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PREAMBLE

This Agreement is entered into by and between the City ofPaynesville, hereinafter referred to as the City,
and the Law Enforcement Labor Services (LELS), Local #489, hereinafter referred to as the Union.
This preamble is intended as a policy statement and is not grievable under the Grievance Article of this
Agreement.

ARTICLE 1
Recognition
1.1 Exclusive Representative
The city recognizes the Union as the exclusive representative for collective bargaining purposes of all the
employees in a unit certified by the State of Minnesota, Bureau of Mediation Services in Case No.

06PCE0949 as:
All essential licensed law enforcement employees of the City ofPaynesville, Minnesota who are
public employees within the meaning ofMinn. Stat. 179.03, subd. 14, excluding supervisory and
confidential employees.
1.2 Collective Bargaining
The city shall not enter into agreement with the employees coming under this jurisdiction, either
individually or collectively, which, in any way, conflicts with the terms and conditions of this Agreement.
1.3 Unit Clarification
In the event that the City 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.

ARTICLE 2
Definitions

2.1 Union; Law Enforcement Labor Services Local #489

2.2 City: City of Paynesville, MN.
2.3 Employee: a member of the bargaining unit covered by this Agreement.
2.4 Regular Full-Time Employee: an employee who has successfully completed the probationary
period and works an average of 80 hours and up to 84 hours of scheduled time per two week pay cycle.
2.5 Probationary Employee: an employee who has not completed the probationary of twelve (12)
months
2.6 Part-time Employee: an employee who regularly works less than 40 hours per week and meets the
definition of public employee in Minn. Stat. Sec. 179A.03.

2.7 Probation: used for observing the employees work, for training the employee in the work
expectations, and for rejecting any employee whose performance does not meet the required standards.
2.8 Union Officer/Negotiation Team Representative: duly appointed or elected Officer/Steward or

Negotiations team member by LELS local # 489.
2.9 Grievance: a dispute or disagreement regarding the interpretation or application of the specific
terms and conditions of this Agreement.
2.10 Seniority: shall be defined as an employee's length of continuous service within the City since
her/his last date of hire.

ARTICLE 3
Union Security
3.1 Dues Checkoff:
The city shall deduct from the wages of employees who authorize such a deduction in writing an amount
necessary to cover monthly Union expenses. Such monies shall be remitted as directed by the Union.
3.2 Union Bulletin Board:

The city shall make space available on the employee bulletin board for posting Union notices and
announcements. There shall not be any inflammatory or political information posted on such boards.
3.3 __ Access to Premises:

Union representatives shall have access to the premises of the city at reasonable times and subject to
reasonable rules in connection with official Union business, upon prior notice to the City Administrator.
3.4 Union Officers:
The Union may designate employees from the bargaining unit to act as steward/s, delegates to its
assembly, negotiation team representatives and/or alternates and shall inform the city in writing of such.
There shall be no more than one (1) steward.
3.5_ Waiver:

The Union agrees to indemnify and hold the City harmless against any and all claims, suits, orders or
judgments brought or issued against the City as a result of action taken by the City under the provisions of
Article 3.1.

ARTICLE 4
City Authority
4.1 Right to Manage:
The Union recognizes the prerogative of the City to operate and manage its affairs in all respects in
accordance with its management rights, existing and future laws and regulations of the appropriate

authorities. The prerogatives or authority which the City has not officially abridged, delegated or
modified by this Agreement are retained by the City.
4.2 __ Management Authority:

Except as limited by the specific provisions of this Agreement, the City shall retain whatever rights and
authority are necessary for it to operate and direct the affairs of the City in all of its various aspects, as set
forth in the Minnesota Public Employee Labor Relations Act (P.E.L.R.A.) of 1971, as amended. Nothing
in this agreement shall limit the City's management right to discontinue functions, utilize technology,
restructure, consolidate, subcontract and take other actions that may result in the elimination of a
bargaining unit position or positions.
4.3 . Eliimnatioii of Position:
In the event the City determines to take an action that will result in the expected permanent loss of a
bargaining unit position, the parties shall meet and negotiate in good faith upon the request of the Union
over the effects of the management decision.
4.4 Notice:

The City may establish and enforce work rules that are not in conflict with the provisions of this
Agreement. The City will provide ten (10) calendar day notice to the Union prior to implementation of
any work rule and, upon Union request, will meet & confer prior to implementation.

ARTICLE 5
Discipline
5.1 Just Cause:

The City shall have the right to impose disciplinary action on employees for just cause only.
5.2 Disciplinary Action:

Disciplinary action by the City shall include only the following:
a. Oral reprimand;
b. Written reprimand;
c. Suspension;
d. Deinotion, or
e. Discharge.

5.3 Right to Appeal Disciplinary Action:
Employees who are disciplined shall have the right to appeal such disciplinary actions through the
grievance procedure as established by Article 6 (Grievance Procedure). Probationary employees will not
be permitted to utilize Article 6 (Grievance Procedure).
5,4 WrittenNotice:
Notices of suspension, demotion and discharges will be in written form and will state the reason(s) for the
action taken.
5.5 Union Notification:

The city will notify the union of any and all disciplinary actions taken as defined in article 5.2, unless
requested in writing by the affected employee to not notify.
5.6 Oral Reprimands:
Oral reprimands are not subject to arbitration.

ARTICLE 6
Grievance Procedure
6.1 Definition:
A grievance is defined as a dispute or disagreement as to the interpretation or application of the specific
terms and conditions of this Agreement.
6.2 Union Representatives:
The city shall recognize representatives from outside the City 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 city in writing of the names of such Union representatives and of their successors.
6.3 Processing of a Grievance:
It is recognized and accepted by the Union and the city 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. One aggrieved employee and one employee Union representative shall be allowed a
reasonable amount of time without loss in pay when a grievance is investigated and presented to the city
during normal working hours provided that the employee and the Union representative have notified and
received the approval of the designated supervisor.
6.4 _ Procedure:

Grievances, as defined by section 6.1, shall be resolved in the following manner:
Step 1. An employee claiming a violation concerning the interpretation or application of this Agreement

shall, within fifteen (15) calendar days after the occurrence of the event(s) constituting such alleged
violation, file such grievance to the City Administrator. The City Administrator 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 City Administrator's
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 Policy
and Procedures Committee. The Policy and Procedures Committee shall give the Union the City'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 Policy and
Procedure Committee's 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 the grievance is not resolved in Step 2, upon mutual agreement by the parties, the Union may
file within ten (10) calendar days, a request for mediation with the State Bureau of Mediation Services.
Step 4. A grievance unresolved in previous steps and appealed to Step 4 by the Union may be submitted

to arbitration subject to the provisions of the Public Employment Labor Relations Act within ten (10)
calendar days of the City's Step 2 answer or, if applicable, the completion of Step 3 mediation. The
selection of an arbitrator shall be made in accordance with either Minnesota Statutes Section 179A.21 or
Section 626.892 if involving written disciplinary action, discharge, or termination. The Rules and
Regulations as established by the Bureau of Mediation Services. The Union will contact the City
Administrator or designee within seven (7) calendar days in an effort to select an arbitrator to hear the
grievance. Any failure to contact the City Administrator or designee within seven (7) calendar days will
constitute a waiver of the grievance.
An employee who is eligible under the Veterans Preference Act, Minnesota Statutes Section 197.46 may
elect either to proceed to grievance arbitration or to a Veterans Preference hearing. An eligible employee

must make their choice within 30 days of the appeal to Step 4 and submit that choice in writing to the
City Administrator.
6.5 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 city and the union and shall have no authority to make a
decision on any other issues 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 20 calendar days
following close of the hearing submission of briefs by the parties, whichever be later, unless the
parties agree to an extension. The decision shall be binding on the city and the employee, and the
arbitrator's interpretation or application of the express terms of this Agreement and the facts of
the grievance presented.
C. The fees and expenses for the arbitrator's services and proceedings shall be borne equally by the
city 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 borne equally.
6^6 _ Waivei-i

A. 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 city's last answer.
B. If the city does not answer a grievance or an appeal thereof within the specified time limits, the
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 agreement of the city and the
Union.

ARTICLE 7
Hours of Work
7.1_ Intent of Article:
This Article is intended only to define the normal hours of work and normal scheduling and to provide the
basis for the calculation of overtime or other premium pay.
7.2 Work Schedule:

The standard work pay period shall be comprised of fourteen (14) consecutive days consisting of up to a
maximum of 84 hour scheduled pay period.
7.3 _ Scheduling:
Work shifts, work breaks, staffing schedules and the assignment of employees thereto shall be established
by the city. Employees shall receive two 15-minute paid rest periods and one 30-minute paid meal period
in each eight-hour shift.

7.4 Assigned Overtime/Holidays;
Employees may be required to work overtime or holidays when assigned unless excused by the city.

ARTICLE 8
Overtime and Premium Pay
8.1 Overtime Calculation:
Employees will receive overtime compensation - at one and one half (1 ,2) the employees' base rate of
pay - for all hours worked in excess of 84 hours pay period.

8.2 Overtime ComEensation:
Overtime compensation due under this article may be taken in the form of equivalent compensatory time
also earned at one and one half (1 ,2) hours) off at times mutually agreed upon by the employee and
her/his immediate supervisor.
Stipulations for accrual and use of compensatory time are as follows:
1. 80 hours maximum banked. Upon reaching the limit, an employee must either receive cash for
additional hours of overtime worked or use some comp time before accruing further comp time.

2. Employee comp time must be approved by the applicable Department Head or the City
Administrator before taken.

3. Each time upon turning in timecards, the employee must let the City Administrator know if
overtime will be reimbursed by cash or comp time. Once determined, it cannot be changed at a
later date.

4. An employee may cash in up to 40 hours of earned comp time on the last pay period of the year.
No more than 120 hours can be cashed in at the end of the year including both comp time and
comp time on-call. An employee cannot carry over more than 40 hours ofcomp-time on-call
hours at the end of the year so they must cash in any excess hours.

8.3 Shift Differential:
An employee working between the hours of 8:00 p.m. and 6:00 a.m. will receive an additional one dollar
($1.00) per hour for each hour actually worked during that time.
8.4 No Pyramiding:
The base pay rate or premium compensation shall not be paid more than once for the same hours worked
under any provisions of this Agreement.

8.5 On Call:
Police Personnel shall be compensated $5.00 per hour for on-call time. If any employee is called out, oncall time is not paid while the employee is being paid for call-out time. Employees are not required to be
on the premises while on-call but must respond within 15 minutes of being called.
8.6 Call-back/Call-out:
Employees called out to work additional hours outside of their regularly scheduled work shifts, to include
court time, shall be compensated a minimum of two hours at time and one half.

ARTICLE 9
Holidays
9.1 Paid Holidays:
Employees shall receive eight (8) hours pay at their regular hourly rate for each of the following holidays
when not scheduled to work:
New Year's Day January 1

Martin Luther King Day Third Monday in January
Presidents Day Third Monday in February
Memorial Day Last Monday in May
Independence Day July 4
Labor Day First Monday in September
Veterans Day November 11th

Thanksgiving Day Fourth Thursday in November
Christmas Eve* December 24

Christmas Day December 25

One (1) Personal Leave Day/Floating Holiday (One full scheduled day the hours are dependent on the
employees regularly scheduled hours on that day)
* Christinas Eve will be considered a four-hour paid holiday.

Should the State ofMN adopt the Juneteenth holiday as a statewide holiday in which state offices and
courts are closed this holiday shall be added to this CBA as an additional holiday in this article.
9.2 Personal Holiday:

Employees shall provide the Police Chief with two days advance notice of a desire to use the personal
leave day provided in subsection 9.1. The personal holiday must be taken no later than the last pay period
in the applicable calendar year.

9.3 Holiday Worked:
Any employee who works on a holiday shall be paid at the rate of time and one half the regular
hourly rate for each hour worked, plus holiday pay.

ARTICLE 10
Paid Time Off
10.1 Accumulation:
Time off with pay is accumulated and accrued on a monthly basis and may be used subsequent to the
month in which it was earned.
10.2 Monthly Accrual:
Full-time regular employees shall accrue PTO according to the following schedule:
Months of Service

Days per Year*

Hours per Year

0-24

16

128

25-48

19

152

49-84

22

176

85-108

25

200

109-180

28

224

181 and over

31

248

* Based on an 8-hour day.

10.3 PTO Requests:
The city will consider PTO requests based on the needs of the city. Employees requesting PTO must
provide at least 24 hours advance notice for the city to consider the request. The City may waive this
requirement at its discretion.
10.4 Probationary Employees:

Probationary employees will accrue PTO time during the probationary period but may not use PTO
except as may be authorized in the discretion of the City. PTO earned during the probationary period may
not cash out in the event the employee does not successfully complete the probationary period.
10.5 Years of Service:
Years of service shall mean consecutive employment as a full-'time employee.

10.6 Holiday Durins PTO:
When a paid holiday falls during an employee's PTO period, she/he shall not be charged a day of paid
PTO.
10.7 Accrual Limit:

Employee PTO accrual is limited to 325 hours.
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10.8 PTOUse:
PTO may be used in increments of not less than 15 minutes (1/4 hour).
10.9 Compensation Upon Resignation:

Employees separating from employment with the City ofPaynesville in good standing shall be
compensated for two hundred (200) hours ofPTO time accrued and unused as of the date of separation at
current base wage. Good standing means that an employee is resigning with a minimum ofatwo-week
advance notice.

10.10 Workers Compensation:
Employees receiving compensation for a city work related injury will be permitted to use accrued and
unused PTO hours to make up the difference between the worker's compensation payments and the
employee's normal earnings.

10.11 Doctor's Certificate:
The City may require a doctor's certificate for any absence of three (3) or more consecutive days,for
absences that follow a pattern, are in excess of five (5) days per year, precede or follow a holiday or
otherwise where the City suspects potential abuse.

ARTICLE 11
MedicaI/Life Insurance/Deferred Comp/FLEX Spending
11.1 Group Health:
The city will provide health insurance coverage to all full-time employees and their dependents (to
include spouse and children). The City will pay all health insurance costs for the employee and

dependents on the City group insurance plan up to $900.00 in 2022, $950.00 in 2023, and$ 1000.00 in
2024. After premium is paid, the City shall match any deposits into healthcare savings account (HSA)
that the employee makes up to the employers' premium monthly cap. Failure to accept the City health

insurance plan within thirty (30) days of hire is a waiver of this benefit until the next annual open
enrollment period.
11.2 LifeInsurancei
The city will pay the entire premiums for the life insurance and accidental death and dismemberment
coverage for full time employees in the amount oftwenty-five thousand dollars ($50,000), employee's

spouse ($5,000) and each minor dependent ($2,000).
11.3 Short- and Long-Term Disability:
All full-time eligible employees shall be offered participation in the City's short-term and long- term
disability programs. An eligible employee is defined as a full-time regular employee who meets the
definition of covered individual in the personnel policies. For the term of this Agreement, the City will
make available, if any, and contribute toward short term and long-term disability on the same basis and
subject to the same conditions and restrictions as outlined in the City personnel policies.
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11.4 Wellness Program:
The Paynesville Police Department's Health and Wetlness Program will be comprised of three separate
components: Mind, Body, and Soul. The department believes that a fit body (physical) + a fit mind +

a fit soul (spiritual) = a fit life (balanced life). The program is completely voluntary and participation
in the program is not a condition of employment. All staff of the Paynesville Police Department will

have an opportunity to participate in the program and information divulged to any professionals utilized
during this program is strictly confidential unless the professional believes there is an imminent threat
of death or great bodily harm to the officer or someone else.

Physical Health:
The Paynesville Police Department recognizes the importance of officers remaining physically fit and

living a physically healthy lifestyle. There are several components to living a physically healthy
lifestyle including diet, sleep habits, and exercise. The law enforcement profession is a physically
demanding profession and officers who maintain a level of physical fitness are better equipped to
handle physical altercations and situations that arise in the course of the job. Officers who remain

physically fit also lessen the chances of being injured.
In an effort to assist department staff with maintaining a healthy lifestyle, the Paynesville Police
Department will work with the Paynesville Area School District to provide staff with access to the
fitness center at the high school at no cost. Staff will be allowed to utilize the fitness center during nonpeak call hours (i.e., early morning or late night) while on shift if they choose. Officers may use the

fitness center as part of their allotted breaks during their shift with the understanding that they must be
available to respond to calls quickly when they arise. No more than one on-duty officer may work out
at a time and officers working special projects are not allowed to work out during their shift. In all
cases, an officer should not work out more than 1 hour during their shift.
The Paynesville Police Department will also work with local and state entities to provide training when
necessary to address officer health and wellness. This may include onsite training in Paynesville or
elsewhere, access to dieticians, and access to physical trainers. Access to these resources will be at the

direction of the Chief of Police with consultation of the officers and may not be available on a yearly
basis.

Mental Health:
The Paynesville Police Department understand the level of stress officers endure over the course of
their career can lead to mental health issues, chemically dependency issues and suicide. The department
knows that cumulative or compounding stress as well as critical incidents can impact officers on
multiple levels including loss of sleep, depression, anxiety, physical ailments, and decrease in work
production.
In an effort to assist officers with maintaining a sound mind and good mental health, the department
will provide officer's access to mental health professionals twice a year at no cost (up to $150 a
session). Officers will have the option to select a mental health professional of their choosing. The
department believes access to these professionals as a mental health checkup for the officers and being
pro-active in the approach to mental health will lessen potential problems throughout their career. The

department will receive a bill for the appointment for the officer, but no other information will be
divulged unless the professional believes there is an imminent threat of death or great bodily harm to
the officer or someone else. If an officer is in need of further resources beyond the two appointments,
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the officer will be responsible for the cost associated with them. Officers may schedule the
appointments during normal worked hours when staff levels allow for the officer's absence. Officers
are encouraged to take advantage of the services as a way to stay pro-active with maintaining good
mental health. If an officer is involved in a critical incident, the officer may request additional
services/resources beyond the allotted two sessions. In the event of a critical incident, the department
will make efforts to bring in resources to debrief on the incident. Any requests for additional resources

will need to be made to the Chief of Police or to one of the chaplains. The chaplains will advise the
Chief of the need while keeping the individual confidential.
Spiritual Health:
The Paynesville Police Department understands that an officer's physical and mental health are key
components to an officer leading a healthy lifestyle, but that an officer's soul (spiritual health) make
up who that officer is. The spiritual health makes up traits like character, personality, morals, values,

faith, belief and religion. The department believes that for an officer to truly live a healthy and balanced
lifestyle, officers must remember to address their spiritual health as well.

As part of this program, the Paynesville Police Department in partnership with the Paynesville
Ministerial Association will develop the Paynesville Area Chaplaincy program. This program will
focus on the availability offaith-based leaders to respond and assist officers and residents in times of
crisis. It is also intended to support the on-going spiritual health of the officers though periodic checkups, lunches and emails. The chaplains may also provide weekly non-denominational devotions to
officers upon request. Chaplains will be available to respond to critical incidents and death scenes to
support officers, family members, or others in need, when appropriate, at the request of any member
of the department. The chaplains will be expected to do a periodic ride-along with officers to gain a
better understanding of the nature of police work as well as attend training specifically geared towards
being a police chaplain.
The department also understands that a key part of maintaining good spiritual health is an officer's

ability to participate in spiritual activities on a regular basis. Officers will be authorized to participate
in spiritual activities and church services during their normal work shifts within the Paynesville Area.

Officers may attend these functions as part of their allotted breaks during their shift with the
understanding that they must be available to respond to calls quickly when they arise. Officers may not
attend a spiritual activity or church services if they have used their allotted breaks to use the fitness
center and vice versa.

1L5 Medical Reimbursement Plan:
All full-time eligible employees will be permitted to participate in the City's medical care expense
reimbursement plan on the same basis and subject to the same conditions and restrictions as outlined in
the City personnel policies and as the plan is amended to remain consistent with legal requirements.
11.6 Deferred Compensation:

The city will participate in a deferred compensation program. All employees (includes part time) are
eligible to participate on a voluntary basis. The City shall match up to five hundred ($600.00) dollars
annually.
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ARTICLE 12
Leave of Absence
12.1_ Leave of Absence:
Employees may request leaves of absence for medical or personal reasons not covered by statute. All
medical leave of absence requests must be accompanied by a physician's statement that designates the

expected duration of the disability or illness. The leave of absence will be granted or denied at the City's
sole discretion.
12.2 Leave of Absence Other Than Medical:
An employee taking a leave of absence for other than medical reasons must use accrued PTO hours down
to forty (40) before beginning an unpaid leave of absence.
12.3 Jury Duty:
A. An employee called to jury duty must report the situation to their immediate supervisor.
An Employee serving on jury duty will receive the difference between their regular pay
and the amount received as a juror.

B. An employee who is subpoenaed as a witness in a case in which the City is not a party

must immediately contact the City Administrator to arrange for paid time off. This would
include civil court or criminal court cases in other jurisdictions as long case related to an
officer working in the course and scope of law enforcement duties.

C. An employee released from witness or jury duty during scheduled working hours, must
immediately contact the City Administrator for a determination on whether the employee
should report to work.

12.4 Sabbatical
The law enforcement community has learned over the years that having a healthy department and staff
within that department produces positive results. When the department and officers as a whole are
healthy, the community receives a higher quality of service and the potential for a decrease in liability.

The Sabbatical program is intended to address the needs of all officers and staff within the police
department. The department believes this program is good for the individual, good for the organization
and good for the community.
Once as employee has been employed for 60 continuous months as full-time police officer they will be

eligible for 160 hours of paid leave provided by the employer during one 28 day pay cycle. This time will
not come from the officers' accrued balances. During this time the employee will continue to accrue time
and receive all benefits they would have normally accrued. This time must be taken within 12 months of

the 60-month anniversary of employment and will be taken in one block. This time will be scheduled by
the police chief in consideration of a request for specific dates by the employee. A request for specific
dates is not a guarantee of time off being granted at that time however attempts will be made to
accommodate requests.
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ARTICLE 13
Bereavement Leave
13.1 _ Bereavement Leave:

Employees may take up to three (3) working days with pay upon the death of an immediate family
member. Immediate family will consist of: spouse, grandparent (including step grandparent), parent

(including stepparent and in-law), child (including stepchildren, wards and in- laws), sibling (including
step and in-law), grandchild (including step grandchild) of the employee or the employee's spouse.
Employees may take one (1) working day with pay upon the death of an aunt, uncle, niece, nephew, or
member of the household not in the definition of immediate family. The City may, upon request, exercise
discretion to permit employees to utilize PTO for additional days of funeral leave.
13.2 City Employee's Funeral:
Employees of the City may attend the funeral of a city employee without loss of pay up to 8 hours.

ARTICLE 14
Workforce
14.1 Vacancies, New Positions. Promotions:
New positions, vacancies, and increased hours shall be posted on the employee bulletin board in each

department for a period of seven (7) calendar days. It shall be the policy of the City to first consider
filling vacancies in municipal service by promotion of qualified non-seasonal, full-time or part-time

employees. Qualified employees may indicate their interest in the position to the Clerk/ Administrator
within the seven (7) day period.
14.2 Trial Period:
An internal employee selected for a vacancy or new position (promotion or transfer) shall serve a ninety

(90) day trial period. In the event the employee or the City determine the employee is unable or unwilling
to perform satisfactorily during this trial period shall be allowed to return to their previous position within

the first 30 days of the trial period with no loss of seniority.
14.3 Probationary Period:
The probation period shall be utilized for observing the employee's work, for training the employee in the
work expectations, and for rejecting any probationary employee whose performance does not meet the
required work standards. All probationary period (except promotions) shall be a minimum of twelve (12)

months. The City Administrator has the discretion of terminating the employee during this period if in
his/her mind the employee is unable or unwilling to perform satisfactorily. Terminations during the initial
probationary period are not arbitrable under the grievance procedure.

14.4 Lavoff/Recall:
A. Employees may be laid off by the City to meet the needs of the City. In the event a layoff
is necessary, the work force shall be reduced based on original date of hire for all fulltime and part- time employees, ability to perform available work, and work performance

within the affected job class.
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B. Prior to the effective date of any layoff for an indefinite period or for an anticipated

period exceeding thirty (30) days, the City will provide notice in writing to the UNION
and the employees affected at least ten (10) days in advance. This notice period may be
shorter in the event that the need for the layoff is an unforeseen emergency.
C. An employee's right to recall shall exist for twelve (12) months after the employee's last

date of layoff.
D. Failure to return to work within ten (10) calendar days of notice of recall shall terminate
all rights to recall. Notice of recall shall be sent by registered mail to the employee's last

address on file with the City. It shall be the employee's duty to notify the City of any
address change.
E. Recall shall be based on the same criteria as layoff and no new employee will be

employed to fill a vacant position if an employee is available from the layoff list with the
ability to perform the work of the position. Refusal or failure to accept recall for a

comparable position for which the employee on layoff is qualified shall terminate all
right to recall.

ARTICLE 15
Wages
15.1 Wages:

All employees shall be paid in accordance with Schedule A attached hereto and made part of this
Agreement. There shall be a 3% cost of living increase in 2022 and a market wage adjustment of
$2.00/hour added to the base wage, 3% cost of living increase in 2023 and a market wage adjustment of
$1.00/hour added to the base wage, 3% cost of living increase in 2024 and a market wage adjustment of
$1.00/hour added to the base wage across the entire grade/step scale.

(See appendix A for the wage schedule)
15.2 Step Placement Upon Hire:
If the City determines that the employee has additional education, training, experience or other
qualifications warranting additional recognition, new hired may be placed above the first step, but no
greater than the midpoint of the pay grade for that classification.
15.3 Step Advancement:
Regardless of past practice, employees meeting or exceeding the minimum level of performance shall
receive advancement to the next step on the salary schedule upon their anniversary date of each year.
Employees who move from one job classification to another during the term of this Agreement will have
their anniversary date for future step increases adjusted accordingly.
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15.4 Base Salary Range:
In no event may an employee exceed the maximum salary for the salary range, exclusive of premium pay.
15.5 Promotional Step Placement:
Employees who are promoted to a new classification will move to the closest step in the new salary range
that meets or exceeds three percent (3%) above the employee's existing salary (exclusive of overtime).
15.6 Demotion Step Placement:

An employee voluntarily transferring to a job classification with a lower pay grade shall be placed on the
same step of the lower pay grade.

ARTICLE 16
Reimbursements
16.1 Uniforms:
The city will provide all uniforms and safety gear, including emblems, insignia and brass. Replacement of
these items will be made on a "needs basis" as determined and approved by the Police Chief. Employees
who separate from the city must turn in their uniforms, including emblems, insignia and brass.
16.2 Education:
Employees attending schools, training sessions, classes, seminars, etc. required by the City, shall be
compensated at their regular rate of pay for the time attending. If applicable, travel time will also be paid
at the same rate. If the employee believes that a class, conference or training seminar would benefit them

in their position with the City, the City Council or its designee has the authority to approve or disapprove
of such requests.

ARTICLE 17
General Provisions
17.1 Sayings Clause:
This agreement is subject to the laws of the United States, the State of Minnesota, and the City of
Paynesville. In the event any provisions of this Agreement shall be held to be contrary to law by a court
of competent jurisdiction or a State or Federal administrative agency from whose final judgment or decree
no appeal has been taken within the time provided, such provision shall be voided. All other provisions
shall continue in full force and effect.
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17.2 Complete Agreement:
This Agreement shall represent the complete agreement between the Union and the City.

ARTICLE 18
Duration

This agreement shall be effective as of the 1st day of January 2022 and shall remain in full force and
effect until the 31st day of December 2024. This agreement shall be automatically renewed from year to
year thereafter unless either party notifies the other, in writing or electronic means, 90 days prior to the
anniversary date, which it desires to modify this agreement.

Dated this 13th day of December, 2021.

FOR THE CITY:

FOR THE UNION:

^^-^

^^uUUnion Steward

Mayor

<^

Administrator

LELS Business Agent

Council Member / Ne;
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APPENDIX A
WAGE SCHEDULE

Step 1

Step 2

$

25.56

$

26.27

A

27.33

A

28.06

Step 3

$

Step 4

27.00

A

28.81

$

Steps

2022 WAGES
27.75

$ 28.52

Step!

Step 7

$

29 .32

A

30.14

A

30.98

A

31,,85

$

31,,20

$

32.04

$

32.91

A

33,

$

33 ,13

$

34.00

$

34.90

A

35,

2023 WAGES
_$_

29.58 | $ 30.38

Step*?

StepS

id

2024 WAGES

A

29.15

$

29.90

$

30.67

$

31.47

$ 32.29
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