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MEMORANDUM OF CONTRACT
POLICY AND RECOGNITION

Section 1.

The Renville County Board recognizes the right of its employees to organize and designate
representative of their own choosing, free from restraint, interference or coercion; and, in recognition of
such right, the Renville County Board, hereinafter called the “BOARD”, recognizes Local Union No.
1686, Minnesota Council 65, of the American Federation of State, County and Municipal Employees,
AFL-CIO, hereinafter called the “Union”, as the exclusive representative for the purpose of establishing
salaries, wages, hours and other conditions of employment for all of its employees falling within the
appropriate unit of’

All employees of Renville County Human Services Department Olivia, Minnesota, who are public
employees within the meaning of Minn. Stat. 1794.03, Subd.14; excluding confidential and
supervisory employees.

Section 2.
The employees recognize an obligation to Renville County to render honest and efficient performance
of duties in accordance with policies established by the Board and the County Administrator.

Section 3.
The Union shall be permitted to use the employee bulletin boards located on the premises for the posting
of meeting notices and noncontroversial matters of interest to the employees.

Section 4.

Representatives of the Union shall have access to the premises of the Board at reasonable times and
subject to reasonable rules to investigate grievances or to hear problems with which there is concern,
provided permission is received from the County Administrator or designee. The decision to judge rules
as reasonable or unreasonable is reserved by the Board.

ARTICLE I
UNION SECURITY

Section 1.

The EMPLOYER shall deduct union dues or other deductions from the earnings of those employees who
authorize such deductions in writing. The UNION shall submit such authorizations in writing to the
EMPLOYER for which the deductions are to be effective.

The EMPLOYER shall deduct bi-weekly on the first and second payroll of the month an amount as

directed by the Union:
Withheld dues shall be forwarded to AFSCME Council 65 Administrative Office (3335 W St
Germaine Suite 107, St Cloud, MN 56301) within ten (10) days after the deductions are made,
together with a record of the amount and a list of the names of the employees from whose wages
deductions were made with a list including: name; job title; worksite location, including location
within a facility when appropriate; home address; work telephone number; home and personal
cell phone numbers on file with the public employer; date of hire; and work email address and
personal email address on file of the bargaining unit Employees from whose wage deductions
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were made along with other pertinent Employee information in an Excel formatted report that
may be electronically transmitted or by U.S. mail.
The Union shall indemnify the Employer and any Department or agency of the Employer and hold it
harmless against any and all claims, demands, suits, or other forms of liability that may arise out of, or
by reason of, any action taken by the Employer or Department or agency of the Employer for the purpose
of complying with the provisions of this Section.

ARTICLE II
HOURS OF WORK

Section 1.

The regular work week for full-time employees shall be forty (40) hours, five (5) eight-hour days, 8:00
am. to 4:30 p.m,, including a one-half (1/2) hour unpaid lunch period. The workweek is defined as
beginning at 12:00 a.m. on Saturday and continuing until 11:59 p.m. Friday. Management reserves the
right to vary work hours according to department need. By mutual agreement between an employee and
the Department Head, alternative regular work schedules including telecommuting may be established
to meet the needs of a department, the public, or the employee(s). Such alternative regular work
schedules shall be placed in writing, signed by the employee(s) and Department Head and submitted to
the Employer and Union not less than ten (10) working days prior to taking effect.

Section 2.

Except as required by state and federal law, including but not limited to, the Fair Labor Standards Act,
no additional compensation shall be paid for overtime, whether in the discharge of duties of the position
or in the discharge of duties for another position except in:

1. An emergency in which the Renville County Board orders such overtime;
2. When such overtime is otherwise approved in advance by the Board or its designee; or
3. When compensatory time is earned according to the following guidelines and agency procedures.

Compensatory time off shall be allowed when an employee performs approved work duties after hours,
on weekends or on holidays when approved by a department head. Compensatory time is not granted
for training, dictation or paperwork done to keep records up to date unless approved or directed by a
department head. Compensatory time will not be granted for missed breaks or lunch breaks. These
times must be taken during the course of the working day in which they were missed. Any compensatory
time accrued shall be recorded by the individual and their supervisor whenever compensatory time is
earned. Compensatory time taken shall be recorded on the Employee Time Report and compensatory
time shall only be taken when an employee’s absence is approved by their department head.

For staff who qualify as “exempt” under the Fair Labor Standards Act, compensatory straight time may
be authorized at the discretion of their supervisor up to a maximum of eighty (80) hours for hours worked
over a normal schedule. Exempt employees who wish to use this time off must obtain the prior approval
of their supervisor. For the purpose of calculating hours worked in excess of forty (40) hours, eligible
hours shall include actual hours worked. Vacation time, holiday pay, sick leave, and compensatory time
are not counted in calculating overtime hours.

Federal and Minnesota Fair Labor Standards Act exempt employees with compensatory hours over forty

(40) as of the last pay period of the year shall have the value of those hours over forty (40) deposited
into a deferred compensation 457(b) plan.
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Employees who qualify as “nonexempt” under the Fair Labor Standards Act, may upon agreement in
advance of their department head or supervisor, in lieu of overtime compensation payments, receive
compensatory time off at a rate of one and one-half hours for each hour of employment for which
overtime compensation is required. Overtime compensation is required for employees in this category
when work is performed over forty (40) hours in one workweek. For the purpose of calculating hours
worked in excess of forty (40) hours, eligible hours shall include actual hours worked. Vacation time,
holiday pay, sick leave, , and compensatory time are not counted in calculating overtime hours.

Except where expressly authorized by the County Administrator or designee, compensatory time can
only be accrued to a total of eighty (80) hours for any employee. Except as authorized above,
compensatory time over the eighty (80) hour limit will not be approved. The employer expressly
reserves the right to direct employees to take a designated day off to reduce accrued compensatory time.
Compensatory time for employees must be reduced to forty (40) hours by the last pay period of calendar
year.

In computing compensatory time, the Employer shall round off to the nearest fifteen (15) minutes.

Non-exempt employees required to work over the eighty (80) hour compensatory time maximum shall
be paid overtime at the rate of time and one-half (1-1/2) the employee’s regular rate of pay.

No additional compensation shall be paid for overtime. For the purpose of computing overtime
compensation and compensatory time, overtime hours worked shall not be pyramided, compounded or
paid twice for the same hours worked. Any variation of this compensatory time policy must be approved
by the Renville County Commissioners.

Section 3.
To the extent practicable each regular work day shall have a one-half (1/2) hour lunch period, unpaid, at

the middle of the day, and two (2) rest periods, one before lunch and one in the afternoon, of fifteen (15)
minutes each.

Employees shall be allowed to take one of their available fifteen (15) minute breaks in conjunction with
their lunch break.

Compensatory time will not be granted for missed breaks or lunch breaks. If an employee is expressly
required to work through a lunch break in order to provide coverage for the office, the employee, only
upon the express written approval of the County Administrator or designee, will be allowed to leave
early or claim compensatory time.

Section 4.
Straight paid time or compensatory time will be given for weekend or evening duties.

Section 5.

Any employee assigned to work for Renville County shall be considered a full-time or part-time
employee unless the Union receives notice that such assignment is to be temporary part-time, seasonal
in nature, casual, or an independent contract employee. Notice shall be given before the employee is
placed on the payroll and shall indicate the nature of the work assignment and duties, hours of work,
proposed duration of the assignment, and the compensation rate to be paid the employee.
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Section 6.

There are circumstances when deviation from regular service hours will be considered as an ongoing
type of schedule for a single employee or a group of employees assigned to any given unit and/or
Department. Several CRITERIA must be met BEFORE any deviation from the regular work schedule
may be considered as follows:

1. Client service and the operation of the unit/Department and department must continue to be as
efficient and effective.

2, There must be no negative impact on co-workers nor interfere with inter-Departmental activities
or operations.

3. There must be a neutral effect on the classification status of employees and overtime
compensation.

4. There must be no conflict with any portion of this collective bargaining agreement.

At the discretion of the employer, consideration for deviation from usual service hours may be
considered. The schedule must cover at least a three (3) month period of time. Changes made in a
schedule would also need the applicable appointing authority or Department Head approval. Each
schedule must be within core hours of 6:00 AM to 7:00 PM and employees must take at least one-half
(*2) hour lunch period. It is not permissible to work more than (ten) 10 scheduled hours per day.
Variations will continue to be allowed for evening meetings and emergencies. Requests meeting the
aforestated criteria may be granted.

When staff begin using the flextime option, there will be a ninety (90) day trial period with an evaluation
with the supervisor at the end of the ninety (90) days. Evaluation of individual flextime arrangements
will be continued as needed.

The supervisor may require an employee(s) on flex time to return to regular time status for a specified
period of time to meet unusual service needs or training requirements within the department. The
supervisor may also grant employee requests for specific, short term, temporary deviations from the
normal work schedule when such requests will not adversely affect the operations of the department.

It is not permissible to utilize a four-day week flex time schedule during a holiday week, so that an
employee has a two (2) day workweek Thanksgiving holiday week or a three (3) day workweek in
conjunction with other holidays. Employees will revert back to regular eight (8) hour workdays during
these holiday weeks.

Vacation and sick leave taken on a scheduled workday shall be deducted by the same number of hours
as were scheduled to be worked (e.g. taking sick leave on a scheduled ten (10) hours workday will result
in ten (10) hours of sick leave being deducted.)

Section 7.
Employees engaged in Department Head/Supervisor approved work related travel, continuing education,
training or other work related business outside the office shall be reimbursed for meals, mileage, lodging

and other reasonable expenses in accordance with the policy established by the Renville County Board
of Commissioners.
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Section 8.
Hours during which an employee is engaged in approved work-related training, including travel time to
and from the training location, shall be considered hours worked and shall be compensated as such.

Section 9.

On Call: An employee assigned to weekly On Call responsibilities from January 1, 2024 through May
10, 2024 shall receive additional compensation of $200.00 or fourteen (14) hours of compensatory time
at the option of the employee, for the weekly on-call responsibility. Effective May 11, 2024, an
employee assigned to weekly On Call responsibilities shall receive additional compensation of $350 or
fourteen (14) hours of compensatory time at the option of the employee, for the weekly on-call
responsibility. The On Call employee shall receive an extra/added $50.00 or three (3) hours additional
compensatory time for those weeks containing at least one holiday with pay. The employee on call
during the hours the office is actually closed shall receive the extra added pay. Compensatory time for
On Call employees at their maximum accrual is not an option.

Section 10.

Employees certified to the Administration Office by their department head as bi-lingual proficient and
assigned interpreter duties shall be provided additional compensation at the rate of $1.20 per hour while
in paid status for all regularly scheduled hours.

Section 11,

Upon the completion of the 10th year of continuous service, and every five (5) years thereafter,
employees shall be granted one longevity vacation day added to their vacation bank, and subject to
regular vacation policies. (One day shall equal the employee’s weekly scheduled hours divided by five.)

ARTICLE IIT
VACATIONS
Section 1.
Each employee shall earn vacation with pay on the following basis:
1 year through 5th year of service 8 hours per month
96 hours per year
Beginning in the 6th year of service 10 hours per month
through the tenth year of service 120 hours per year
Beginning in the 11th year of service 12 hours per month
through the 15th year of service 144 hours per year
Beginning in the 16" year of service 14 hours per month

Through the 20" year of service 168 hours per year

Beginning in the 21" year of service and 16 hours per month
thereafter 192 hours per year
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Vacation must be accrued before it can be taken. Vacation accrual occurs for all employees at the end
of the first and second payroll date of each month.

Part-time employees will earn vacation on a prorated basis. All employees must successfully complete
probation in order to receive vacation severance pay.

Section 2.

Each employee having vacation leave with pay to their credit, in accordance with the foregoing
provision, desiring to take vacation leave, shall make application for vacation leave. The immediate
supervisor shall approve said application, as soon as reasonably possible after receipt, if it will not
seriously affect the services of the department. Vacation leave may be taken in no less than one-quarter
hour increments.

Section 3.

Employees shall be allowed to carry forward from year to year a maximum accrual of 240 hours of
unused vacation. Vacation leave in excess of two hundred forty (240) hours as of December 20, 2024,
December 19, 2025, and December 18, 2026 will automatically be forfeited.

Section 4.

Employees with twelve (12) or more consecutive months of employment with the County and who have
successfully completed their probationary period shall, upon giving two (2) weeks notice, be paid upon
separation of service in good standing, as severance pay, for any vacation leave accrued, with a total
accrued limit of 240 hours to the employee’s credit. The last day of employment shall be the last day
physically worked.

Should an employee become hospitalized while on vacation, the employee’s supervisor should be
notified so that the vacation time for such hospitalization shall be charged to sick leave.

ARTICLE IV
HOLIDAYS

Section 1.

Each employee shall receive twelve (12) holidays with pay per calendar year. The twelve (12)
recognized holidays are:

New Year’s Day Memorial Day Veterans Day

Martin Luther King Day Juneteenth Thanksgiving Day

Presidents Day Independence Day Friday after Thanksgiving

Good Friday (1/2 day) Labor Day Christmas Eve (1/2 day) (if on a working day)
Christmas Day

Provided that when New Year’s Day, Juneteenth, Independence Day, Veterans Day or Christmas Day
fall on a Saturday, the preceding Friday will be a holiday, and provided that when New Year’s Day,
Independence Day, Veterans Day or Christmas Day fall on a Sunday, the following Monday will be the
holiday.
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Section 2.
Employees shall receive eight (8) hours pay at regular rates for any holiday not worked. If an employee
is required to work on any holiday, the employee shall receive compensatory time.

Section 3.
No work on a holiday shall be performed without the express approval of the immediate supervisor or

in cases of emergency beyond the control of the employee. Time sheets shall state the reasons for such
emergency overtime work.

Section 4.

Holidays for part-time employees shall be proportionally prorated. (hours regularly scheduled per
week/40 hours). In the event an employee sees a loss in regularly scheduled hours due to a holiday
occurring, they will have the option to maintain benefit eligibility by using vacation hours, using LWOP,
or making up the time within the pay period at the direction of their Supervisor.

ARTICLE V
SICK LEAVE

Section 1.

Each employee shall earn sick leave with pay at the rate of eight (8) hours for each full month of service
or major fraction thereof. Part-time employees shall be eligible for sick leave on a pro-rated basis.
Unused sick leave as of December 31% of each year shall accumulate to an employee’s credit to a
maximum of one hundred twenty (120) working days or nine hundred sixty (960) hours.

Any accumulation of sick leave over one hundred twenty (120) days/ nine hundred sixty (960) hours
will be placed in a banked account to be used prior to depleting the one hundred twenty (120) days/nine
hundred sixty (960) hours of regular sick leave; however, no severance pay shall be paid from sick leave

days placed in a personal banked account upon termination from employment beyond the 120 days in
Article VIL

Section 2.
Sick leave shall accrue to the employee for the full time served.

Section 3.
Employees may use sick leave for the following, in compliance with MN Statute 181.943:

a. Illness or injury to the employee causing absence from work;

b. Need by employee for acute medical or dental care, which cannot be obtained after working
hours;

o Iliness or injury toward members of the immediate family; spouse, mother, father, spouse’s

mother/father, brother, sister, son, daughter, grandparent or grandchild, a child under the age of
18 years (up to 21 years of age if attending high school) living in the home and under the care of
the employee in a non-professional relationship, or member of the immediate household. Per
2013 statute, immediate family includes adult children.

d. Employees shall be allowed to use any combination of paid or unpaid leave time for the purpose
of maternity/paternity adoption leave to a maximum of three (3) months. Except in the case of
medical necessity or by prior approval of the department head, said leave shall begin no more
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than 3 months prior to the expected date of birth or adoption and shall extend no more than 3

months following the date of birth or adoption.

Pregnancy related disability. /

Snow days, causing absence from work.

Bereavement leave.

An employee may use sick leave for themselves or for the relatives listed in paragraph 3 above,

for the purpose of providing or receiving assistance because of sexual assault, domestic abuse,

or stalking as defined in 181.493 (as amended).

1. To provide care based on a health care directive filed with Human Resources; all such time must
be pre-approved by the employee’s supervisor.

S@ o

Section 4.
When an employee is unable to report for work because of illness or injury or because of death in the

immediate family, the employee shall report to the immediate supervisor, or cause to be reported, early
enough so that arrangements may be made to carry on their work.

When sickness occurs within a period of vacation leave, the period of illness may, on presentation of a
report from a registered practicing physician, be charged as sick leave and the charge against vacation
leave reduced accordingly.

Section 5.

The Department Head or County Administrator may at any time require evidence of the nature and extent
of an injury or the condition of any employee during illness. This may include a signed statement from
the employee’s physician. Employees may be required to submit a doctor’s statement after three (3)
days’ absence or when the Supervisor believes sick leave abuse has occurred.

Section 6.

Sick leave severance benefits for employees eligible for retirement upon separation are specified in
Article VIL In the event of death of an employee, the applicable severance benefits shall be paid to the
estate of the employee. Upon voluntary separation from service, in good standing, after four (4) years,
employees who do not meet the age and service requirements necessary to be eligible for early or full
PERA (Public Employees Retirement Association) retirement benefits upon such separation shall be
eligible for twenty-five (25%) of accrued sick leave. Upon voluntary separation from service, in good
standing, after ten (10) years, employees who do not meet the age and service requirements necessary to
be eligible for early or full PERA (Public Employees Retirement Association) retirement benefits upon
such separation shall be eligible for fifty percent (50%) of accrued sick leave, not to exceed 480 hours
of payout.

Section 7.

If an employee receives a job-related sickness or injury and is eligible for Workers” Compensation
benefits, the Employer agrees to pay said employee an amount equal to the difference between the
amount received from Workers’ Compensation and the employee’s regular wage, not to exceed the base
wage rate of the employee. The difference will be charged to the employee’s accumulated sick leave,
vacation leave, or other accumulated leave time, providing the employee chooses to receive his/her full
salary. Vacation and sick leave shall continue to accrue during the absence. An employee shall continue

to accrue seniority for a period of one (1) year from the date absence begins in accordance with Minn.
Stat., 176.102.
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ARTICLE VI
OTHER LEAVES

Section 1.

County employees may be entitled to leave of absence with pay for military service, including training
in the National Guard or Reserves, consistent with Uniformed Services Employment and Re-
employment Rights Act of 1994 (USERRA) (as amended) and Minnesota Law, including, but not
limited to Minnesota Statutes, chapter 192 (as amended).

Section 2.

An employee who enters the Armed Forces of the United States by way of induction shall be granted a
leave of absence without pay for the duration of service. If the employee returns to the employ of the
Employer within thirty (30) days after honorable discharges from the service, he shall receive all benefits
and shall retain his seniority that he had upon induction except as provided by law. The employee so
returning from service shall exercise his seniority in his former department, releasing from service the
present lowest ranked member of that department.

Section 3.

A leave of absence shall be granted with full pay for service on any jury, appearance before a court,
administrative hearing officer, legislative committee or other body as a witness in a proceeding involving
the Federal Government, State of Minnesota, or a political subdivision thereof, in response to a subpoena
order of the court, administrative hearing officer, legislative committee, or other judicial or quasi-judicial
body, when such appearance is directly related to the employee’s job duties, as confirmed by their
supervisor. In case of jury duty, the employee’s compensation from the Employer shall be paid in full
upon receipt from the employee all compensation paid from jury duty, less mileage and meal allowances.
In the case the judge has dismissed the jury or juror for any reason, the employee will be allowed a
reasonable time to report back to work, the reasonable time to be in the judgment of the immediate
SUpervisor.

Section 4.

No employee shall absent himself from duty without permission granted by the Employer. Any
employee absenting himself from duty without permission will be subject to disciplinary action including
suspension or dismissal.

Section $.

A maternity/paternity or adoption leave of absence without pay will be granted to a natural parent or an
adoptive parent, who requests such leave in conjunction with the birth or adoption of a child. The leave
shall commence on the date requested by the employee and shall continue up to three (3) months.
Maternity/paternity or adoption leave may qualify for sick leave days as listed under Article V, Sick
Leave, Section 3, of this Contract.

Section 6.

Election day and bone marrow donation leave shall be granted with pay as provided by Statute and in
accordance with the Employer’s personnel policies.

Parental leave, industrial accident leave, elected office leave, short term (five day) personal leave,
education leave of absence, and family medical leave are provided as paid or unpaid leaves in accordance
with statutory requirements and the Employer’s personnel policies.
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Section 7.

Voluntary Leave without Pay:

Voluntary leave without pay (LWOP) of up to forty (40) hours may be offered to employees, after
exhausting their available compensatory time, subject to approval by the Department Head. Department
Heads may grant LWOP requests when they determine such leave is not incompatible with their staffing
requirements. A Department Head retains discretion to place priority on requests for vacation leave
from one employee above requests for LWOP from another employee.

Employees may take leave without pay even though they have an existing balance of vacation, or sick
leave accumulations. However, the maximum accrual for vacation time will remain unchanged.

Renville County will continue its regular contribution to the employee health and life insurance
premiums, even if an employee on LWOP does not have earnings during a pay period. The employee,
while on LWOP, remains responsible for his/her benefit and insurance premium contributions.

Employees on leave without pay will continue to accrue vacation, seniority, and sick leave benefits for
up to one weeks (40 hours) per calendar year as though they were on regular pay status.

Employees on LWOP will receive holiday benefits for holidays as described in the contract that fall
within their leave without pay.

A LWOP request needs to be referenced on the employee’s time sheet in the pay period, in which it is
taken, the number of hours used as LWOP and the date used. When a LWOP request is made, the
employee, along with the Department Head, needs to make sure LWOP has not exceeded 40 hours.

Section 8.

An employee may request an extended leave of absence, without pay, for a period not to exceed twelve
(12) months, inclusive of all FMLA and other leave, during which the employee’s seniority standing will
stay status quo. A written request stating the reasons for and the time requested, must be submitted to
the Department Head, with a copy sent to the County Administrator’s office. Permission granted must
come from the County Administrator. Reasons for such requests shall be for health reasons, either
physical or mental.

Section 9.

Full-time and part-time employees shall be paid for absence during a regularly scheduled work day in
the event of a death of their parent, spouse, life partner, significant other, child, foster child, brother or
sister (including half- or step-siblings), grandparent, grandchild, step-parent, step-child, father- or
mother-in-law, sister- or brother-in-law, son- or daughter-in-law, aunt, uncle, niece or nephew. (Note:
This does not include grandparent, step-parent, step-child, aunt, uncle, niece, or nephew of the
employee’s spouse.) Should the death of a relative occur while an employee is on vacation, the
employee’s supervisor should be notified so that the necessary time off will be charged to bereavement
leave. An employee may be absent and compensated for such absence up to the number of days stated
in the following table:
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Death of: Number of
| Paid Days

Parent, Spouse, Life Partner, Significant Other, Child, Foster Child, U

: pto5S

or Step-Child

Brother or Sister (including half- or step-sibling), Grandparent,

Grandchild, Step-Parent, Father- or Mother-in-Law, Sister- or Upto3

Brother-in-Law, Son-in-Law or Daughter-in-Law

Aunt, Uncle, Niece, or Nephew Uptol

Pay for each day of bereavement leave taken will be made at employee’s current rate of pay. (One day
of bereavement leave shall equal the employee’s weekly scheduled hours divided by five.)

When deciding upon the number of days the employee will be absent from work, the supervisor should
consider the following:

a. The closeness of the employee’s relationship to the deceased.
b. The employee’s responsibility for handling funeral arrangements.
C. The need for out-of-town travel.

A supervisor may authorize additional use of sick leave, vacation leave, or accrued compensatory time
upon request.

Section 10.

Employees who are members of volunteer fire departments, ambulance services and other emergency
voluntary organizations as expressly authorized by the County Administrator or designee, shall be
allowed time off from work to respond to emergency call-outs by such organizations. Employees may

utilize accrued comp time, vacation, or sick leave to offset the cost of time lost to provide such volunteer
services.

ARTICLE VII
MINNESOTA STATE RETIREMENT SYSTEM

Section 1. Health Care Savings Plan and Sick Time Severance.

Employees leaving employment who meet the age and service requirements necessary to be eligible for
early or full PERA (Public Employees Retirement Association) retirement benefits shall have 75% of
their available sick time up to 80 days (480 hours max) deposited to the employee’s Health Care Savings
Plan through the Minnesota State Retirement System, to the extent permitted by applicable law.

ARTICLE VIII
SENIORITY

Section 1.
For purposes of this Agreement, seniority shall be defined as follows:

a. County seniority shall be the length of continuous regular employment with the Employer.
Seniority will not be affected by an employee’s use of the annual 40 hour LWOP.
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b. Classification seniority shall be continuous length of regular employment in a particular
classification within the Department.

Continuous service shall be broken only by voluntary resignation, dismissal for cause, or being absent
without permission for a period of three (3) working days. An employee who is found to have been
unjustly suspended or terminated shall not suffer a break in seniority. Absence due to service in any
branch of the military shall not constitute a break in seniority. Employees shall be credited with one
year of seniority for every calendar year in compensated status.

Section 2.

Seniority shall be granted to all employees in a particular classification within the Department. A new
employee hired shall be considered in a probationary period for the first twelve (12) months of
employment. When an employee finishes the probationary period, the employee shall be entered on the
seniority list of the Department and shall rank for seniority from the last date of hire by classification
within the Department. Employees promoted by Renville County shall serve a three (3) month trial
period.

Section 3.
The seniority list, on the date of this Agreement, shall show the name and job title of all employees of
the Department. The Employer shall maintain an up-to-date seniority list and will provide the Union

with an up-to-date copy annually, upon request said copy to include the names of probationary
employees.

Section 4.

Any vacancy or new regular job opening within the bargaining unit shall be posted in conspicuous places
where employees work, for a period of ten (10) working days. Vacancies shall be filled by the County
Human Resource Officer with input and recommendation by the Department Head. At the expiration of
the posting period, the job will be filled from the most qualified applicant as determined at the sole
discretion of the County.

Section 5.

In the event of lay off, probationary, temporary, seasonal, and casual employees within classification
will be laid off prior to layoff of full-time or part-time bargaining unit employees. Layoff of full-time
and part-time employees shall be by classification seniority within the Department provided that the
employee is qualified as determined by the Employer to perform all the work that remains. The
Employer shall give ten (10) days written notice prior to the effective date of the layoff.

Section 6.

A regular employee being laid off from the bargaining unit, retains right of recall for a period of one
year. Employees shall be recalled from layoff according to classification seniority within the
Department. Notice of recall shall be sent to the employee at the employee’s last known address on file
with the Employer by certified mail. Failure by an employee to return to work as directed by the
Employer in the recall notice shall be considered as a resignation. It shall be the responsibility of the
employee on layoff status to maintain on file with the County Human Resource Officer the employee’s
most current address and phone number.
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ARTICLE IX
DISCIPLINE AND DISCHARGE

Section 1.

All new employees are considered to be on probation for a period of twelve (12) months, unless extended,
during which time they may be discharged without cause. After the said period, they shall be considered
as regular employees and shall be discharged only for just cause. Disciplinary action will be one or more
of the following forms:

1. Oral Reprimand

2. Written Reprimand
3. Suspension

4, Demotion

5 Discharge

Both the Employer and the Union agree that the above listed types of disciplines are not to imply a
sequence of events.

Section 2.

If an employee does not grieve a disciplinary action within the time limits set forth in Article X,
Grievance Procedure, the employee’s right to grieve such a disciplinary action shall be considered
waived. In the event of an employee discharge, the grievance process shall begin at Step 3.

Section 3.

To the extent practicable, the reprimand of an employee shall be done in a manner which will not
embarrass the employee before other employees or the public.

Section 4.
Written reprimands, suspensions, demotions and discharges will be in written form and shall be
grieveable pursuant to the grievance procedure of the collective bargaining agreement.

Section 5.

Written reprimands, notices of suspension, and notices of discharge that are to become part of an
employee’s personnel file shall be read and acknowledged by signature of employee. Employees shall
receive a copy of such reprimands and/or notices within a reasonable time. Upon written authorization
by the employee, a copy will be forwarded to the business agent.

Section 6.

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

Section 7.

An employee shall be allowed Union representation during the questioning of that employee or if the
employee is being investigated regarding a matter that may lead to disciplinary action.

Page 14 of 23 AFSCME — Human Services



ARTICLE X
GRIEVANCE PROCEDURE

Section 1. Definitions:;

“Grievance” means a dispute or disagreement as to the interpretation or application of any term
or terms of this contract.

bk

“Days” means calendar days, excluding Saturday, Sunday and legal holidays as defined by
Minnesota statutes.

“Service” means personal service or by Certified Mail.

“Reduced to Writing” means a concise statement outlining the nature of the grievance, the
provision(s) of the contract in dispute, and the relief requested.

“Small Group of Employees” means a group of employees consisting of five (5) or less.

“Answer” means a concise response outlining the Employer’s position on the grievance.

Step 1.

Whenever an employee or small group of employees has a grievance, he or they shall meet on an informal
basis with the immediate supervisor in an attempt to resolve the grievance within ten (10) working days
of their knowledge of the occurrence giving rise to the grievance. The immediate supervisor shall serve
an answer to the employee or small group of employees within ten (10) working days.

If the grievance involves and affects more than five (5) employees, the grievance shall be reduced to
writing and initiated at Step 2.

Step 2.
In the event the grievance is not satisfactorily resolved at Step 1, or initiated at Step 2, the grievance

shall be reduced to writing and served upon the County Administrator by the steward, the Union
Grievance Committee, or the exclusive representative, within five (5) working days of the time the
answer from the immediate supervisor is due, or, if it is initiated herewith, within ten (10) working days
of the grievance’s knowledge of the occurrence. The County Administrator shall attempt to resolve the
grievance and shall serve answer to the steward or the exclusive representative within ten (10) working
days.

Step 3.

In the event no settlement has been resolved at Step 2, the grievance shall be presented to the County
Board of Commissioners by the Union Committee and/or the exclusive representative within fifteen (15)
working days of the time the answer was due from the County Administrator. A meeting between the
Union Grievance Committee, the exclusive representative, and the County Board shall be scheduled
within ten (10) working days after the presentation. The parties shall attempt to resolve the grievance,
and the County Board shall serve an answer, in writing, to the exclusive representative within fifteen
(15) working days following the meeting. If a resolution of the grievance results at Step 2 or Step 3, the
parties shall reduce the resolution to writing, and both parties shall sign the memorandum.
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In the event no settlement has been reached at Step 3, the parties may, by mutual agreement, request
mediation of the grievance by an officer of the Bureau of Mediation Services, and, in addition, either
party may request arbitration by serving on the other party notice of their intention to proceed with
arbitration.

Step 4.

Within fifteen (15) days from time of response in Step 3 or from the mediation session if mutually agreed
to, the employee may appeal the arbitrator. The Employer and the Union representative shall endeavor
to select a mutually acceptable arbitrator to hear and decide the grievance. If the parties are unable to
agree upon an arbitrator within five (5) working days after submission to arbitration, they may request
from the Commissioner of the Bureau of Mediation Services, State of Minnesota, a list of five (5) names.
The list maintained by the Bureau shall be made up of qualified arbitrators who have submitted an
application to the Bureau. From this list, each party shall, in turn, strike one name until one name
remains. The grieving party shall strike first. The remaining arbitrator shall hear and decide the
grievance. A hearing shall be held promptly by the arbitrator, and a decision shall be rendered by the
Arbitrator within thirty (30) days after the date of the hearing.

The Arbitrator shall have no right to amend, modify, nullify, ignore, add to or subtract from the
provisions of this Agreement. The Arbitrator shall consider and decide only the specific issue(s)
submitted by the Employer and Union, and shall have no authority to make a decision on any other issue
not so submitted. The arbitrator shall be without power to make decisions contrary to or inconsistent
with or modifying or varying in any way the application of law, rules, or regulations that have the force
and effect of law.

The fees and expenses for the Arbitrator’s services and proceedings shall be borne equally between 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 that it pays for the record. If both parties desire a verbatim record
of the proceedings, the costs shall be shared equally.

Section 2.

Processing of all grievances shall be during the normal workday whenever possible and employees shall
not lose wages due to their necessary participation. For purposes of this paragraph, employees entitled
to wages during their necessary participation in a grievance proceeding are as follows:

a. The number of employees equal to the number of persons participating in the grievance
proceeding on behalf of the Employer; or,

b. If the number of persons participating on behalf of the Employer is less than three (3), three (3)
employees may still participate in the proceedings without loss of wages.

Section 3.

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

Section 4.

Union stewards appointed or elected by the Union from among employees of the County shall be
recognized by the County as representatives of employees. The Union shall notify the County of, and
supply a current list of, its stewards. Such stewards upon approval of the Employer may be allowed to
leave their jobs during working hours for the purpose of attendance at grievance meetings with the
Employer. Such time shall not exceed on (1) hour in any one (1) given week unless otherwise expressly
approved by the County Administrator or designee.

Section 5.

Any matters governed by statutory provisions, except as expressly provided for in this Agreement, shall
not be considered grievances under this Agreement. In the event that more than one procedure is
available for resolution of a dispute arising from any provisions covered by this Agreement, the
aggrieved employee shall be limited to one procedure through which remedy may be sought. The
aggrieved employee shall indicate, in writing, which procedure is to be utilized and shall sign a statement
to the effect that the choice of any one procedure precludes the aggrieved employee from making a
subsequent appeal under any other procedure.

ARTICLE X1
SALARY SCHEDULES
Section 1.
Employees shall be compensated at an hourly rate of pay according to the attached salary schedule,
marked “Appendix A”, which is made a part of this Contract. The amount of time that an employee
works is established in fifteen (15) minute increments.

Effective January 1, 2024 — 7% increase to MIN of BPS, 9% increase to Max of BPS, 6% general
adjustment
Effective January 1, 2025 — 5% increase to MIN of BPS, 3% increase to Max of BPS, 3% general
adjustment
Effective January 1, 2026 — 5% increase to MIN of BPS, 3% increase to Max of BPS, 3% general
adjustment

Merit Based Increase

Effective the first full pay period in July, employees who have passed probation and who are not at or
beyond the max of the payscale shall receive up to 3%merit based increase. Employees who are on
probation as of the first day in the first full pay period in July and who complete probation prior to the
end of the calendar year shall receive their merit based increase on the first day of the pay period
following their successful completion of probation.

For employees at the maximum of the payscale who receive a merit increase, an amount equivalent of
the merit increase up to 3% will be deposited into their MSRS HCSP in lieu of payment.
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Any employment status change resulting in an employee no longer being at the maximum of the payscale
for their grade will result in the immediate discontinuance of this contribution.

Section 2.

The Employer agrees to provide Human Service employees with life insurance and hospital-medical-
surgical insurance including major medical coverage. Such policy or policies will be the one(s) approved
by Renville County and the Union and will cover the employee and his/her dependents. The Employer
shall contribute $734.29 per month towards the premium for single coverage for fuli-time employees.
Any additional costs for such coverage shall be paid by the employee through payroll deduction. The
Employer shall contribute $1,445.05 per month towards the premium for family coverage for full-time
employees participating in family coverage in Employer sponsored group health insurance. Any
additional costs for such coverage shall be paid by the employee through payroll deduction. Any excess
contribution shall be directed toward employee’s Health Savings Account or VEBA monthly.

In calendar year 2024, for employees participating in Employer-sponsored group health insurance, the
Employer will contribute $100 per month to the employee’s Health Savings Account (HSA) or Voluntary
Employee Benefits Account (VEBA).

Effective January 1, 2025 and January 1, 2026 the Employer’s contributions will be revised consistent
with the above noted formula which splits equally the increase in premium or rebate between the county
and the employee.

The Employer shall pay the entire cost of the premium for a $20,000 life insurance policy for each full
and part-time employee scheduled to work thirty (30) or more hours per week.

The Employer shall contribute the entire cost of the single premium for any employee participating in

group dental coverage in Employer-sponsored group dental insurance who is scheduled to work thirty
(30) or more hours per week.

Section 3.

The Employer’s Flexible Spending Account Plan is hereby offered to those employees who choose to
participate in the Plan.

The Employer shall permit retiring employees who are eligible for retirement pursuant to PERA and
their dependents, if covered by County insurance immediately prior to the employee’s retirement, to
continue to participate in the employer sponsored group health plan. The retiree shall pay the entire cost
of such coverage in accordance with Minnesota Statutes.

Section 4.

Part-time employees regularly scheduled to work thirty (30) hours or more per week shall be entitled to
all medical insurance benefits on a prorated basis.
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ARTICLE X1I
GENERAL PROVISIONS

Section 1. Savings Clause

In the event that any provision, phrase or clause of this contract shall at any time be declared invalid by
any court of jurisdiction, the decision shall not invalidate the entire Contract. The parties may, by mutual
agreement, enter into negotiations to place the voided provision, phrase or clause in compliance with
said decision.

Section 2.

A Labor-Management Committee meets for the purpose of discussing, exploring and considering
noncontractual matters of mutual concern to the parties. The Union shall choose among its members
who shall sit on the committee.

Section 3. Inclement Weather Days

Inclement weather days missed shall be taken as sick leave, vacation leave, earned compensatory time
taken, or leave without pay as determined by the employee. The hours missed shall be charged against
the appropriate category. In the event that an employee is late for work due to inclement weather and
that employee reports to work within two (2) hours after the employee’s expected starting time or, in no
event later than 10:00 AM, the employee will be excused with pay provided the school district of the
employee’s residence and/or the BOLD District has delayed or postponed school on that day. In the
event an employee works beyond his/her normal ending time, the hours not worked prior to 10:00 AM
cannot be used to accrue comp time (or overtime). An employee arriving more than two hours after the
start of the employee’s expected shift or at 10:01 AM or later must use accrued leave, compensatory
time, or unpaid time for the time he/she missed as described above.

Section 4.

This Agreement shall represent the complete agreement between the Union and the Employer. The
parties acknowledge that during the negotiations which resulted in this Agreement, each had the
unlimited right and opportunity to make requests and proposals with respect to any subject or matter not
removed by law from the area of collective bargaining and that the complete understanding of any
agreements arrived at by the parties after exercise of that right and opportunity are set forth in this
Agreement. Therefore, the Employer and the Union, for the life of this Agreement, each voluntarily and
unqualifiedly waive the right and each agree that the other shall not be obligated to bargain collectively
with respect to any subject or matter referred to or covered by this Agreement, even though such subject
matter may not have been within the knowledge or contemplation of either or both of the parties at the
time they negotiated or signed this Agreement.

ARTICLE XIII
MANAGEMENT RIGHTS

The Union recognizes the right of the County to organize, operate, and manage its affairs and all
departments in all respects in accordance with its responsibilities, and the powers or authority which the
County has not officially abridged, delegated or modified by the Contract is retained by the County.

The County reserves the right to discipline or discharge for cause. The County reserves the right to lay
off for lack of work or funds, or the occurrence of conditions beyond control of the County or where
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such continuation of work could be wasteful and unproductive. The County shall have the right to
determine reasonable schedules of work and to establish the methods and processes by which such work
is performed.

The County reserves the right to take whatever actions may be necessary to carry out the missions of the
agency in situations of emergency.

Section 1.

Except as limited by the specific provisions of this Agreement, the Employer shall retain whatever rights
and authority are necessary for it to operate and direct the affairs of Renville County in all of its various
aspects, including, but not limited to, the right to direct the working forces; to plan, direct and control all
the operations and services of the County; to determine the methods, means, organization and number
of personnel by which such operations and services are to be conducted; to assign and transfer employees
within any department; to schedule working hours and assign overtime; to hire, promote, suspend,
discipline, or discharge employees; to lay off or relieve employees due to lack of work or other reasons
as provided herein; to make and enforce reasonable rules and regulations; to change or eliminate existing
methods, equipment or facilities; to determine the utilization of technology and to take whatever actions
may be necessary to carry out the missions of the County in emergencies.

Section 2.

The prerogatives and authorities which the Employer has not officially abridged, delegated or modified
by this Agreement are retained by the Employer.

Section 3.

Nothing in this Agreement shall restrict the right of the Employer to contract out bargaining unit work.
In the event the Employer elects to contract out bargaining unit work that will result in the displacement
of bargaining unit employees, the Employer will provide to the Union a minimum of thirty (30) days
written notice. The Union may elect to request that the Employer meet and confer regarding the impact
on displaced employees.
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ARTICLE X1V
DURATION

This Agreement shall be effective on the 1% day of January, 2024, and shall remain in full force and
effect through the 31* day of December, 2026 and thereafter until modifications are made pursuant to
the Public Employment Labor Relations Act. It shall be automatically renewed from year to year
thereafter, unless either party shall notify the other party in writing ninety (90) days prior to date of
expiration that it desires to modify this agreement.

FOR RENVILLE COUNTY FOR LOCAL UNION 1686, COUNCIL 65 OF
AFSCME, AFL-CIO

Q//O& € weipurstin
Co@éam Chair Business Representative
QA0 — ot s

County dmlm Fator J
/ JEIEY

Date ) Date
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6% spread between grades
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APPENDIX A

2024-2026 Base Pay Schedule

2024 Pay Scale
7% added to Min and 931 added to Max; 6% general adjustment
Salary basedon | | HourlyRate |
[Grade | Min Max Min Max
1 33,904 .00 47.902.40 16.30 23.03
2 35.921.60]  50,793.60 17.27 24.42
3 38.105.60 53,872.00 18.32 25.90
4 40,393.60 57.075.20 19.42 27.44
5 42.7785.60 60.444.80 20.57 29.06
6 45364 80 64.064.00 21.81 30.80
i 48.089.60 67.995.20 23.12 32.69]
8 50.939.20 72.051.20 24.49 34.64
9 54,038.40 76,356.80 25.98 36.71
10 57.262.40]  80,953.60 217.53 38.92
11 60.673.60 85,820.80 29.17 4126
12 64,334.40 90.979.20 30.93 43.74
13 68,182.40 96.428.80 32.78 46.36)]
14 72,300.80 102,211.20 34.76 4914
15 76,627.20 108,368.00 36.84 52.10)
16 81.244.80]  114,816.00 39.06 55.20]
17 86.091.20 121,700.80 41.39 58 51}
18 01.24060]  129,022.40 43 87 62.03]
19 96,761.60 136,760.00 46.52 65.75
20 102,564.80 145,017.60 49 31 69.72
2025 Pay Scale
5% added to Min; 3% added 1o Max; 3% general adjustmeni
Salary based on Hourly Rate
Grade Min Max Min Max
1 35,609.60 49 .337.60 17.12 23.72.
2 37.710.40 52.312.00 18.13 2515
3 40,019.20 55,494.40 19.24 26.68
4 42.411.20] 58.780.80 20.39 28.26|
) 44,923.00 62,254.40 21.60 29.93
6 47.632.00 65.977 60 22.90 31.72
7 50.502.40 70,033.60 24.28 33.67
8 53.476.80 74.214.40 25.71 35.68]
9 56,742.40 78.644.80 - 27.28 37.81
10 60.132 80 83.387.20 28.91 40 09
11 63.710.40 88.400.00 30.63 42.50
12 67.558.40 93.704.00 32.48 45.05
13 71,593.60 99,320.00 34.42 47.75
14 75,920.00 105,268.80 36.50 50.61
15 80.454.40] 111,612.80 38.68 53.66
16 85,300 80 118,268.80 41.01 56.86
17 90.396.80 125,361.60 43.46 60.27
18 95,804 80 132,891.20 46.06 63.89
19 101,608.00 140,857.60 48.85 67.72
20 107,702.40 149,364 80 51.78 71.81

General adjustment is applied to base wage
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6% spread between grades
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2024-2026 Base Pay Schedule

2026 Pay Scale
5% added to Min; 3% added to Max; 3% general adjustment
Salary based on Hourly Rate
Grade Min Max Min Max

i 37.398.40 50,814.40 17.98 24.43
@ 39.603.20 53.872.00 19.04 25.90
3 42.016.00]  57.158.40 20.20 27.48
4 44.532.80 60.548.80 21.41 2011
5 47174.40]  64.126.40 22.68 30.83
6 50.024.00]  67.953.60 24.05 32.67
7 53.019.20 72.134.40 25.49 34.68[
8 56,160.00]  76.440.00 27.00 36.75)
9 59.571.20 80,995.20 28.64 38.94'
10 63,148.80 85.883.20 30.36 41294
11 66,892.80 91,062.40 32.16 43.78
12 70.928.00 96.512.00 34.10 46.40)
13 75,171.20 102,294 40 36.14 49.18
14 79,726.40 108,430.40 38.33 52.13
15 84.468.80] 114.961.60 40.61 55.27
16 89.564.80 121,825.60 43.06 58.57
17 = 94910.40 129,126 40 45.63 62.08
18 100,588.80]  136,884.80 48.36 65.81
19 106,683 20]  145,080.00 51.29 69.75
20 113,089.60]  153,836.80 54.37 73 96|

General adjusiment is applied to base wage

AFSCME — Human Services



