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LABOR AGREEMENT
BETWEEN
THE CITY OF OAKDALE
AND
LAW ENFORCEMENT LABOR SERVICES UNION (LOCAL 197)
(PATROL OFFICERS)

Article 1.

Purpose of the Agreement

This agreement is entered into between the City of Oakdale, herein after called the Employer, and the
Law Enforcement Labor Services (Patrol Officers), herein after called the Union. It is the intent and
purpose of this agreement to:
1.1 Establish procedures for the resolution of disputes concerning this agreement's interpretation and / or
application; and
1.2 Place, in written form, the parties' agreement upon terms and conditions of employment for the
duration of this agreement.
Article 2.

Recognition

2.1 The Employer recognizes the Union as the exclusive representative, under Minnesota Statutes
179A.03, Subdivision 8, for all police personnel in the job classification of Patrol Officer, School
Resource Officer, and Investigator/Detective, excluding all other employees.
2.2 In the event the Employer and the Union are unable to agree as to the inclusion or exclusion of a new
or modified job class, the issue shall be submitted to the Bureau of Mediation Services for determination.
Article 3.

Definitions

3.1 Union: Law Enforcement Labor Services, Local No. 197.
3.2 Union Member: A member of Law Enforcement Labor Services, Local No. 197.
3.3 Employee: An employee included in the exclusively recognized bargaining unit.
3.4 Department: The City of Oakdale Police Department.
3.5 Employer: The City of Oakdale.
3.6 Chief: The Chief of the City of Oakdale Police Department.
3.7 Union Officer: Officer elected or appointed by Law Enforcement Labor Services, Local No. 197.
3.8 Investigator/Detective: An Employee specifically assigned or classified by the Employer to the job
classification and/or job description of Investigator/Detective.
3. 9 Overtime: Work performed at the express authorization of the Employer in excess of the
employee's scheduled shift.
3 .10 Scheduled Shift: A consecutive work period, including rest breaks and a lunch break.
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3.11 Rest Breaks: A period during the scheduled shift during which the employee remains on continual
duty and is responsible for assigned duties.
3 .12 Lunch Break: A period during the scheduled shift during which the employee remains on
continual duty and is responsible for assigned duties.
3 .13 Strike: Concerted action in failing to report for duty, the willful absence from one's position, the
stoppage of work, slow-down, or abstinence in whole or in part from the full, faithful, and proper
performance of the duties of employment for the purposes of inducing, influencing, or coercing a change
in the conditions or compensation of the rights, privileges, or obligations of employment.
3.14 City Administrator: The City Administrator of the City of Oakdale.

Article 4.

Employer Security

4.1 The Union agrees that during the life of this Agreement that the Union will not cause, encourage,
participate in, or support any strike, slow-down, or other interruption of or interference with the normal
functions of the Employer.
4.2 In the event the Employer notifies the Union in writing that an employee may be violating this article,
the Union shall immediately notify such Employee in writing of the Employer's assertion and the
provisions of this Article.
4.3 Any Employee who violates any provision of the Article may be subject to disciplinary action or
discharge.

Article 5.

Employer Authority

5.1 The Employer retains the full and unrestricted right to operate and manage all manpower, facilities,
and equipment; to establish functions and programs; to set and amend budgets; to determine the
utilization of technology; to establish and modify the organizational structure; to select, direct, and
determine the number of personnel; to establish work schedules, and to perform any inherent managerial
functions not specifically limited by this Agreement.
5 .2 Any term and condition of employment not specifically established or modified by this Agreement
shall remain solely within the discretion of the Employer to modify, establish or eliminate.

Article 6.

Union Security

6.1 The Employer shall deduct from the wages of Employees who authorize such a deduction in writing,
an amount necessary to cover monthly Union dues. Such monies shall be remitted as directed by the
Union.
6.1.1 In the event the U.S. Supreme or other court of appropriate jurisdiction determines that the
Employer is no longer required to withhold and submit union dues as outlined in 6.1, either the Employer
or the Union may reopen the contract for the sole purpose of provisions in 6.1, and for the exclusive
purpose of addressing relevant changes in the law
6.2 The Union may designate no more than three Employees from the bargaining unit to act as union
stewards and must designate one of the three stewards as the Lead Steward. The union shall inform the
Employer, in writing, of such choices and changes in the position of Steward.
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6.3 The Employer shall make space available on the Employee bulletin board for posting Union notices
and announcements.
6.4 The Union agrees to indemnify and hold the Employer harmless against any and all claims, suits,
orders, or judgments brought or issued against the Employer as a result of any action taken or not taken
by the Employer under the provisions of 6.1 and 6.1.1. of this Article.

Article 7.

Employee Rights: Grievance Procedure

7 .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.
7 .2 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 shall be
allowed a reasonable amount of time, without loss of 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 program of the Employer.
7.3 Procedure: Grievance, as defined in Section 7.1, shall be resolved in conformance with the
following procedures:

Pre-filing Step: Prior to filing a written grievance, the affected employee(s) is required to meet with the
chief of police for the purpose of exploring options for resolving the issue prior to the preparation of a
formal written grievance. This meeting must be scheduled within twenty-one (21) calendar days after the
alleged contract violation has occurred. In the event the meeting fails to resolve the issue, the grievant
may then proceed to Step 1 of the grievance procedure. This step is designed to encourage a discussion of
the issue at hand prior to "starting the clock" on the formal grievance procedure.
Step 1: An Employee claiming a violation concerning the interpretation or application of this Agreement
shall, within twenty-one (21) calendar days after the meeting described in the Pre-filing Step, present such
written grievance to the Employee's supervisor as designated by the Employer. The Employer-designated
representative will discuss and give a written answer to such Step 1 grievance to the Employee with a
copy to the Union 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.
Prior to the actual submission of a Step 1 written grievance, the Union Business Agent for Local 197 must
acknowledge receipt of the grievance by communication to the Police Chief or his (her) designee. The
intent ofthis requirement is to verify that the Union Business Agent knows that a written grievance is
being filed on behalf of one or more union members.

Step 2: If appealed, the written grievance shall be presented by the Union and discussed with the
Employer-designated Step 2 representative. The Employer-designated 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.
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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 such Step 3 grievance. A grievance
not resolved in Step 3 may be appealed to step 4 within ten (10) calendar days following the Employerdesignated 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 Governing the Arbitration of
Grievances" as established by the Bureau of Mediation Services, except that for grievances subject to
Minnesota Statutes, section 626.892, the selection of an arbitrator is governed exclusively by that law.
7.4 Arbitrator's Authority

A. The arbitrator shall have no 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 oflaws, rules, or regulations having the force and effect
oflaw. The arbitrator's decision shall be submitted, 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 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.
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.

7.5 Waiver
If a grievance is not presented within the time limits set forth above, it shall be considered "waived." If a
grievance is not appealed to the next step within the specific 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. The time limit in each step may be extended by mutual written agreement of the
Employer and the Union in each step.
7.6 Choice of Remedy
If, as a result of the Employer's response in Step 3, 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 this Article or to another procedure
such as Veterans Preference. If appealed to any procedure other than Step 4 of this Article, the grievance
shall not be subject to the arbitration procedure provided in Step 4 of this Article. The aggrieved
employee shall indicate in writing which procedure is to be used--Step 4 of this Article or an alternative
procedure--and shall sign a statement to the effect that the choice of an alternate procedure precludes the
employee from making an appeal through Step 4 of this Article. The election set forth above shall not
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apply to claims subject to the jurisdiction of the United States Equal Employment Opportunity
Commission.
Article 8.

Savings Clause

8.1 This agreement is subject to the laws of the United States, the State of Minnesota, and the City of
Oakdale. In the event any provision of this Agreement shall be held to be contrary to the law by a court
of competent jurisdiction from whose final judgment or decree no appeal has been taken within the time
limit provided, such provisions shall be voided. All other provisions of this Agreement shall continue in
full force and effect. The voided provision may be renegotiated at the written request of either party.
Article 9.

Seniority

9 .1 Seniority shall be determined by the Employees' length of continuous employment with the police
department and posted in an appropriate location. Seniority rosters may be maintained by the Chief on
the basis of time in grade and within specific classifications.
9.2 During the probationary period, a newly hired or rehired Employee may be discharged at the sole
discretion of the Employer. During the probationary period, a promoted or reassigned Employee may be
returned to the employee's previous position at the sole discretion of the Employer. The probationary
period is defined as a period of one calendar year from the date of hire or promotion.
9.3 A reduction of the work force shall be accomplished on the basis of seniority. Employees shall be
recalled from lay-off on the basis of seniority. An Employee on lay-off shall have an opportunity to
return to work within two (2) years of the time of the employee's lay-off before any new employee is
hired.
9.4 The Employer recognizes the importance of seniority in filling vacancies within a command and shall
make every effort to adhere to this policy, providing the senior applicant has the ability and qualifications
to perform the work involved. While consultation on such matters is permissible, the final decision of the
Employer shall not be subject to the grievance procedure.
9.5 Senior qualified Employees shall be given shift assignment preferences after eighteen (18) months of
continuous full-time employment.
9.6 One continuous vacation period for the upcoming calendar year shall be selected on the basis of
seniority prior to the start of each new calendar year. This vacation bid period will begin no sooner than
October 1 and no later than December 1 of the preceding calendar year.
Article 10.

Discipline

10.1 The Employer will discipline Employees for just cause only. Discipline will be in one or more of
the following forms: Written Reprimand, Suspension, Demotion, or Discharge.
10.2 Suspensions, demotions, and discharges will be in written form.
10.3 Written reprimands, notice of suspension, and notice of demotion, discharge which are to become
part of an Employee's personnel file shall be read and acknowledged by signature of the Employee.
Employees and the Union will receive a copy of such reprimand and/or notices.
10.4 Employees may examine their own individual personnel files at reasonable times under the direct
supervision of the Employer.
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10.5 Discharges will be preceded by a five (5) day suspension without pay.
10.6 Employees will not be questioned concerning an investigation of disciplinary action unless the
Employee has been given an opportunity to have a Union representative present at such questioning.
10.7 Grievances relating to this Article shall be initiated by the Union at Step 3 of the grievance
procedure under Article 7.

Article 11.

Constitutional Protection

11 .1 Employees shall have the rights granted to all citizens by the United States and Minnesota State
constitutions.

Article 12.

Work Schedule

12.1 The normal work year is two thousand eighty (2,080) hours to be accounted for by each Employee
through: Hours worked on an assigned shift, credit for ninety-six (96) hours of holiday time, assigned
training, and authorized leave time.
12.2 Nothing contained in this or any other article shall be interpreted to be a guarantee of a minimum or
maximum number of hours the Employer may assign Employees.
Article 13.

Overtime

13.1 Employees will be compensated at one and one-half (1.5) times the Employee's regular base pay
rate for hours worked in excess of the Employee's regularly scheduled shift. Changes of shift do not
qualify an Employee for overtime under this Article.
13.2 The Employer shall use its best efforts to equitably distribute overtime work when scheduling events
or other work that is not unique or particular to any one Employee.

13.4 For the purpose of computing overtime compensation, overtime hours worked shall not be
pyramided, compounded, or paid twice for the same hours worked.
13.5 Overtime will be calculated to the nearest fifteen (15) minutes.
13.6 Employees have the obligation to work overtime or call backs ifrequested by the Employer unless
unusual circumstances prevent the Employee from doing so. Examples of unusual circumstances would
include, but not be limited to, being medically incapable of performing the duties of a police officer,
being unable to make arrangements for child care and therefore needing to leave younger children
unattended, or currently being on an approved funeral leave.
Article 14.

Court Time / Standby Pay

14.1 An Employee who is required to appear in court during the Employee's scheduled off-duty time
shall receive a minimum of three (3) hours pay at one and one-half (1.5) times the Employee's base pay
rate. An extension or early report to a regularly scheduled shift for duty does not qualify the Employee
for the three (3) hour minimum.
14.2 Employees required by the Employer to standby for a potential court appearance shall be paid for
such standby time at the rate of one and one-half (1 .5) hours pay for each hour on standby. If an
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Employee on standby is required to report to court, standby time is then converted to court time as
provided in Section 14.1.
14.3 Employees who have not been placed on standby and who are not notified of a court cancellation
prior to 5:00 p.m. on the day preceding the scheduled appearance will be paid for the appearance in the
same fashion as described in Section 14.1 of this agreement. The Employee's overtime request form shall
clearly indicate that the overtime request is in response to the court cancellation notice requirement.
Nothing in this Section is intended to reduce or eliminate the Employee's responsibility for appearing in
court as required.
14.4 Messages received by the department on behalf of an Employee regarding a cancelled or
rescheduled court appearance will be relayed to the Employee via the Employee's police department
voice mailbox. It shall be the individual Employee's responsibility to check the Employee's police
department voice mailbox, as well as any hotlines established by city or county prosecutors, to determine
if a cancellation message has been left for the Employee. To meet the requirement of this section,
Employees must contact the appropriate hotlines and the Employee's department voicemail box sometime
after 5:00 p.m. on the day preceding the scheduled court appearance.

Article 15.

Call Back Time

15.1 An Employee who is called to duty during the Employee's scheduled off-duty time shall receive a
minimum of three (3) hours pay at one and one-half ( 1.5) times the Employee's base pay rate. "Called to
duty" means the Employee is required to physically return to the workplace. A shift extension, early
report for a shift, e-mail inquiries and telephone calls do not qualify for compensation under this section
(15.1).
15.2
An Employee contacted in a work capacity by the Employer either in person or by telephone
during the Employee's scheduled off-duty time, but not required to physically report for duty, shall
receive compensation in fifteen (15) minute increments for the full duration of the contact. The
compensation will be paid at a rate of time and one-half. Emails and/or notification of overtime
availability do not qualify for compensation under this article and an Employee will not be compensated
for a phone call if the call is generated as the result of an Employee error or oversight. Examples of an
error or oversight would include misplaced or incomplete paperwork, incomplete timecards, etc.
15.3
Detectives will be compensated at the rate of one (1) hour of overtime pay for each calendar day
on call. On-Call compensation will not be in effect if the Employer decides not use an "On-Call"
program. The one hour of overtime pay is intended as compensation for the Employee's on-call status
only. If actual contact is made with the on-call Employee, the compensation provided for in paragraph
15.2 will also be activated.
15.4 City-sponsored events for which an Employee is scheduled to work that are not cancelled by 5:00
p.m. on the day preceding the event will result in the scheduled Employee(s) being compensated as if they
had worked the actual event. This excludes events for which a third party is reimbursing the City for
Employee time.
15.4.1 Messages received by the department on behalf of an Employee regarding a cancelled or
rescheduled event will be relayed to the Employee via text message to the cell phone number of record for
that Employee. It shall be the individual Employee's responsibility to check their text messages sometime
after 5:00 p.m. on the day preceding the scheduled event.to determine ifa cancellation text message has
been left for the Employee.
15.4.2 City-sponsored events are defined as those events in which attendance by the Employee is
mandated by the Employer. This definition does not include contractual overtime events or overtime that
has been self-selected by the Employee.
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Article 16.

Working Out of Classification

16.1 The Employer shall avoid, whenever possible, working an Employee on an out-of-class assignment
for a prolonged period of time. Any Employee working an out-of-class assignment for a period in excess
of fifteen (15) working days during a year shall receive the rate of pay for the out-of-class assignment in a
higher classification. If the assignment reaches the sixteenth (16) working day, the higher rate of pay will
be activated and will be retroactive to the first working day of the assignment.
I

16.2 For pUl])oses of this Article, an out-of-class assignment is defined as an assignment of an Employee
to perform, on a full-time basis, all of the significant duties and responsibilities of a position different
from the Employee's regular position, and which is in a classification higher than the classification held
by such Employee.
16.3 The rate of pay for an approved out-of-class assignment shall be the same rate the Employee would
receive if such Employee received a regular appointment to the higher classification.
16.4 Upon submittal by the Employer to Union of a proposed Employer-wide policy addressing the type
of pay specified in this article, this article will be reopened for the pUl])oses of negotiating changes to or
elimination of this article. This reopener is not subject to interest arbitration. If the City and Union do not
agree on new language for this article, then the current language of this article will remain.

Article 17.

Insurance

17 .1 The Employer will contribute up to a maximum amount of 80 percent of the primary family
medical insurance premium. This contribution will be used to cover the cost of standard life and
disability insurance, dental insurance, and a maximum of$15.00 per month for either PERA life
insurance or additional life insurance through Minnesota Mutual Life. Additionally, the Employer agrees
to explore the option of allowing Employees to purchase disability insurance through the Employer's
designated provider. The Employer agrees to contribute an additional $30.00 per month toward the VEBA
or HSA accounts of Employees choosing the corresponding VEBA or HSA eligible single coverage
health insurance plans.
17 .2 The insurance plans, premiums for coverage, and benefits contained in the insurance plans offered
by the Employer shall be solely controlled by the contracts negotiated by the Employer and the benefit
providers. The Employer will attempt to prevent any changes in the benefits offered by the benefit
providers. However, the Employee's selecting the offered_plans agree to accept any changes in benefits
which a specific provider implements.
17 .3 The Employer agrees to allow no more than three designated union members to participate as
committee members in the annual review of medical insurance options.

Article 18.

Uniforms

18.1 Initial Purchase.· The Department will make the initial purchase of items for the uniform at the time
of employment as determined by the Department.
18.2 Annual Uniforms and Equipment Allowance. The Employee will be responsible for the
Purchase of all other subsequent items not otherwise purchased by the Department and will be
provided with an annual uniform allowance to be issued on or about January 15 of each calendar
year.
The annual uniform and equipment allowance for each year of this agreement is as follows:
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2022-2024

$1,000.00 per year

18.3 Footwear Allowance: The Employer will specify approved footwear to be worn by uniformed
personnel while on-duty. The Employee will be responsible for the purchase and replacement of
approved footwear and will receive an annual cash allowance from the Employer for this purpose. The
annual cash allowance will be paidaround January 15 of each calendar year.
The annual footwear allowance for each year of this agreement is as follows:
2022-2024

$250.00 per year

18.4 Damaged Uniform Replacement: Any uniform item that an Employee is responsible for purchasing
with the Employee's uniform allowance that is substantially damaged or destroyed in the line-of-duty as
the result of a lawful and procedurally correct action taken by the Employee will be replaced at
department's expense. This provision is not intended to include those items damaged or destroyed as the
result of the Employee's inattentiveness or negligence, or those items no longer useful as the result of
normal wear and tear.
18.5 Eyewear Replacement: Eyewear (glasses or contact lenses) damaged in the line of duty will be
replaced at Department expense at a cost not to exceed the original purchase price, as determined by the
receipt on file with the Finance Department.
18.6 Designated and Approved Purchases: The Department will prepare and distribute a list of approved
uniform and equipment items by brand, serial number or other identifying information.
Article 19.

Wages

19.1 Wage Rates:
Employees will be paid base pay as established in employer's base pay schedule as established in the
Memorandum of Agreement between the parties.
19.2 Investigator Premium Pay: Employees assigned to the positions oflnvestigator / Detective shall
receive a monthly premium pay in addition to the Employee's base pay.
19.2.1 The premium pay for this contract period is as follows:
Starting through 24 months in the assignment: $225 per month ($1.30 per hour)
Start of the 25 th month through the end of the 83rd month in the assignment: $250 per month ($1.44 per
hour)
Start of the 84th month and every month thereafter in the assignment: $275 per month ($1.59 per hour)
As an example, if an officer is assigned to investigations on August 15, 2016, the officer would receive an
additional $1.30 per hour through August 14, 2018. Beginning on August 15, 2018, the officer's
differential would increase from $1.30 per hour to $1.44 per hour.
19 .2.2 This premium is paid for uninterrupted service only. As an example, if an officer was in CID five
years ago but went back to patrol, the differential period starts at zero if the officer is assigned to CID
again at some future point.
19.3 Employees assigned by the Chief of Police or her or his designee to be a Field Training Officer
(FTO) or patrol tactical, firearms, defensive tactics, or other qualified instructor will be paid $2.00 per
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hour for each hour the employee performs such duties and responsibilities for FTOs or instruction for
instructors as assigned by the Chief of Police or her or his designee. This amount of pay is not part of nor
will it count towards the calculation of any other pay specified in this agreement.
Article 20.

Vacation Leave

20.1 The Employer grants to each current Employee paid vacation leave per year at the following rate,
provided the current Employee does not voluntarily convert to the new PTO Annual Leave program
attached to this agreement, as approved by the City Council. Current Employees are defined as those
employed by the city as of January 1, 2013.
Years of Service
0 through 5 years
6 through 10 years
11 years
12 years
13 years
14 years
15 years
16 years
20 years
21 years
23 years

Vacation Leave Earned
(Per Calendar Month)
.833
1.25
1.333
1.416
1.5
1.583
1.666
1.75
1.833
1.916
1.999

Annual Total
(Converted to 8-Hour Days)
10
15
16
17
18
19
20
21
22
23
24

20.2 In order to qualify for taking annual vacation leave earned, Employees must have completed one
(1) year's service with the Employer. Effective on an Employee's anniversary date, and thereafter each
year, an Employee shall become eligible to use vacation leave earned during the prior twelve (12) month
period.
20.3 An Employee may be permitted to accumulate vacation time up to a maximum accrual equal to two
(2) times the annual vacation leave earned as determined annually on the Employee's anniversary date.
20.4 For the purpose ofcalculation of vacation leave, one (1) day shall be identified as one (1) eight (8)
hour day.
Article 21.

Holiday Compensation

21.1 Employees shall receive a credit of ninety-six (96) holiday hours In addition, any Employee
working any portion of the holidays described below shall be paid at a rate of time and-one half for the
actual scheduled shift hours worked on the holidays listed in this Article. The described holidays include:
New Year's Day
Martin Luther King Day
President's Day
Memorial Day
Independence Day
Labor Day
Veteran's Day,
Christmas Eve Day
New Year's Eve.
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21.2 Employees required by the Employer to work in excess of the Employee's regularly scheduled shift
on the holidays described in Article 22.1 shall be paid at a rate of two times the Employee's normal
hourly pay. Examples of this provision would include shift extensions, call-backs, and reporting to work
to fill vacated shifts when requested to do so by a supervisor. The intent of this provision is clarify that
the maximum rate paid for any of the described reasons on these holidays is two times the Employee's
normal hourly pay.
21.3 Any Employee working any portion of the holidays described below shall receive two times the
normal hourly pay only for the actual hours worked on the holidays listed in this Article. The described
holidays include:
Thanksgiving Day
Christmas Day.
21.4 Employees required by the Employer to work in excess of the Employee's regularly scheduled shift
on the holidays described in Article 21.3 shall be paid at a rate of two times the Employee's normal
hourly pay. Examples of this provision would include shift extensions, call-backs, and reporting to work
to fill vacated shifts when requested to do so by a supervisor. The intent of this provision is clarify that
the maximum rate paid for any reason on these two holidays is two times the Employee's normal hourly
pay.
21.5 Employees participating in self-selected, voluntary overtime on any holiday described in this article
will be compensated at a maximum rate of time-and-one-half, rather than a rate of two times the normal
hourly pay. Examples of this overtime include traffic enforcement details and store security details.
21.6 For the purpose of this section, the specific holiday is defined as the date identified on a traditional
calendar and not the date on which the city is providing alternative time-off to its employees.
21. 7 In the event an Employee has unused holiday time as of December 31 of any year, the Employer
will compensate the Employee for any unused holiday time. The compensation for this unused holiday
time will be distributed no later than January 15 of the following year.
21. 8
If an Employee is scheduled to work on any of the 11 holidays identified in Article 21.1, and the
Employee requests that holiday as a day off, the Employee must use holiday time for that day off if the
Employee has any holiday time balance available. Once the Employee's holiday leave balance is
exhausted, the Employee would be able to use vacation time for such a request. The exception to this
provision are those holidays that are included in the continuous period of the Employee's primary
vacation bid, in which case vacation time could be also used for the holiday.

Article 22.

Sick Leave

22.1 The Employer grants to each regular full-time current Employee eight (8) hours of paid sick leave
per month, provided the current Employee does not voluntarily convert to the new PTO I Annual Leave
program attached to this agreement, as approved by the City Council. Current Employees are defined as
those employed by the city as of January 1, 2013. Each current Employee who does not voluntarily
convert to the new PTO/Annual Leave program shall be allowed to accumulate sick leave to a maximum
of nine hundred sixty (960) hours per calendar year. Sick leave used shall be based on the actual number
of hours absent from scheduled hours of work.
22.2 Current Employees who have accumulated the maximum nine hundred sixty (960) hours sick leave
shall be permitted to accrue additional "Banked" sick leave at a rate of eight (8) hours per month,
provided the current Employee does not voluntarily convert to the new PTO program attached to this
agreement, as approved by the City Council. Current Employees are defined as those employed by the
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city as of January 1, 2013. "Banked" sick leave may be used only after regular sick leave has been
exhausted and only for the Employee's personal illness or disability. Once "banked" sick leave has been
used for the Employee's personal illness or disability, the Employee must again accrue nine hundred sixty
(960) hours of regular sick leave before being eligible to use "banked" sick leave.
22.3 Probationary Employees may use sick time as it is accrued.

Article 23.

Funeral Leave

23.1
Employees shall be allowed to take up to twenty-four (24) hours funeral leave, over three
consecutive work days per incident, for attendance at funerals of the immediate family. Immediate
family shall be defined as the following kin of either the Employee or the Employee's spouse: husband,
wife, child, mother, father, sister, brother, or grandparent.
23.2 Employees shall be allowed to take up to twenty-four (24) hours funeral leave, over three
consecutive work days per incident, for attendance at the funeral of a person identified as a significant
other in the employee's life The definition of significant other is intended to mean a long-term, live-in
relationship.
23.3
Employees assigned to work shifts exceeding eight (8) scheduled hours in length may
use other benefit leave, including sick leave, vacation leave, or holiday time, to achieve the
equivalent of three consecutive work days. As an example, an Employee working a ten (10)
hour shift would be credited for twenty-four (24) hours of funeral leave per incident, but would
be required to use six (6) additional hours of other benefit leave to equal the thirty (30) work
hours that would constitute three consecutive work days.

Article 24.

Injury On Duty

24. l Any Employee injured on duty through no fault of the Employee, shall receive up to a maximum of
ninety (90) working days, seven hundred twenty (720) hours, with pay after the first five (5) days, forty
(40) hours, of missed scheduled working hours are deducted from sick leave. During that ninety (90) day
period, the Employer shall reimburse the Employee the difference between the Employee's regular
earnings and Worker's Compensation benefits. For purposes of calculation of injury on duty benefits,
one (1) day shall be defined as one (1) eight (8) hour day.
24.2 The initial five day sick leave period described in Section 25.1 may be waived at the Employer's
discretion, if an Employee (a) acting within the limits of the authority established by the Employer, (b)
receives a disabling injury during the performance of assigned official duties performing acts required by
law, (c) under risk conditions which are unique to law enforcement, and (d) the Employer has determined
that the Employee has not contributed to the cause of the injury through negligence.

Article 25.

Severance Pay

25.1 Current Employees leaving the service of the Employer under honorable conditions after ten (10)
years or more of continuous service shall be eligible for Level One severance pay, provided the current
Employee does not voluntarily convert to the new PTO / Annual Leave attached to this agreement, as
approved by the City Council. Current Employees are defined as those employed by the city as of
January 1, 2013.
25.2 Level One severance pay is based upon a maximum accumulated total of nine hundred sixty (960)
sick leave hours. Level One severance pay will begin at twenty-five (25) percent of the sick leave
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balance and will increase at a rate of one (1) percent for each year after ten (10) years to a maximum
amount of fifty (50) percent.
25.3 Current Employees leaving the service of the Employer under honorable conditions after fifteen
(15) years of continuous service shall be eligible for Level Two severance pay, provided the current
Employee does not voluntarily convert to the new PTO I Annual Leave attached to this agreement, as
approved by the City Council. Current Employees are defined as those employed by the city as of
January 1, 2013.
25.4 Level Two severance pay is based upon the total number of"banked" sick leave hours. The same
percentage of severance entitlement applicable to Level One shall apply in Level Two, to a maximum of
fifty (50) percent. In no case will the paid severance total for "banked" sick leave hours exceed four
hundred eighty (480) hours.
Article 26.

Health Club Membership

26.1 If the Employer is able to obtain a corporate membership with a health club, the Employees of the
bargaining unit shall have access to said membership.
Article 27.

POST License Fee

27.1 The Employer will pay for the Employee's Peace Officer Standards and Training (POST) Board
License fee.
Article 28.

Shift Differential Pay

28.1 Employees bidding, and assigned to the patrol work schedule in which a majority of the hours
scheduled for each shift are between the hours of 5:00 p.m. to 7.00 a.m. for the entire bid cycle, shall be
entitled to a shift differential pay premium of $.65 (65 cents) per hour for 2022 through 2024. This hourly
premium will apply to any hours worked by an Employee assigned to a shift for an entire bid cycle in
which a majority of the hours scheduled for each shift are between the hours of 5:00 p.m. and 7:00 a.m.,
which premium will also be paid for incidental hours worked outside of the scheduled shift.
Article 29.

Educational Incentive Reimbursement

29.1 Educational incentive reimbursement is available to the Employee provided all of the terms and
conditions described in this Article are met. At the request of the Employee, this incentive payment shall
be made in advance of the course actually beginning.
29 .2 The Employee must achieve a grade of "C" or above, or a "pass" in a pass/fail class. The Employer
will not pay for the retaking of a class for any reason. In the event the Employee fails to achieve a grade
of "C" or above or a "pass" in a pass/fail course, the Employee will repay the Employer for all of the
advance funding provided by the Employer through a payroll deduction.
29.3 The Employer will reimburse a maximum of $150.00 per semester hour for undergraduate courses,
including tuition, books and other fees.
29 .4 The Employer will reimburse a maximum of $200.00 per semester hour for graduate courses,
including tuition, books and other fees.
29. 5 All courses must be approved in advance by the Chief and must be required for a degree relevant to
the law enforcement or public administration disciplines. Examples would include degrees in criminal
justice, psychology, public administration, sociology, etc.
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29.6 Upon submittal by the Employer to Union of a proposed Employer-wide policy addressing the type
of benefit specified in this article, this article will be reopened for the purpose of negotiating changes to or
elimination of this article. This reopener is not subject interest arbitration. If the City and Union do not
agree on new language for this article, then the current language of this article will remain.

Article 30.

Credit for Past Experience (Lateral Entry)

30.1 Employees with prior experience may be provided with paid time off time at the start of their
employment that is higher than otherwise specified in this Agreement based upon their level or
experience and the needs of the Employer as determined by the Employer.
30.2 The seniority date shall be considered the date the Employee begins working for the Oakdale Police
Department.

Article 31.

Paid Time-Off (PTO)/Annual Leave

All new Employees hired after January 1, 2013 shall be under the Paid Time Off /Annual Leave system
that replaces the traditional benefit time designations of vacation and sick leave. PTO accrual rates will
be consistent with the City Policy

Years of Service

Annual Accrual Rate

1 -4 Years
5 - 11 Years
12 - 19 Years
20 - 23 Years
24-25 Years
After 25 Years

19 days
24 days
29 days
34 days
35 days
36 days

30% use requirement for conversion

45 hours
57 hours
69 hours
81 hours
84 hours
86 hours

152 hours
192 hours
232 hours
272 hours
280 hours
288 hours

Existing Employees have the option of switching to the PTO / Annual Leave Program. The PTO policy is
attached to this agreement, as approved by the City Council.
Annual leave cannot be used until accrued. Annual leave will not accrue during unpaid leaves. Regular
part-time Employees will accrue annual leave on a prorated basis based on regular hours worked. Annual
leave will accrue on a pay-period basis (every two weeks) up to a maximum of 500 hours, or twice the
annual accrual whichever is greater; however an Employee would only be eligible to cash out an amount
up to nor more than 2 times the Employee annual accrual should they leave the employment of the city.
Employees can carry over any annual leave that does not exceed the stated cap. No additional accrual
will occur above the cap.

Article 32.

Waiver

32.1 Any and all prior agreements, resolutions, practices, policies, rules and regulations regarding terms
and conditions of employment, to the extent inconsistent with the provisions of the Agreement, are hereby
superseded.
32.2 The parties mutually acknowledge that during the negotiations, which resulted in this agreement,
each had unlimited right and opportunity to make demands and proposals with respect to any term or
condition of employment not removed by law from bargaining. All agreements and understandings
arrived at by the parties are set forth in writing in the Agreement for the stipulated duration of the
Agreement. The Employer and the Union each voluntarily and unqualifiedly waive the right to meet and
negotiate regarding any and all terms and conditions of employment referred to or covered in the
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Agreement or with respect to any term or condition of employment not specifically referred to or covered
by this Agreement, even though such terms or conditions may not have been within the knowledge or
contemplation of either or both of the parties at the time this contract was negotiated or executed.
Article 33.

Duration

33.1 This Agreement shall be effective as of the 1st day of January 2022 and shall remain in full force
and effect through the 31 st day of December 2024.
IN WITNESS WHEREOF, the parties hereto have executed this AGREEMENT on the latest date affixed
to the signatures hereto.

4/15/2022

Date: ~.,,. 2 O

<loll..
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Standard Operating Policy
City of Oakdale
Policy Number:

PE-020

Pages:

4
Paid Time Off (PTO) - Annual Leave

Subject:
Approved:

2012

Arnended:2018,2021

Annual Leave
Annual Leave replaces individual sick leave, vacation leave, and funeral/personal leave plans and
combines them into a single benefit program. Annual Leave does not replace City observed holidays,
executive leave, jury duty, military leave, or court leave. Employees accrue annual leave based on length of
service with the City. Plan provisions discourage unnecessary utilization by providing cash and savings
Incentives.
Annual leave can be used for any reason, subject to necessary request and approval procedures, and
consistent with departmental policies or labor agreements. As with all paid time off programs, the City
needs to ensure that service to the public and work requirements are not adversely Impacted. Therefore.
annual leave Is defined as planned or unplanned with certain stipulations regarding unplanned leave.
Types of Annual Leave

1. Planned PTO is requested and approved prior to the date the employee is taking off.
2. Unplanned PTO is time off reported on the date the employee will not be reporting to work. When leave
Is unplanned, the employee must notify their supervisor within one hour of the employee's scheduled
work day, or, if the employee is already at work, the employee must notify their supervisor prior to
leaving work. Unplanned leave may be denied if it would result in the department not being able to
meet minimum staffing levels unless the absence is due to Illness.
If an employee's use of unplanned leave Indicates a pattern suggesting abuse that Interferes with the
minimum staffing levels or the ability of the department to conduct business appropriately, the
supervisor shall notify the employee. If such abuse continues the employee could be subject to denial
of unplanned leave or disclpllnary action.

Medical Certification
Good attendance is an essential job function for all City employees. If unplanned absences exceed 5 days,
a doctor's certification may be required. The physician's certification is to state the nature and duration of
the Illness or injury and verify that the employee is unable to perform the duties and responsibilities of
his/her position. A statement attesting to the employee's ability to return to work and perform the essential
functions of the job and a description of any work restrictions may also be required before the employee
returns to work.
Accrual Rates for Annual Leave
Years of Service
1-4 Years
5 -11 Years
12 -19 Years
20- 23 Years
After 24 Years
After 25 Years

Annual Accrual Rate
30% use requirement for conversion
19 days
152 hours
45 hours
24 days
192 hours
57 hours
29 days
232 hours
69 hours
34 days
272 hours
81 hours
35 days
280 hours
84 hours
36 days
288 hours
86 hours

Annual leave cannot be used until accrued. Annual leave will not accrue during~ leaves. Regular
part-time employees will accrue annual leave on a prorated basis based on regular hours worked.
Annual leave will accrue on a pay-period basis (every two weeks) up to a maximum of 500 hours, or twice
the annual accrual whichever is greater; however employees are only be eligible to cash out an amount up
to no more than 2 times the Employee annual accrual on tl]e date they leave the employment of the cltv,
Employees will be allowed to accrue time over the cap throughout the year but may NOT carry over any
leave above the stated cap as of December 31, of each year.
Annual leave will accrue on a pay-period basis (every two weeks) up to a maximum of 2 times the
employee's maximum annual accrual rate as noted above.
Probationary Employees may not use paid annual leave until after 3 months of employment, and no more
than 16 hours of paid leave In the second three months of employment. If an employee separates from city
employment during their probationary period they will not be paid for PTO earned during the probationary
period.
Unpaid Leave
Annual leave will not accrue during unpaid leaves. Unpaid leaves may be approved in accordance with the
City personnel policies. Employees must normally use all accrued annual leave prior to taking an unpaid
leave. If the leave qualifies under Parenting Leave or Family and Medical Leave, the employee may retain a
balance of forty (40) hours when going on an unpaid leave (if requested in advance in writing). Any
exceptions to this policy must be approved by the City Administrator

Annual Leave Conversion
Annual leave will be ellglble for conversion to cash or a contribution to your health savings account or 457
deferred compensation plan on an hour-for-hour basis (subject to IRS maximum deferral regulations and
Minnesota law) annually with the following conditions: up to 50% of the annual leave balance, not to
exceed eighty (80) hours, may be converted each year provided the employee has used at least 30% of
his/her annual accrual during the current calendar year and has a balance of at least 160 hours.
The minimum balance requirement will be determined as of the first payroll In December. Payment will be
based on the employee's current regular hourly rate on December 1. Conversion to cash or deferred
compensation/H.S.A. will occur in the second payroll of the following year with specific dates to be
determined by accounting each year. Accounting will notify all employees in November of each year as to
the dates and conversion options. Regular rate for the purpose of this policy Is the employee's straight
time rate not Including overtime, pay differentials, out-of~lass adjustments or any other additions to
regular pay.

Returning to Work After a Medical Absence
After a medical absence, a physician's statement may be required on the employee's first day back to
work, indicating the nature of the Illness or medical condition and attesting to the employee"s ability to
return to work and safely perform the essential functions of the job with or without reasonable
accommodation.
Any work restrictions must be stated clearly on the retum-te-wer-k-form.-Employees-who-have-been askedto provide such a statement may not be allowed to return to work until they comply with this provision. PTO
leave may be denied for any employee required to provide a doctor's statement until such a statement is
provided.
The City has the right to obtain a second medical opinion to determine the validity of an employee's
worker's compensation or sick leave claim, or to obtain Information related to restrictions or an employee"s

ability to work. The City will arrange and pay for an appropriate medical evaluation when It has been
required by the City.

Mllltary Leave
State and federal laws provide protections and benefits to City employees who are called to military
service, whether in the reserves or on active duty. Such employees are entitled to a leave of absence
without loss of pay, seniority status, efficiency rating, or benefits for the time the employee is engaged In
training or active service not exceeding a total of 15 days regular pay in any calendar year. To be modified
In accordance with state and federal laws.
The leave of absence is only In the event the employee returns to employment with the City as required
upon being relieved from service, or is prevented from returning by physical or mental disability or other
cause not the fault of the employee, or is required by the proper authority to continue in military or naval
service beyond the fifteen (15) day paid leave of absence. Employees on extended unpaid military leave
will receive fifteen (15) days regular pay for a leave of absence in each calendar year, not to exceed five
years. Such employee can choose to use available PTO pay for time In excess of 15 days.
Where possible, notice is to be provided to the City at least ten (10) working days in advance of the
requested leave. If an employee has not yet used his/her fifteen (15) days of paid leave when called to
active duty, any unused paid time will be allowed for the active duty time, prior to the unpaid leave of
absence. Employees returning from military service will be reemployed in the job that they would have
attained had they not been absent for military service and with the same seniority, status and pay, as well
as other rights and benefits determined by seniority. Unpaid military leave will be considered hours worked
for the purpose of vacation leave and sick leave accruals.

192.26 STATE AND MUNICIPAL OFFICERS AND EMPLOYEES NOT TO LOSE PAY WHILE ON AUTHORIZED
LEAVE FOR MILITARY DUTY.
Subdivision 1. Authorized leave.
Subject to the conditions hereinafter prescribed, any officer or employee of the state or of any political
subdivision, municipal corporation, or other public agency of the state whO shall be a member of the
National Guard, or any other component of the militia of the state now or hereafter organized or
constituted under state or federal law, or whO shall be a member of the officers' reserve corps, the enlisted
reserve corps, the Naval Reserve, the Marine Corps reserve, or any other reserve component of the military
or naval forces of the United States now or hereafter organized or constituted under federal law, shall be
entitled to leave of absence from the public office or employment without loss of pay, seniority status.
efficiency rating, vacation, sick leave, or other benefits for all the time when engaged with such
organization or component in training or active service ordered or authorized by proper authority pursuant
to law, whether for state or federal purposes, but not exceeding a total of 15 days in any calendar year. The
state or political subdivision, municipal corporation, or other public agency shall allow the officer or
employee to choose when during the calendar year to take the 15 days of paid military leave. The officer or
employee may choose to use all of the 15 days of paid military leave at one time or, in the alternative, tt1e
15 days of paid military leave may be divided and taken throughout the calendar year at the discretion of
the officer or employee. Such leave shall be allowed only in case the required military or naval service is
satisfactorily performed, which shall be presumed unless the contrary is established. Such leave shall not
be allowed unless the officer or employee (1) returns to the public position immediately on being relieved
from such military or naval service and not later than the expiration of the time herein limited for such
leave, or (2) is prevented from so returning by physical or mental disability or other cause not due to the
officer's or employee's own fault, or (3) is required by proper authority to continue in such military or naval
service beyond the time herein limited for such leave.

Job Related Injury or Illness
All employees are required to report any job-related Illnesses or Injuries to their supervisor immediately (no
matter how minor). If a supervisor is not available and the nature of injury or illness requires Immediate
treatment, the employee is to go to the nearest available medical facility for treatment and, as soon as
possible, notify his/her supervisor of the action taken. In the case of a serious emergency, 911 should be
called.
If the injury is not an emergency, but requires medical attention, the employee will report It to the
supervisor and make arrangements for a medical appointment. Worker's compensation benefits and
procedures to return to work will be applied according to applicable state and federal laws.

Court Appearances
Employees will be paid their regular wage to testify in court for City-related business. Any compensation
received for court appearances (e.g. subpoena fees) arising out of or in connection with City employment,
minus mileage reimbursement, must be turned over to the City.

Jury Duty
Regular full-time and part-time employees will be granted paid leaves of absence for required jury duty.
Such employees will be required to turn over any compensation they receive for Jury duty, minus mileage
reimbursement, to the City in order to receive their regular wages for the period. Time spent on jury duty
will not be counted as time worked in computing overtime. Employees excused or released from jury duty
during their regular working hours will report to their regular work duties as soon as reasonably possible or
will take accrued vacation or compensatory time to make up the difference.
Employees are required to notify their supervisor as soon as possible after receiving notice to report for Jury
duty. The employee will be responsible for ensuring that a report of time spent on jury duty and pay form is
completed by the Clerk of Court so the City will be able to determine the amount of compensation due for
the period involved.
Temporary and seasonal employees are generally not eligible for compensation for absences due to jury
duty, but can take a leave without pay subject to department head approval. However, If a temporary or
seasonal employee is classified as exempt, he/she will receive compensation for the jury duty time.

Absence under the Family and Medical Leave Act (FMLA) of 1993
Shall be In accordance with City Ordinance Section 2-86, 2-87 & 2-88 and as noted
(a)

(b)

(c)

(d)

(e)

Section 2-86, 2-87, and 2-88 are not intended either to expand or to narrow the rights set forth In
the Family and Medical Leave Act of 1993 (FMLA). To the extent that these sections differ from, or
are inconsistent with the FMLA or the regulations promulgated pursuant to the FMLA, the FMLA and
regulations shall control.
A regular employee is "eligible" forfamlly leave, medical leave, or parental leave, If he or she has
been employed by the city as an employee for at least twelve (12) months and has worked no fewer
than 1,250 hours during the year preceding the start of the leave.
Unless otherwise required by law, the combined total of leave available under Sections 2-86, 2-87,
and 2-88 is twelve (12) weeks in any twelve (12) month period measured backward from the date
an eligible regular employee uses family, parental, or medical leave.
An unpaid medical leave of absence will be provided to an eligible employee so long as he or she
has a "serious health condition" that makes him or her unable to perform the functions of his or
her job. For the purposes of this section, "serious health condition" is defined in the same manner
as in 29 C.R.F. § 825-114.
The city may require an eligible employee to substitute any available PTO, paid vacation leave, sick
leave, or any other paid leave as may be provided by contract or collective bargaining agreement
for any part of the twelve (12) week period. Accrued vacation, sick leave, or other paid leave may
not be used to extend a medical leave of absence beyond twelve (12) weeks.

MEMORANDUM OF AGREEMENT
This Memorandum of Agreement ("MOA'') is made by and between the City of Oakdale
("Employer") and Law Enforcement Labor Services Employee's Union Local 197 ("Union").
WHEREAS, the Union is the exclusive representative for certain employees of the
Employer in the appropriate unit ("Bargaining Unit Employees");
WHEREAS, the Employer and Union are parties to a Labor Agreement in effect
January 1, 2022 through December 31, 2024 ("Labor Agreement");
WHEREAS, the Employer currently provides Bargaining Unit Employees with
mobile communications devices ("MCDs") to use for Employer purposes; and
WHEREAS, the parties' Labor Agreement does not specify any allowance or
reimbursement employees would receive if Employer does not provide such MCDs.
NOW, THEREFORE, the parties hereto agree as follows:
Article 1.

Mobile Communication Devices

If Employer states that it will not provide Bargaining Unit Employees with MCDs to be used
for work-related use, the Employer will pay, either a monthly lump-sum cash payment
allowance or reimbursement to each employee for the employee's MCD or service,as chosen
annually by an employee, In exchange, the employee agrees to have a functioning MCD
available for work-related use at all times while the employee is on duty.
If an employee opts for reimbursement, the City will reimburse the employee after
providing proof of allowable expense. The reimbursement shall be limited to costs incurred
by the employee. The total annual MCD allowance or reimbursement will be $600 in
2022, $600 in 2023, and $600 in 2024.

Article 2.

Entire Agreement

This MOA constitutes the entire agreement among the parties hereto. No representations,
warranties, covenants, or inducements have been made to any party concerning this MOA,
other than the representations, covenants, or inducements contained and memorialized in this
MOA. This MOA supersedes all prior negotiations, oral and written agreements, policies and
practices with respect thereto addressing the specific subject matter addressed in this MOA.
Article 3.

Waiver of Bargaining

Employer and Union each voluntarily and unqualifiedly waives the right and each agrees
that while the current Labor Agreement is in full force and effect the other shall not be
obligated to bargain collectively with respect to the express subjects or matters included in
this MOA.
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Article 4.

Limitations

This MOA is intended for the sole and limited purpose specified herein. This MOA cannot
be construed to be any prohibition or limitation on any management right of the Employer.
The Employer does not waive and expressly reserves the right to exercise all of its
management rights without limitation. Bargaining Unit Employees and the union may
pursue a grievance involving any dispute or disagreement with the Employer's interpretation
or application of this MOA using the same grievance procedure as specified in the Labor
Agreement.
Article 5.

Amendment or Modification

This MOA or any of its terms may only be amended or modified by a written instrument that:
(1) expressly states it is amending or modifying the MOA; and (2) is signed by or on behalf of
all of the parties hereto or their successors in interest.
Article 6.

Voluntary Agreement of the Parties

The parties hereto acknowledge and agree that this MOA is voluntarily entered into by all parties
hereto as the result of arm's-length negotiations during which all such parties were represented.
Article 7.

Effective and Expiration Date

This MOA is effective the latest date affixed to the signatures below. This MOA expires and is
no longer in force and effect effective the date that the Labor Agreement expires and is no
longer in force and effect.
IN WITNESS HEREOF, the parties hereto have made this MOA on the latest date affixed to the
signatures below.
FOR THE CITY OF OAKDALE:

FOR LAW ENFORCEMENT LABOR
SERVICES EMPLOYEE'S UNION
LOCAL 197

1~

~

Date:

_____,~i?'rwiL-__,- _,_,.,--.~--- -

Date:

Jgn Galas - LELS Bysjng;ss Agpnt

k'-.2.o . Zol-7
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MEMORANDUM OF AGREEMENT

This Memorandum of Agreement ("MOA'') is made by and between the City of Oakdale
("Employer") and Law Enforcement Labor Services Employee's Union Local 197 ("Union").
WHEREAS, the Union is the exclusive representative for certain employees of the
Employer in the appropriate unit ("Bargaining Unit Employees");
WHEREAS, the Employer and the Union are parties to a labor agreement for January 1,
2022 through December 31, 2024 ("Labor Agreement");
WHEREAS, 19.1 of the Labor Agreement states: "Employees will be paid base pay as
established in employer's base pay schedule as established in the Memorandum of Agreement
between the parties. "
WHEREAS, the Employer and Union executed an MOA specifying such base pay
amounts;
WHEREAS, the parties desire to specify initial step placement in the 2022 Base Pay
Schedule and step increase dates for Bargaining Unit Employees who were employed by the
Employer as of December 31, 2021.in addition to pay grade increases for Bargaining Unit
Employees employed as a Bargaining Unit Employee for 10 continuous years.
NOW, THEREFORE, all parties hereto agree as follows:
Article 1.

Steps in Base Pay Schedule

Section 1.1.

Bargaining Unit Employees with less than 15 years of continuous service
in their job classification as of January 1, 2022 will be paid a base wage,
effective January 1, 2022, that is the base wage of the step in the pay grade
for their position in the 2022 Based Pay Schedule (BPS) that is closest to,
but not less than, their as of December 31, 2021 base wage plus longevity.

Section 1.2.

Bargaining Unit Employees with 15 or more years of continuous service
in their job classification as of January 1, 2022 will be paid a base wage,
effective January 1, 2022, that is the base wage of the step in the pay grade
for their position in the 2022 BPS that is one step higher than the base
wage of the step that is closest to, but not less than, the employee's hourly
equivalent of base pay plus longevity as of December 31, 2021.

Section 1.3.

Bargaining Unit Employees employed as of January 1, 2022 will receive a
step increase in the 2022, 2023, and 2024 BPS' on April 1, 2022, 2023,
and 2024, respectively, subject to satisfactory performance, while they
remain employed continuously in the same job classification or
continuously as Police Officer and then Senior Police Officer.
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Section 1.4.

Bargaining Unit Employees employed as a Bargaining Unit Employee for
10 continuous years and subject to satisfactory performance will be placed
in the job classification of Senior Police Officer and paid a base wage,
effective on the calendar date of their tenth continuous year of service, of
the step in the pay grade for Senior Police Officer that is one step higher
than the base wage of the step that is closest to, but not less than, the
employee's base wage as of the date preceding the date they become
employed as Senior Police Officer.

Section 1.5.

For the purposes of this MOA, the phrase "satisfactory performance"
means that the Chief of Police has specified through a written document
solely for the purposes of processing a step increase that employee met
expectations for their position's essential duties and responsibilities and
employee's overall performance met expectations.

Section 1.6.

If the employee does not achieve satisfactory performance for a step
increase specified in Section 1.3 of this MOA or pay grade increase
specified in Section 1.4 of this MOA, then the employee's performance
will be reviewed again within 60 calendar days of such written document.
If the employee achieves satisfactory performance in such review, then the
employee's wage will move effective the first calendar day after the date
of such review. If the employee does not achieve satisfactory performance
in such review, then the City Administrator may authorize another review
in which the employee's wage could move after that review.

Section 1. 7.

Attached to this MOA for reference, illustration, and informational
purposes only is City of Oakdale- LELS Employee Base Pay Changes,
dated January 14, 2022. The parties understand that the attached
spreadsheet merely illustrates the implementation of this MOA for the
wages and steps of individual Bargaining Unit Employees and does not
establish any additional benefit for employees.

Section 1.8

For employees whose initial step base pay in the 2022 BPS is less than
3% more than their annualized base pay plus longevity pay as of
December 31, 2021 will be paid a lump sum payment through the first
payroll that is at least 15 calendar days after the date this MOA is made
equivalent to the difference between 3% more than their December 31,
2021 annualized base pay plus longevity and their initial step base pay.

Article 3.

Entire Agreement

This MOA constitutes the entire understanding among the parties hereto related to the step
placement and movement and pay grade increase under the new BPS for 2022, 2023, and 2024.
No representations, warranties, covenants, or inducements have been made to any party
concerning this MOA, other than the representations, covenants, or inducements contained and
memorialized in this MOA and the Labor Agreement. This MOA supersedes all prior

Memorandum of Agreement between City of Oakdale and Law Enforcement Labor Services Employee Union,
Local 197
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negotiations, oral and written understandings, policies and practices with respect thereto
addressing the specific subject matter addressed in this MOA.
Article 4.

Waiver of Bargaining

Employer and Union each voluntarily and unqualifiedly waives the right and each agrees that
while the current Labor Agreement is in full force and effect the other shall not be obligated to
bargain collectively with respect to the express subjects or matters included in this MOA.
Article 5.

Limitations

This MOA is intended for the sole and limited purpose specified herein. This MOA is intended
for a one-time purpose only and cannot be construed to be nor does it constitute or establish any
admission of the Employer, precedent, past practice or otherwise place any prohibition or
limitation on any management right of the Employer. The Employer does not waive and
expressly reserves the right to exercise all of its management rights without limitation.
Article 6.

Amendment or Modification

This MOA or any of its terms may only be amended or modified by a written instrument that: (1)
expressly states it is amending or modifying the MOA; and (2) is signed by or on behalf of all of
the parties hereto or their successors in interest.
Article 7.

Voluntary Agreement of the Parties

The parties hereto acknowledge and agree that this MOA is voluntarily entered into by all parties
hereto as the result of arm's-length negotiations during which all such parties were represented.
Article 8.

Effective Date

This MOA is effective the latest date affixed to the signatures below. The steps and grades for
Bargaining Unit Employees in this MOA are effective January 1, 2022.
IN WITNESS HEREOF, the parties hereto have made this MOU on the latest date affixed to the
signatures below.
FOR THE CITY OF OAKDALE:

rz.~a~
40tfi ~ ,
~mmUlil
'ffetiw2l/

Date:

FOR LAW ENFORCEMENT LABOR
SERVICES EMPLOYEE UNION, LOCAL
197
Jon Gates. LELS Business A enl

~
Date:~~

:2-z~olI:

~

~~
~
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MEMORANDUM OF AGREEMENT

This Memorandum of Agreement ("MOA'') is made by and between the City of Oakdale
("Employer") and Law Enforcement Labor Services Employee's Union Local 197 ("Union").
WHEREAS, the Union is the exclusive representative for certain employees of the
Employer in the appropriate unit ("Bargaining Unit Employees");
WHEREAS, the parties are parties to a labor agreement for January 1, 2022 through
December 31, 2024 ("Labor Agreement");
WHEREAS, 19.1 of the Labor Agreement states: "Employees will be paid base pay as
established in employer's base pay schedule as established in the Memorandum of Agreement
between the parties. "
MOA
NOW, THEREFORE, all parties hereto understand as follows:
Article 1.

Base Pay Amount

Section 1.1.

Grade

Police
Officer

Senior
Police
Officer

13

14

The base pay amounts are as follows annualized and hourly, which base
pay schedules include a 3% increase in 2022 in addition to other
modifications, a 3% increase in 2023, and 3% increase in 2024:

Step 1

Step2

Step3

Step4

Step 5

Step 6

Step 7

2022

$75,385.94

$78,080.99

$80,776.04

$83,471.09

$86,166.13

$88,861.18

$91,556.23

Step 8
$94,232.43

$36.24
$77,647.53

$37.54
$80,423.43

$38.83
$83,199.33

$40.13
$85,975.23

$41.43
$88,751.12

$42.72

2023

$91,527.02

$44.02
$94,302.92

$45.30
$97,059.41

2024

$37.33
$79,976.95

$38.67
$82,836.13

$40.00
$85,695.30

$41.33
$88,554.48

$42.67
$91,413.66

$44.00
$94,272.83

$45.34
$97,132.01

$46.66
$99,971.19

$38.45

$41.20

$42.57

$43.95

$45.32

$46.70

$48.06

$84,814.84

$87,644.64

$90,474.44

$93,304.24

$96,134.04

$98,944.05

$40.78
$87,359.29

$42.14
$90,273.99

$43.50
$93,188.68

$44.86
$96,103.37

$46.22
$99,018.07

$47.57
$101,912.38

$44.80

2022

$79,155.24

$39.83
$81,985.04

2023

$38.06
$81,529.90

$39.42
$84,444.60

$39.20
$83,975.80

$40.60

$42.00

2024

$86,977.93

$89,980.07

$43.40
$92,982.20

$95,984.34

$46.20
$98,986.47

$47.60
$101,988.61

$104,969.75

$40.37

$41.82

$43.26

$44.70

$46.15

$47.59

$49.03

$50.47

Article 2.

Entire Agreement

This MOA constitutes the entire Agreement among the parties hereto related to Bargaining Unit
Employee's base pay amounts. No representations, warranties, covenants, or inducements have
been made to any party concerning this MOA, other than the representations, covenants, or
inducements contained and memorialized in this MOA and Labor Agreement. This MOA
supersedes all prior negotiations, oral and written Agreements, policies and practices with
respect thereto addressing the specific items addressed in this MOA.
Memorandwn of Agreement between City of Oakdale and Law Enforcement Labor Services
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$49.00

Article 3.

Waiver of Bargaining

Employer and Union each voluntarily and unqualifiedly waives the right and each agrees that
while the current Labor Agreement is in full force and effect the other shall not be obligated to
bargain collectively with respect to the express subjects or matters included in this MOA.
Article 4.

Limitations

This MOA is intended for the sole and limited purpose specified herein. This MOA cannot be
construed to be nor does it constitute or establish any admission of the Employer, precedent, past
practice, place any prohibition or limitation on any management right of the Employer, or
prohibit or limit the applicability of any component of employment not directly contrary to this
MOA. The Employer does not waive and expressly reserves the right to exercise all of its
management rights without limitation.
Article 5.

Amendment or Modification

This MOA or any of its terms may only be amended or modified by a written instrument that: (1)
expressly states it is amending or modifying the MOA; and (2) is signed by or on behalf of all of
the parties hereto or their successors in interest.
Article 6.

Voluntary Agreement of the Parties

The parties hereto acknowledge and undrstand that this MOA is voluntarily entered into by all
parties hereto as the result of arm's-length negotiations during which all such parties were
represented.
Article 7.

Effective Date

This MOA is effective the latest date affixed to the signatures below. The 2022 base pay
amounts are effective January 1, 2022.
IN WITNESS HEREOF, the parties hereto have made this MOA on the latest date affixed to the
signatures below.
FOR LAW ENFORCEMENT LABOR
SERVICES EMPLOYEE'S UNION,
LOCAL 197

LU

Jon Gates-LELS Business Agan\
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