, 2023, written notice of such Intent shall be given on or
before September 1, 2022. Retroactive pay to January 1, 2021 shall be paid
only to employees employed as of date of County Board adoption of this
Agreement.
29.2

Effect. This Agreement constitutes the full and complete Agreement between
the Employer and the Union representing the employees in the appropriate unit
of this Agreement. The provisions herein relating to terms and conditions of
employment supersede any and all prior Agreements, resolutions, practices,
Employer policies, rules or regulations concerning terms and conditions of
employment in consistent with these provisions.

29.3

Savings Clause. This Agreement is subject to the laws of the United States, the
State of Minnesota and Dakota County. In the event any provision of this
Agreement shall be held to be contrary to law by a court of competent
jurisdiction from whose final judgment or decree no appeal has been taken
within the time provided, or is contrary to an administrative ruling or is in
violation of legislation or administrative regulations, such provision shall be
voided. AH other provisions shall continue in full force and effect. The voided
provision shall be renegotiated at the request of either party.
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IN WITNESS WHEREOF,the parties hereto have caused this Agreement
to be executed this

day of

2021.

FOR THE UNION

LAW ENFORCEMENT LABOR SERVICES

FOR DAKOTA COUNTY

1/15/2021
Jon GttM ■ lELS Busmeti Agent

COUNTY B
1/15/21

CLERK TO THE COUNTY BOARD

APPROVED:

APPROVED AS TO FORM:

(subject to the attached Memorandum)

DEPARTMENT/DIVISION HEAD

/s/ Jennifer L. Wolf

ASSISTANT COUNTY ATTORNEY
January 11. 2021
DATE

COUNTY MANAGER

BOARD RESOLUTION NO.^Ltae DATED
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APPENDIX A
2021 WAGE RATES
Minimum

Q1

Captain

88,034

99,038

110,042

Sergeant

78,602

88,427

98,252 110,534

Q2

Q3

Maximum

123,798

137,553

122,815

Effective January 1, 2021, current employees employed as of January 1, 2021, whose
salaries are within the salary range shall receive a 1.0% general increase or increase to
the range minimum, whichever is greater. The general Increase is effective the first day
of the payroll period in which January 1 falls. In no event shall an employee's salary be
increased above the salary range maximum. In no instance will the maximum of the
salary range exceed the County pay equity salary range.
The Employer shall, annually on the employee's anniversary date, conduct a formal
performance review of each employee to determine whether the employee shall receive
a merit increase. At least once during the review period, the supervisor shall conduct an
informal performance review to inform the employee of the interim performance status.
2021 Merit Matrix

Salary
Range

Exceptional

Greatly

Perfofmance

Exceeds

Q4

3.0% lump sum

Exceeds
Standards

Meets
Standards

Below
Standards

2.0% lump sum

1.0% lump sum

0%

2.0% lump sum

1.0% lump sum

0%

2.0% lump sum

1.0% lump sum

0%

2.0% lump sum

1.0% lump sum

0%

Standards

3.0% lump
sum

Q3

3.0% lump sum

3.0% lump
sum

Q2

3.0% lump sum

3.0% lump
sum

Q1

3.0% lump sum

3.0% lump
sum

Employees whose salaries are below the maximum of the salary range shall be eligible
for salary adjustments on the employees" review date subject to the above Merit Matrix.
The merit increase shall be calculated on the Q2 rate of the applicable salary range for
employees whose salaries falls below the Q2 rate. The merit increase shall be
calculated on the employee's base salary for employees whose salaries falls above the

Q2 rate. There shall be no base or lump sum salary adjustments above the salary
range maximum. Merit increases shall be effective the first day of the pay period in
which the review date falls.
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APPENDIX B

2022 WAGE RATES
Minimum

Captain

89,796

Sergeant

80,175

Q1

Q2

101,021

112,245

90,197

100,219

Q3

Maximum

126,276

140,306

112,747

125,274

Effective January 1, 2022, current employees employed as of January 1, 2022, whose
the range minimum, whichever is greater. The general increase Is effective the first day
of the payroll period in which January 1 falls. In no event shall an employee's salary be
salaries are within the salary range shall receive a 2.0% general increase or increase to

increased above the salary range maximum. In no instance will the maximum of the

salary range exceed the County pay equity salary range.

The Employer shall, annually on the employee's anniversary date, conduct a formal
performance review of each employee to determine whether the employee shall receive

a merit increase. At least once during the review period, the supervisor shall conduct an
informal performance review to inform the employee of the interim performance status.
2022 Merit Matrix

Salary
Range

Exceptional

Greatly

Performance

Exceeds

Q4

3.0% lump sum

3.0% lump

Exceeds
Standards

Meets

Below

Standards

Standards

2.0% lump sum

1.0% lump sum

0%

2.0% lump sum

1.0% lump sum

0%

2.0% lump sum

1.0% lump sum

0%

2.0% lump sum

1.0% lump sum

0%

Standards
sum

Q3

3.0% lump sum

3.0% lump
sum

Q2

3.0% lump sum

3.0% lump
sum

Q1

3.0% lump sum

3.0% lump
sum

Employees whose salaries are below the maximum of the salary range shall be eligible

for salary adjustments on the employees' review date subject to the above Merit Matrix.

The merit increase shall be calculated on the Q2 rate of the applicable salary range for
employees whose salaries falls below the Q2 rate. The merit increase shall be

calculated on the employee's base salary for employees whose salaries falls above the

Q2 rate. There shall be no base or lump sum salary adjustments above the salary

range maximum. Merit increases shall be effective the first day of the pay period in
which the review date falls.
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DAKOTA COUNTY

POLICIES AND PROCEDURES MANUAL
Policy 3241 Flex Leave
OrlQinai Publication Date:

Revision Date(s): 10/01/2013: 4/21/2015: 08/01/2017
Last Reviewed:

Q5/16/2Q19

Department: Emplovee Relations
Board or Administrative:

Board

Related Policies:

POLICY STATEMENT

The County provides equity, consistency and flexibility in the delivery of all benefits programs. Flex Leave, in
addition, also incorporates employee tenure to recognize and reward years of service to the County.
The Flex Leave Plan provides all participating County employees with adequate and necessary paid time off work
while ensuring necessary departmental coverage by requiring adequate advance notice so that necessary
planning can occur. Flex Leave Plan provisions discourage unnecessary time-off use by providing cash and

savings incentives. Flex Leave can be used for any purpose, subject only to non-intrusive request/approval
procedures consistent with policy and labor contracts.

DEFINITIONS
Flex Leave: Paid Time Off- combination of vacation/sick leaveA>ereavement leave.

Tenure: the total length of continuous employment with Dakota County, including approved leaves of absence
and aggregate time served in limited positions, since the most recent date of hire.

SOURCE
Dakota County Benefits Program

GENERAL
The Flex Leave Plan encourages advance planning of absences from work. To ensure necessary departmental
coverage, non-emergency (planned) use of Flex Leave should be requested in advance. Employees should give
their supervisor advance notice equal to the amount of requested time off, up to five days. Emergency
(unplanned) use of Flex Leave may require documentation. Established department rules and requirements
concerning employees' absences from work will be applied.
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PROCEDURES
ACCRUAL RATES

•

Flex Leave accrues on a per pay period basis based on hours worked.

•

New Employees start accruing Flex Leave immediately.
Flex Leave may be used after the pay period in which it was earned.
• Part-time employees earn Flex Leave on a pro-rated basis based on actual hours paid.
•

ELIGIBILITY REQUIREMENTS

•
•

All full-time and regular part-time employees are eligible for Flex Leave.
Seasonal and temporary positions are not eligible for Flex Leave accrual.

Flex Leave Accrual Rates(based on 1.0 FTE)

Years of Service

Annual Accrual Rate

Pay Period Accrual Rate

0-5 Years

160 hours or 20 days per year

6.13 hours

6-10 Years

192 hours or 24 days per year

7.36 hours

11-15 Years

240 hours or 30 days per year

9.20 hours

16 or More Years

304 hours or 38 days per year

11.65 hours

CREDIT FOR PRIOR EXPERIENCE(Non-union positions)
New employees hired into non-union positions with a minimum of ten (10) years relevant recent work
experience will be eligible to begin employment at the six (6) year Flex Leave-accrual rate with approval of
the Employee Relations Director.

Employees hired into Division Director, Deputy Division Director. Department Director, Deputy Department
Director Elected Depart Head's Chief Deputy or similar positions will be eligible for Flex Leave credit and an
advanced accrual rate upon hire with the approval of the Employee Relations Director and County Manager.
CARRYOVER OF ACCRUED FLEX LEAVE AND CONVERSION OPTIONS

Employees may carry fonward a balance of unused Flex Leave. The maximum carryover from one payroll year to
the next is 1,000 hours. Employees who are eligible to participate in the County's Post Employment Health Care
Savings Plan will have the cash equivalency of hours in excess of 1,000 up to 100 deposited in the Minnesota
State Health Care Savings Plan (HCSP)according applicable union contract and/or to the Plan's plan provisions.
Employees have the option to convert their accrued Flex Leave into deferred compensation or to wages.
Employees will make elections for conversion during the annual Open Enrollment period.
Conversion of Flex Leave to Deferred Compensation and Wages

To be eligible to participate in the annual conversion of Flex Leave to deferred compensation or wages,
employees must meet the following criteria:

•

Employees must have used 60 hours of Flex Leave during the first three payroll quarters;
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• Employees must have 60 hours of Flex Leave accrued at the last payroll preceding open enrollment;
•

Employees must have a balance of 40 hours of Flex Leave after conversion.

Limitations

The maximum amount of Flex Leave that can be converted to deferred compensation is 20 percent(subject to
maximum deferral regulations as stated in IRC Section 457, and state salary statute limitations if applicable) of
the total Flex Leave balance. Conversion of Flex Leave to deferred compensation will be effective the following
year. Employees may convert to wages up to 100 Flex Leave hours in order to offset the cost of benefits
enrollments, provided they meet the conversion requirements above.

An employee who has terminated Dakota County employment and qualifies as a Dakota County retiree may
convert Flex Leave to deferred compensation, subject to maximum deferral regulations as stated in IRC Section
457, on their final paycheck prior to receiving their severance payment.
EMPLOYEE TENURE RESTORATION

The accumulation of those benefits related to years of service (such as eligibility for service awards and Flex
Leave accrual rates) is based on tenure.

Employees who previously worked for the County and terminated in good standing may request to have previous
County tenure restored. All such requests will be approved at the discretion of the Employee Relations Director.
General considerations relating to tenure restoration are as follows;

1. The length of the employee's previous service(minimum twenty-four months);
2. The length of the employee's separation from employment(maximum twenty-four months);
3. Whether tenure restoration would be consistent with previous decisions regarding tenure restoration.
Upon written approval of tenure restoration by the Employee Relations Director or designee, the benefit accrual
date is adjusted to include the length of previous continuous service.
TERMINATION BENEFIT

An employee's Flex Leave balance becomes available upon termination. The County's post-employment
healthcare savings plan provisions will apply if the terminating employee is eligible to participate.

Staff contact:

Andy Benish

Board Resolution or Manager Signature:

Ext:

4382

Res. 17-395

Email: Andrew.Benish@co.dakota.mn.us

08/01/2017

Page 3 of 3

