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PREAMBLE

This Agreement entered into between the City of Saint Paul, hereinafter referred to as ether the
"Employer" or the "City," and the A.F.SC.M.E. Locd 3757-Legd hereinafter referred to as the Union,
for the purpose of fogtering and promoting harmonious relations between the City and the Unionin

order that ahigh leve of public service can be provided to the citizens of the City.

This Agreement attempts to accomplish this purpose by providing afuller and more complete

understanding on the part of both the City and the Union of their repective rights and responsibilities.

The provisons of this Agreement shdl not abrogate the rights and/or duties of the Employer, the

Union, or the employees as established under the provisons of the Public Employee Labor Rdlations

Act of 1984, as amended.



ARTICLE 1- RECOGNITION

11

1.2

13

The City recognizes the Union as the exclusive representative for AFSCME Loca 3757-Legd,
as certified by the State of Minnesota Bureau of Mediation Services, dated July 29, 1998,
Case No. 77 PCL-48. Thisunit above consgts of attorneys employed in the City who serve
in the following job dassfications

Associate Attorney
Attorney
Senior Attorney

Employees employed in the above class titles and assigned to confidential and/or supervisory
positions are not included in this Agreement.

It is recognized that temporary employees are within the unit covered by this Agreement

if they work for more than 67 days per caendar year or are anticipated upon hire to be
employed grester than 67 days, and meet the hours requirements of Minnesota Statutes
179A.03, subd. 14. A temporary employee, for purposes of this contract, is aperson
employed to fill aposition of a gpecific limited duration, not to exceed one year. Temporary
employees shal not be digible for vacation accrud, holiday pay, sck leave accrud, hedth or
other insurance premium contributions by the Employer, except asare  specifically provided
for esewhere in this Agreement.

ARTICLE 2 - SEVERANCE PAY

21

22

General. The Employer shdl provide three (3) severance pay plans as st forth in this Article.
The manner of payment of such severance pay shal be made in accordance with the provisons
of City Ordinance No. 11490. Severance pay program(s) shall be subject to and governed by
the provisions of City Ordinance No. 11490 except in those cases where the specific
provisons of this article conflict with said ordinance and in such cases, the provisons of this
aticle shdl control.

Eligibility. Any employee hired on or before December 31, 1983 may, upon meeting the
qudifications of thisarticle or City Ordinance No. 11490, as amended by City Ordinance No.
16303, section 1, section 6, draw severance pay under the terms of any of the three severance
plans described in thisarticle. Any employee hired after December 31, 1983, but on or before
October 29, 1988 is digible to participate only in Plan 2 or Plan 3 as st forth in this article.
Any employee hired after October 29, 1988 is digible to participate only in Plan 3 as st forth
inthisarticle. The eection by the employee to draw severance pay under one of the plansfor
which gheisdigible shal be made at the time of separation from service. Such dection shdl
be irrevocable and the dection of one of the plans shdl bar the employee from digibility to
receive benefits under any of the other severance plans.



ARTICLE 2 - SEVERANCE PAY (Continued)

2.3

24

Plan 1. Plan 1 isthe saverance pay plan described in Ordinance No. 11490, as amended by
Ordinance No. 16303.

Plan 2. In addition to the digibility requirements set forth above, an employee must meet the
following requirements to receive a benefit under Plan 2:

2.4(1)

2.4(2)

2.4(3)

2.4(4)

2.4(5)

The employee must be 58 years of age or older or must be eigible for pension
under the "rule of 90" provisons of the Public Employees Retirement
Asociation (PERA). The"rule of 85" or the "rule of 90" criteriashdl dso
apply to employees covered by a public pension plan other than PERA.

The employee must be voluntarily separated from City employment or have
been subject to separation by layoff or compulsory retirement. Those
employees who are discharged for cause, misconduct, inefficiency,
incompetency, or any other disciplinary reason are not digible for the City
severance pay program.

For the purpose of this severance program, a deeth of an employee shall be
consdered as separation of employment, and if the employee would have met
al of the requirements set forth above, at the time of his or her death, payment
of the severance pay will be made to the employe€'s estate or spouse.

For the purpose of this severance program, atransfer from the City of Saint
Paul employment to Independent School Didtrict No. 625 employment is not
consdered a separation of employment, and such transferee shdl not be digible
for the City severance program.

The employee must have at least ten (10) years of consecutive service under
the classfied or unclassfied Civil Service a the time of separation. For the
purpose of this Article, employment in either the City or in the Independent
School Didtrict No. 625 may be used in mesting this ten (10) year service
requirement.

The employee must file awaiver of reemployment with the Director of Human
Resources, which will clearly indicate that by requesting severance pay, the
employee waives dl clams to reinstatement or reemployment (of any type),
with the City or with Independent School Digtrict No. 625.

The employee must have accumulated a minimum of sixty (60) days of sick
leave credits at the time of his separation from service.



ARTICLE 2 - SEVERANCE PAY (Continued)

2.4(6)

If an employee requests saverance pay and if the employee meets the digibility
requirements set forth above, he or she will be granted severance pay in an
amount equa to one-haf of the daily rate of pay for the position held by the
employee on the date of separation for each day of accrued sick |eave subject
to amaximum of $6,500.

25 Plan 3: Inaddition to the digibility requirements set forth above, an employee must meet the
following requirements to receive a benefit under Plan 3:

2.5(1)

25(2)

2.5(3)

2.5(4)

The employee must be voluntarily separated from City employment or have
been subject to separation by layoff or compulsory retirement. Those
employees who are discharged for cause, misconduct, inefficiency,
incompetency, or any other disciplinary reason are not digible for the City
severance pay program.

For the purpose of this severance program, a deeth of an employee shall be
consdered as separation of employment, and if the employee would have met
al of the requirements set forth above, at the time of his or her death, payment
of the severance pay shall be made to the employee's estate or spouse.

For the purpose of this severance program, atransfer from the City of Saint
Paul employment to Independent School Didtrict No. 625 employment is not
consdered a separation of employment, and such transferee shdl not be digible
for the City severance program.

The employee must file awaiver of reemployment with the Human Resources
Director, which will clearly indicate that by requesting severance pay, the
employee waives dl clamsto reinstatement or reemployment (of any type),
with the City or with Independent School District No. 625.

The employee must have an accumulated balance of at least eighty (80) days of
sck leave credits at the time of his separation from service.

If an employee requests severance pay and if the employee meets the digibility
requirements set forth above, he or she will be granted severance pay in an
amount equa to one-hdf of the daily rate of pay for the position hed by the
employee on the date of separation for each day of accrued sick leave subject
to a maximum as shown below based on the number of years of servicein the

City:



ARTICLE 2 - SEVERANCE PAY (Continued)

Y ears of Service with the City Maximum Severance Pay
At Least 20 $5,000

21 $6,000

22 $7,000

23 $8,000

24 $9,000

25 $10,000

ARTICLE 3- MANAGEMENT RIGHTS

31

3.2

33

The Union recognizes the right of the Employer to operate and manage its affairsin al respects
in accordance with applicable laws and regulations of appropriate authorities. The rights and
authority which the Employer has not officidly abridged, delegated, or modified by this
Agreement are retained by the Employer.

A public employer is not required to meet and negotiate on matters of inherent manageria
policy, which include, but are not limited to, such areas of discretion or policy as the functions
and programs of the Employer, its overdl budget, utilization of technology, and organizationa
structure and selection and direction and number of personnd.

Employees may request in writing that the City Attorney consder a job-sharing arrangement.
The City Attorney shall be free to deny or approve such proposed arrangements at hisher sole
discretion. If gpproved, both job-sharing employees must agree to the arrangement for its
implementation. |f so gpproved and agreed to, vacation, holiday, and sick leave benefits for the
position shal be prorated based upon the hours each employee is assigned, but in no case may
any employee work less than 50 percent time. Hed th insurance benefits shal be administered
in accordance with Article 12. In the event that one of the employeesis terminated or
terminates employment, the Employer may with 10 caendar days notice, increase the remaining
employee swork hours. Should the City Attorney determine that the arrangement does not
meet work needs of the office, he/she may return both employees to full-time with 30 cdendar
days notice. No aspect of these arrangements, including the approval or denid, is subject to
ether the grievance or arbitration procedure.



ARTICLE 4 - ASSIGNMENT OF WORK/ FILLING OF VACANCIES

4.1

4.2

4.3

4.4

4.5

4.6

4.7

4.8

The City Attorney retains the inherent managerid right to assgn work and fill vacancies. These
management decisons are not subject to grievance or arbitration.

Classification Specifications. Each pogtion represented by this bargaining unit shall be
assigned to one of three job classes (Associate Attorney, Attorney, Senior Attorney) as defined
by the advisory class specifications which shdl include such information as the description of the
duties normally associated with the classification, the competencies normally demonstrated by
the incumbents, and the minimum qudifications for the classfication. These dassficaion
specifications are subject to modification by the City Attorney at his’her discretion and are not
grievablelarbitrable.

Vacancy. A vacancy exists when anew position is crested, or when an incumbent transfers or
permanently separates from a podtion that is represented by this bargaining unit.  The City
Attorney maintains the right to determine when a vacancy exigts, the classfication of the
vacancy, and retainsthe right to fill the vacancy, reassgn the duties of the vacancy among other
positions or diminate the duties of the vacancy.

Notification. The City Attorney or hisher designee, agreesto provide a generd notification to
current employees by e-mail or other suitable means of a vacancy which the City Attorney
intends to fill and to permit employees to express interest in the vacancy. Such notification shal
include: a description of the duties assigned to the vacant position, the classfication of the
position, the timeines for expressing interest in the position, the selection process and, to the
extent not included in the dass specification, the minimum and preferred qudlifications for the
position.

Expression of interest. Employees expressng an interest in avacancy will be given
condderation for the podtion, and will be provided an interview if they meet the minimum
qudifications listed for the vacant postion. The fina decision on whether an employee meets
minimum qudifications or is agppointed to avacancy is the City Attorney’s and may not be
grieved or arbitrated.

Unsuccessful candidates. An employee who is not granted an interview, or who is granted an
interview for a vacancy but not selected shal, upon request, be granted a follow-up meeting to
discuss the reasons for non-selection.

Probation. Aninternd candidate who is selected to fill avacancy in ahigher dassfication shdl

serve a probationary period of twelve monthsin the new job class. If the employee successfully
completes the probationary period, ghe shdl be classified into the higher class. If She does not
successfully complete probation, She may return to hisher prior job classification.

Reclassification. Nothing in this section 4.8 should be construed to limit the City Attorney’s
discretion to reclassify pogtions at any time.



ARTICLE 4 - ASSIGNMENT OF WORK/ FILLING OF VACANCIES
(Continued)

4.8.1. Guiddine. Anemployeeis presumed to be working within the correct classfication if
the employee’ s minimum qudifications, level of expertise, and & least fifty percent
(50%) of higher regularly assgned duties are those normally associated with hisher job
class.

4.8.2. Petition for reclassification evaluation. The Union may file a petition for
reeva uation of the job class of an employee who believesin good faith thet the
employee' sleved of expertise and more than fifty percent (50%) of hisher regularly
assigned duties are those commonly attributed to a higher classification and that she
mests the minimum qualifications for the higher dassfication. Such a petition may not
be filed within one year of aprior petition and must be submitted to the Office of
Human Resources, with a copy to the City Attorney.

4.8.3 Evaluation by Human Resources Office. Once a petition for reevauation has been
filed, the Office of Human Resources shal conduct an evauation of the position and
issue a written recommendation as to whether reclassfication is gppropriate.
Whenever possible, the Human Resources Office shdl attempt to complete the
evauation within 90 days of receipt of a petition.

4.8.4 Implementation by City Attorney’'s Office. Prior to 1/1/02, the recommendation of
the Human Resources Office as to the dlocation of a position shdl be advisory to the
City Attorney and shdl not be binding on the City Attorney. Effective 1/1/02, if the
Human Resource Office recommendation is to reclassify the postion upward, the City
Attorney mugt ether reclassify the position or diminate from the position those duties
that are not conggtent with the employee’ s existing classfication. The City Attorney’s
choice between reclassfication or eimination of duties shdl not be grievable/arbitrable.
If the decision to reclassify the position leads to a pay increase for the employee, such
pay increase shdl become effective the beginning of the first pay period following the
written recommendation by the Office of Human Resources.

ARTICLE 5-RESIDENCE

5.1  Employees covered by this Agreement shdl have no residency requirements or redtrictions.



ARTICLE 6 - CHECK OFF

6.1

6.2

6.3

The Employer agrees to deduct the Union membership initiation fee assessments and once each
month dues from the pay of those employees who individualy request in writing that such
deductions be made. The amountsto be deducted shdl be certified to the Employer by a
representative of the Union and the aggregate deductions of al employees shdl be remitted
together with an itemized statement to the representative by the firgt of the succeeding month
after such deductions are made or as soon theresfter asis possible.

Any present or future employee who is not an Union member shdl be required to contribute a
fair share fee for services rendered by the Union. Upon natification by the Union, the Employer
shdl check off said fee from the earnings of the employee and transmit the same to the Union.
In no ingtance shdl the required contribution exceed a pro rata share of the specific expenses
incurred for services rendered by the representative in relationship to negotiations and
adminigration of grievance procedures. It isaso understood that in the event the City shall
make an improper fair share deduction from the earnings of an employee, the Union shal be
obligated to make the City whole to the extent that the City shal be required to reimburse such
employee for any amount improperly withheld. This provison shdl remain operdtive only so
long as pecificdly provided by Minnesota law, and as otherwise legd.

The Union agrees to indemnify and hold the Employer harmless againgt any and dl daims, suits,
order or judgments brought or issued againgt the City as aresult of any action taken or not
taken by the City under the provisons of this Article.

ARTICLE 7 - DISCIPLINE

71

7.2

The Employer may discipline employeesin any of the forms listed below:

7.1(1) Ord reprimand,
7.1(2) Written reprimand;
7.1(3) Suspenson;
7.1(4) Demation;

7.1(5) Discharge

The Employer will discipline for just cause only.

Discharges will be preceded by afive (5) working day preliminary suspension without pay.
During said period the employee and/or Union may request, and shdl be entitled to a mesting
with the Employer representative who initiated the suspension with intent to discharge. During
the five (5) day period, the Employer may affirm the sugpension and discharge in accordance
with Civil Service Rules or may modify, or withdraw same.



ARTICLE 8- STRIKES, LOCKOUTS, WORK INTERFERENCE

8.1

8.2

The Union and the Employer agree that there shall be no strikes, work stoppages, dow-downs,
stdown, stay-in, or other concerted interference with the Employer's busness or affairs by said
Union and/or members thereof, and there shal be no bannering during the existence of this
Agreament without first usng al possble means of peaceful settlement of any controversy
which may arise. Employees engaging in same shdl be liable for disciplinary action.

No lockout, or refusd to alow employees to perform available work, shdl be indituted by the
Employer and/or its gopointing authorities during the life of this Agreement.

ARTICLE 9- GRIEVANCE PROCEDURE

9.1

9.2

9.3

94

A grievance is defined as a dispute or disagreement as to the interpretation or gpplication of the
gpecific terms and conditions of this Agreement. The procedure established by this Article shall
be the sole and exclusive procedure for the processing of grievances. However, this Article
does not abridge grievance rights possessed by digible veterans under applicable veterans
rights statutes.

The Employer will recognize representatives designated by the Union as the grievance
representatives of the bargaining unit having the duties and respongbilities established by this
Artide. The Union shdl natify the Employer in writing of the names of such Union
Representatives and of their successors when designated. The Employer shdl notify the Union
inwriting to its designated representatives.

It is recognized and accepted by the Union and the Employer that the processing of grievances
as hereinafter provided is limited by the job duties and responsibilities of the employees and
shdl therefore be accomplished during norma working hours when consistent with such
employee duties and responsihilities. The aggrieved employee and an Union Representative
shdl be dlowed a reasonable amount of time without loss of pay when agrievanceis
investigated and presented to the Employer during normal working hours provided that the
employee and Union Representative have notified and received the gpprova of designated
supervisor and provided that such absence is reasonable and would not be detrimenta to the
work programs of the Employer. It isunderstood that the Employer shal not use the above
limitation to hamper the processing of grievances.

Grievances, as defined by Section 9.1, shdl be resolved in conformance with the following
procedure:

Step 1. An employee claming a violation concerning the interpretation or application of
this Agreement shall, within twenty-one (21) calendar days after such dleged
violation has occurred, present such grievance to the employeeg's supervisor as
designated by the Employer. The Employer-designated representative will
discuss and give an answer to such Step 1 grievance within ten (10) caendar
days after receipt. A grievance not resolved in Step 1 and appealed to Step 2
shdl be placed in writing setting forth the nature of the grievance, the facts on
which it is based, the provison or provisons of the Agreement dlegedly



ARTICLE 9 - GRIEVANCE PROCEDURE (Continued)

Step 2.

Step 3.

Step 4.

Step 5.

violated, the remedy requested, and shall be appeded to Step 2 by the Union
within fifteen (15) cdendar days after the Employer-desgnated representative's
find answer in Step 1. Any grievance not gppealed in writing to Step 2 by the
Union within fifteen (15) cdendar days shal be consdered waived.

If appedled, the written grievance shdl be presented by the Union and
discussed with the Employer-designated Step 2 representative. The
Employer-designated representative shal give the Union Employer's Step 2
answer in writing within ten (10) cdendar days following the
Employer-designated representative's find Step 2 answer. Any grievance not
gppeded in writing to Step 3 by the Union within ten (10) caendar days shdll
be considered waived.

If appedled, the written grievance shdl be presented by the Union and
discussed with the Employer-designated Step 3 representative. The
Employer-designated representative shdl give the Union the Employer's answer
in writing within ten (10) caendar days after receipt of such Step 3 grievance.
A grievance not resolved in Step 3 may be appealed to Step 4 within ten (10)
cdendar days following the Employer-designated representative's fina answer
in Step 3. Any grievance not appeded in writing to Step 4 by the Union within
ten (10) caendar days shdl be considered waived.

A grievance unresolved in Step 3 and gppeded to Step 4 by the Union shdl be
submitted to arbitration subject to the provisions of the Public Employment
Labor Relations Act of 1971, asamended. The arbitration proceedings shall
be conducted by an arbitrator to be selected from a permanent pand of five (5)
arbitrators. Arbitrators shdl be sdected by lot within twenty (20) work days
after notice has been given.

In the event the Employer and the Union cannot mutudly agreeto five (5)
arbitrators for the permanent pand, the partieswill petition the Director of the
Bureau of Mediation Servicesfor alist of ten (10) arbitrators for each panel
member for which the parties didh list(s), the Employer gtriking firdt, until one
(1) nameremains. Vacancies occurring on the permanent pand during the life
of this Agreement shdl befilled by mutua agreement of the parties. If the
parties cannot mutualy agree, the vacancy shal befilled by the process noted in
the preceding paragraph.

The arbitrator shdl have no right to amend, modify, nullify, ignore the terms and
conditions of this Agreement. The arbitrator shall consder and decide only the
specific issug(s) submitted in writing by the Employer and the Union, and shdll
have no authority to make a decison on any other issue not so submitted. The
arbitrator shall be without power to make decisions contrary to, or incons stent
with, or modifying or varying in anyway the application of laws, rules, or
regulations having the force and effect of law. The arbitrator's decision shdl be
submitted in writing, copies to both parties and the Bureau of Mediation

9



ARTICLE 9 - GRIEVANCE PROCEDURE (Continued)

9.5

9.6

Services within thirty (30) days following the dlose of the hearing or the
submission of briefs by the parties, whichever be later, unless the parties agree
to an extenson. The decison shdl be binding on both the Employer and the
Union and shdl be based solely on the arbitrator's interpretation or application
of the express terms of this Agreement and to the facts of the grievance
presented.

The fees and expenses for the arbitrator's services and proceedings shdl be borne equally by
the Employer and the Union provided that each party shal be responsible for compensating its
own representatives and witnesses. If elther party desires averbatim record of the
proceedings, it may cause such arecord to be made, providing it pays for the record. If both
parties desire a verbatim record of the proceedings the cost shal be shared equaly.

If agrievanceis not presented within the time limits set forth above, it shall be considered
"waved'. If agrievanceis not gppeded to the next stiep within the specified time limit or any
agreed extension thereof, it shal be consdered settled on the basis of the Employer's last
answer. If the Employer does not answer a grievance or an gpped thereof within the specified
time limits, the UNION may elect to treat the grievance to the next sep. Thetimelimit in each
step may be extended by mutud written agreement of the Employer and the Union in each step.

ARTICLE 10- WAGES/MERIT PAY

10.1

10.2

Implementation of classification study, 2/26/00. Bargaining unit members employed by the
City Attorney’s Office as of thefind date of Sgning of this|abor agreement shal be dlocated to
the classification and corresponding sdary range indicated in the February 18, 2000 Fina
Allocation report (and/or find reconsideration report) issued by the Office of Human
Resources.  Employees shdl convert to their new classfication/sdary range, effective February
26, 2000.

For the merit raises that would normally be due for the July 1999 - June 2000 performance
period, the City Attorney agrees to suspend his discretion to awvard merit pay and to utilize the
entire amount to help fund the implementation of the classfication sudy.

Internal equity adjustments and/or general increases for non-impacted employees, 1/1/00
and, 2/26/00. In conjunction with 10.1 above, genera increases and/or equity
adjustments/placements agreed to by the parties at negotiations will be paid retroactive to ether
1/1/00 or 2/26/00 for time worked or paid up to the date of execution, based on the placement
chart agreed to by the parties and attached hereto as Appendix D. These additional
increases/adjustments/placements shall be added to individua employee sdaries and shal not
change the salary ranges established under 10.1 above.

10



ARTICLE 10- WAGESMERIT PAY (Continued)

10.3

104

Internal equity adjustments, 1/1/01. Thefina three equity adjustments agreed to by the
parties shal be made, effective 1/1/01 (or closest pay period) based on the placement chart
agreed to by the parties as shown on Appendix D. Such adjustments shal be made prior to the
caculation of the 1/1/01 generd wage adjustment.

General wage adjustment, 1/1/01. Effective January 1, 2001 (or closest pay period) dl
say raes goplicable to individuas in this bargaining unit (as well as the minimum, midpoint
and maximum rates for each sdary range) shdl be increased 2.75%.

Merit-based increases, 7/1/2001, 7/1/2002. Beginning with the 7/2000-6/2001
performance evauations, the City Attorney shal determine which members of this bargaining
unit shdl be entitled to merit pay each performance evauation year (July-June). This
determination shal be based on the employee s performance rating for the entirety of the
previousyear. (The City Attorney retains the right to determine how and when to administer
merit-based increases for employees who have not been employed in the City Attorney’s
Office for the entirety of the evauation period). Such merit pay raises shdl be effective on the
firgt full pay period following July 1< of each year, and shdl be for the amounts listed below,
based on the “mid point” for each classfication as defined and listed in Appendix A:

Performance rating

4. Leve 4.0% of midpoint added to base
3. Leve 2.5% of midpoint added to base
2. Leve 0%
1 Leve 0%

All merit increases will be calculated as a percentage of the midpoint of the sdary range
assigned to the employee' s classtitle. An employee' s base sdary shdl not be increased above
the sdlary range maximum for higher title. If the merit increase awarded would result in an
increase above the sdary range maximum, the employee' s base sdary will be adjusted to the
range maximum and the baance of the increase will be paid to the employee in alump sum. If
employeeis a the sdary range maximum, the entire merit based increase will be paid to the
employeein alump sum.

The City Attorney shall make a reasonable good faith effort to have performance eva uations
completed by July 1 of each applicable year. If for some reason, the evauations are not
complete, merit increases shal apply retroactively to the first full pay period after July 1t of that
year. The substantive judgement of the employee' s supervisor regarding the employee's
performance shall not be subject to the grievance procedure of this agreement nor shdl it be
subject to arbitration.

11



ARTICLE 10- WAGESMERIT PAY (Continued)

10.5

10.6

10.7

10.8

10.9

City Attorney adjustments. The City Attorney reserves the right to increase salaries during
the mid-term of the Agreement for interna promotion, equity trestment, assumption of
increased respongbility or authority, employee retention or other business-related reasons. The
decision of the City Attorney, both as to the amount of such merit raise and as to the method by
which it shdl be given, shdl be at the sole discretion of the City Attorney and shdl not be
subject to the grievance procedure of this agreement, nor shall it be subject to arbitration.

General wage adjustment, 1/1/02. Effective January 1, 2002 (or closest pay period) all
sday rates goplicable to individuadsin this bargaining unit (as well as the minimum, midpoint
and maximum rates for each salary range) shal be increased 3.2% percent.

Salary upon class change - reallocation or promotion to a higher class. Upon redlocation
or promotion to a higher class, an employee shdl normdly receive asdary increase of a least
4% or shdl be moved to the bottom of the new sdary range (whichever is greater). A higher
sdary increase may be granted at the discretion of the City Attorney and shal not be subject to
the grievance/arbitration procedure of this agreement.

Salary upon position change within the same classification. An employee' s sdary rate
shdl not be changed upon transfer from one position within a classfication to another_position
within the same classification, except as deemed necessary by the City Attorney under 10.5
above.

Salary upon class change to a lower title. An employee who is demoted/laid off/reall ocated
to alower classfor any reason other than demotion for cause shall retain hisher current rate of
pay unlesstha rate is higher than the range maximum for the new classfication. In that case,
the employee’ s pay rate shdl normally be adjusted to the maximum for the new lower
classfication. Exceptionsto this generd rule (i.e., to dlow the pay rate to remain above the
maximum) shall be made a the discretion of the City Attorney.

ARTICLE 11 - SAVING CLAUSE

111

This Agreement is subject to the laws of the United States, the State of Minnesota. 1n the event
any provisons of this Agreement shal be held to be contrary to law by a court of competent
jurisdiction from whose find judgment or decree no apped has been taken within the time
provided, such provisions shdl be voided. All other provisons shdl continue in full force and
effect. The voided provison may be renegotiated at the written request of ether party. All
other provisons of this Agreement shdl continue in full force and effect.
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ARTICLE 12 - INSURANCE

Retiree Insurance

12.1 Employeeswho retire must meet the following conditions at the time of retirement in order to be
eigible for the Employer contributions, listed in Sections 12.2 through 12.5 below, toward a
hedlth insurance plan offered by the Employer:

12.1(1) Be receiving benefits from a public employee retirement act at the time of retirement,

and
12.1(2) Have severed higher rdationship with the City of Saint Paul for reasons other than

misconduct, and
12.1(3) Have completed at least 20 years with the City of Saint Paul.

Early Retirees
12.2  This Section shdl gpply to full time employees who:

12.2(1) Retire on or after January 1, 1996, and

12.2(2) Were appointed on or before December 31, 1995, and
12.2(3) Have not attained age 65 & retirement, and

12.2(4) Mest the terms st forth in Section 12.1 above, and
12.2(5) Sdlect a hedth insurance plan offered by the Employer

Until such employees reach sixty-five (65) years of age, the Employer agreesto contribute a
maximum of $350 per month toward the cost of single or family health insurance coverage.
Any unused portion of the Employer's contribution shal not be paid to the retiree.

When such early retiree attains age 65, the provisions of Section 12.4 will gpply.
12.3  This Section shdl gpply to full time employees who:

12.3(1) Retire on or after January 1, 1996, and

12.3(2) Were appointed on or after January 1, 1996, and

12.3(3) Have not attained age 65 & retirement, and

12.3(4) Mest the conditions of Section 12.1 above, and

12.3(5) Sdlect a hedth insurance plan offered by the Employer.

Until such retirees reach sixty-five (65) years of age, the Employer agrees to contribute a
maximum of $300.00 per month toward the cost of single or family health insurance coverage.
Any unused portion shdl not be paid to the retiree.

When such early retiree attains age 65, the provisons of Section 12.5 shal apply.
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ARTICLE 12 - INSURANCE (Continued)

Regular Retirees (Age 65 and over)

12.4  This Section shdl gpply to full time employees who:

125

12.6

12.4(1) Retire on or after January 1, 1996, and

12.4(2) Were appointed on or before December 31, 1995, and
12.4(3) Have attained age 65 at retirement, and

12.4(4) Mest the terms st forth in Section 12.1 above, and
12.4(5) Sdlect a hedth insurance plan offered by the Employer

The Employer agrees to contribute a maximum of $550.00 per month toward the
premium for single or family health insurance coverage offered by the Employer to
regular retirees and their dependents. Any unused portion of the Employer's
contribution shall not be paid to the retiree.

This Section shall dso apply to early retirees who retired under the provisions of Section 12.2
when such retirees attain age 65.

This Section shdl apply to full time employees who:

12.5(1) Retire on or after January 1, 1996, and

12.5(2) Were appointed on or after January 1, 1996, and
12.5(3) Have attained age 65 at retirement, and

12.5(4) Mest the conditions of Section 12.1 above, and
12.5(5) Sdlect a hedth insurance plan offered by the Employer.

The Employer agrees to contribute a maximum of $300.00 per month toward the cost of single
or family hedlth insurance coverage offered to regular retirees and their dependents. Any
unused portion shall not be paid to the retiree.

This Section shall dso apply to early retirees who retired under the provisions of Section 12.3
when such early retirees attain age 65.

If an employee does not meet the conditions of Section 12.1(3), he/she may purchase single or
family hedlth insurance coverage through the Employer's insurance program. Thetotd cost of
such insurance coverage shdl be paid by the retiree.

Any employee who is receiving a PERA disability benefit, or who isdligible for
or recelving aretirement annuity from a Minnesota public pension plan, may
continue to participate indefinitdly in the City’s group medica insurance plan at
his’her own expense.
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ARTICLE 12 - INSURANCE (Continued)

12.7 A retiree may not carry hisher spouse as a dependent if such spouse is dso a City retiree or
City employee and digible for and is enrolled in the City hedth insurance program.

12.8 A retiree' s participation in the City’ s hedth insurance plan must be continuous. The retiree
must be participating in a City hedth insurance plan a the time of retirement. If aretiree
chooses not to participate at the time of higher retirement or if aretiree discontinues hisgher
participation at alater date, such retiree will not be digible for any future participation or for any
Employer contribution.

Survivor Insurance

12.9 Thesurviving spouse of an employee carrying family coverage & the time of hisher desth due
to ajob connected injury or illness which was determined to have arisen out of and in the
course of hisher employment under worker's compensation law shal continue to be digible for
city contribution in the same proportions as is provided for retired employees.

In the event of the death of an early retiree or aregular retiree, the dependents of the retiree
shdl have the option, within thirty (30) days, to continue the current

hospitaization and medica benefits which said dependents previoudy had, at the premium and
Employer contribution accorded to the igible deceased retiree.

It isfurther understood that coverage shal cease in the event of:

12.9(1) Subsequent remarriage of the surviving spouse of the deceased employee or
retiree.
12.9(2) The employment of the surviving spouse or dependent where hedth insuranceis

obtained through a group program provided by said Employer. In this event,
however, the surviving spouse or dependent shdl have the right to maintain City
hedlth insurance for the firgt ninety (90) days of said employmen.

Active Employee Insurance

12.10 For full-time employees who select sngle hedlth insurance coverage, the Employer agreesto
contribute $289.83 per month. For three-quarter time employees who sdlect single hedlth
insurance coverage, the Employer's contribution shall be $217.37 per month. For haf-time
employees who sdect angle hedth insurance coverage, the Employer's contribution shall be
$144.92 per month.

For full-time employees who sdlect family hedth insurance coverage, effective for the January,
2000 insurance premiums, the Employer agrees to contribute $312.47 per month plus an
amount equd to the increase in the single premium per month. (Y ear 2000 single premium
increase is $18.37 for atotd full time family premium of $330.84 per month).
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ARTICLE 12 - INSURANCE (Continued)

1211

For full-time employees who sdect family hedth insurance coverage, effective for the January,
2001 insurance premiums, the Employer agreesto increase its prior year’ s contribution by an
amount equd to the increase in the single premium, up to $40.00 dollars per month. If the
increase in the single premium exceeds $40.00 per month, the employer agreesto further
increase the contribution by 50% of the excessincrease.

For full-time employees who sdect family hedth insurance coverage, effective for the January,
2002 insurance premiums, the Employer agreesto increase its prior year’ s contribution by an
amount equa to 60% of the increase in the family premium up to $60.00 per month. If the
increase in the family premium exceeds $100.00 per month, the employer agrees to further
increase the contribution by 40% of the excessincrease.

For three-quarter time employees who select family health insurance coverage, the Employer
agrees to contribute 75% of the contribution provided to full-time employees per month. For
haf-time employees who sdect family hedlth insurance coverage, the Employer agreesto
contribute 50% of the contribution provided to full-time employees per month.

If the number of hedth plansincreases, the contribution increases will be based on the plan that
is most smilar to the plan avallable during the prior year.

Employees shdl not use pre-tax Employer contribution insurance dollars for the purchase of
long term or short term disability coverage.

Part-time employees who are permanently gppointed to afull-time (80 hours per biweekly
period) position after the commencement of the plan year, shdl be made digible for the full-time
benefits after they have completed at least forty hoursin amonthly qudifying pay period asa
full-time employee. Full-time employees who are permanently gppointed to a part-time (less
than 80 hours per biweekly period) position after the commencement of the plan year shdl be
reduced to the benefit level gpplicable for the hours scheduled by the department. Such
reduction shal take effect on the first month the employee does not complete a monthly
qudifying pay period as a full-time employee.

For the purpose of this Article, full-time employment is defined as gppearing on the payroll an
average of at least 32 hours per week for the twelve (12) month period preceding the annual
open enrollment or specid enrollments or the Sx (6) month period preceding initid enrollment.

Three-quarter time employment is defined as gppearing on the payroll an average of at least
26 hours per week but less than 32 hours per week for the twelve (12) month period preceding
the annua open enrollment or specid enrollments or the six (6) month period preceding initid
enrollment.
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ARTICLE 12 - INSURANCE (Continued)

12.12

12.13

Half-time employment is defined as appearing on the payroll an average of at least 20 hours
per week but less than 26 hours per week for the twelve (12) month period preceding the
annua open enrollment or specid enrollments of the six (6) month period preceding initid
enrollment.

Under the "Cafeteria Plan” dl eigible employees regardless of the number of average hours
worked must select at least Sngle coverage hospita-medical insurance and employee life
insurance in an amount $5000. Any unused portion of the Employer's contribution, for which
an employeeisdigible, is defined as unused benefit dollars, not sdary, and shdl be pad to the
employee as taxable income. Such payment will be made by January 15" of the following
year. For employees who terminate their employment with the City of Saint Paul, such
payment shal be made within 90 days following termination.

The contributions indicated in this Article 12 shdl be paid to athird party adminigtrator and
shdl not be consdered sdlary.

ARTICLE 13- VACATION

131

132

13.3

134

Vacation credits shall accumulate &t the rates shown below for each full hour on the payrall,
excluding overtime,

Y ears of Service Hours of Vacation
1<t year thru 8th year 0577 (15 days)
Oth year thru 15th year .0770 (20 days)
16th year and thereafter 0962 (25 days)

The head of the department may permit an employee to carry over into the "vacetion year" up
to one hundred twenty (120) hours of vacation. For the purpose of this article the "vacation
year" shdl be the fiscd year (IRS payrall reporting yesr).

The above provisons of vacation shdl be subject to the Saint Paul Sdary Plan and Rates of
Compensation, Section |, Sub. H.

If an employee has an accumulation of Sck leave creditsin excess of one hundred and eighty
days, the employee may convert any part of such excess of sick leave at the rate of one-hdf
day's vacation for each day of Sck leave credit. No employee may convert more than ten (10)
days of sck leave in each cdendar year under this provision.
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ARTICLE 14 - HOLIDAYS

141

14.2

14.3

14.4

Holidays recognized and observed. The following days shal be recognized and observed as
paid holidays.

New Year's Day Veterans Day

Martin Luther King Day Thanksgiving Day
Presidents Day Day After Thanksgiving
Memorid Day Christmas Day
Independence Day Two floating holidays
Labor Day

Eligible employees shdl receive pay for each of the holidays listed above, on which they
perform no work. Whenever any of the holidays listed above shdl fall on Saturday, the
preceding Friday shall be observed asthe holiday. Whenever any of the holidays listed above
shdl fal on Sunday, the succeeding Monday shal be observed as the holiday.

The floating holidays set forth in Section 14.1 above may be taken at anytime during the
contract year, subject to the gpprova of the Department Head of any employee.

Eligibility Requirements. In order to be digible for a holiday with pay, an employegs name
must appear on the payroll on any six working days of the nine working days preceding the
holiday; or an employee's name must gppear on the payroll the last working day before the
holiday and on three other working days of the nine working days preceding the holiday. In
neither case shdl the holiday be counted as aworking day for the purposes of this section. It is
further understood that neither temporary, emergency

nor other employees not heretofore digible shdl receive holiday pay.

Notwithstanding 14.3, atemporary employee shall be eigible for holiday pay after such
employee has been employed as atemporary employee for sixty-seven (67) consecutive work
days. No temporary employee shdl be digible for any floating holidays.

ARTICLE 15- LEAVES OF ABSENCE

151

152

Each digible employee shdl accumulate sick leave credits at the rate of .0576 of aworking
hour for each full hour on the payroll, excluding overtime.

Any employee who has accumulated sick leave credits as provided above shall be granted
leave with pay, for absences due to an illness or injury of the employee for such period of time
as the employee' s supervisor deems necessary and may be granted leave with pay for such
time asis actudly necessary for office visitsto a doctor, dentist, optometrist, etc.
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ARTICLE 15- LEAVES OF ABSENCE (Continued)

153

154

155

15.6

An employee may use persond sick leave benefits provided by the Employer for

absences due to an illness for injury to the employee’s child for such reasonable periods as the
employee’ s attendance with the child may be necessary, on the same termsthe employeeis
able to use Sck leave benefits for the employee’ sown illness or injury. An employee may dso
use up to amaximum of eight hours of sck leave in the case of sudden sickness or disability of
amember of hisher household in order to make arrangements for the care of such sick or
disabled person.

This section applies only to persona sick leave benefits payable to the employee from the
Employer’s general assets. For purposes of this section, “persond sick leave benefits’ means
time accrued and available to an employee to be used as aresult of absence from work due to
persond illness or injury, but does not include short-term or long-term disability or other sdary
continuation benefits.

Any employee who has accumulated sick leave credits, shdl be granted one day of such leave
to attend the funerd of the employee's grandparent or grandchild, and as much time as the
employee' s supervisor deems necessary for the deeth of the employee’ s mother, father, spouse,
child, brother, sister, mother-in-law, father-in-law, or other person who is a member of the
household.

An employee shdl be granted up to atotd of sixteen (16) hours during a school year to attend
school conferences or classroom activities related to the employee's child, provided the
conferences or classroom activities cannot be scheduled during non-work hours. When the
leave cannot be scheduled during non-work hours and the need for the leave is foreseeable, the
employee must provide reasonable prior notice of the leave and make a reasonable effort to
schedule the leave so as not to disrupt unduly the operation of the Employer. An employee
shdl be dlowed to use vacation or compensatory time for thisleave; otherwise, this leave shdl
be without pay.

Voluntary Unpaid Leave of Absence. A full-time employee may be granted up to 480 hours of
voluntary leave of absence without pay during the fiscd year. During such leave of absence, the
employee shdl continue to earn and accrue vacation and sick leave, seniority credits and
maintain insurance digibility as though he or she was on the payroll. Any leave of absence
granted under this provision is subject to the gpprova of the Department Head.

Adoption Leave. In case of an employee adoption of achild up to five years of age, employees
shdl be permitted to carry over into the following fisca year up to 80 additiond hours of
accrued vacation time each year up to atotal of 240 hours.

For up to two years from the date of the execution of this Agreement, employees may

additionaly borrow up to 80 hours of unaccrued vacation time from the next fiscd year.

These two adoption provisons shdl gpply only to one City employee in the event that both
adoptive parents are City employees.
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ARTICLE 15- LEAVES OF ABSENCE (Continued)

15.7

158

15.9

Employees will be granted leaves of absence in accordance with the Family Medicad Leave Act
(FMLA). The employer agreesthat under FMLA each eigible employeeis entitled to take up
to twelve (12) weeks of unpaid leave in any twelve month period for any of the following
reasons. (According to City policy, available sck leave must be supplemented for conditions
specified as digible for Sck leave in this agreement).

! Birth of a child of the employee and in order to care for the child.

! Placement of a child with an employee for adoption or foster care.

! Taketime off from work because of the employee’s own serious hedth
condition.

! In order to care for the spouse, parent or child of the employee when said

spouse, parent or child has a serious hedlth condition.

Maternity/Parental leave. Maternity is defined as the physica state of pregnancy on an
employee, commencing eight (8) months before the estimated date of childbirth, as determined
by a physician, and ending six (6) months after the date of such birth. In the event of an
employee's pregnancy, the employee may gpply for leave without pay at any time during the
period stated above and the Employer may gpprove such leave at its option, and such leave
may be no longer than one (1) year.

Pregnant employees of the City of Saint Paul shdl be digible for the use of paid sick leave and
unpad leave of absence in the same manner as any other disabled or ill City employee. Such
paid sck leave digibility shal begin upon certification by the employee's attending physcian that
the employee is disabled in terms of her ability to perform the duties of her position.

A twelve (12) month Parenta |eave of absence without pay shal be granted to a natura parent
or an adoptive parent, who requests such leave in conjunction with the birth or adoption of a
child. Such leave may be extended an additiond twelve (12) months by mutua agreement
between the employee and the Employer. Refusa on the part of the Employer to grant an
extenson of such leave shdl not be subject to the provisions of Article 9 of this Agreement.
Employees who return following such leaves of absence shdl be placed in a position of
equivaent salary and tenure as the one held just prior to the beginning of their leave.

ARTICLE 16 - NON-DISCRIMINATION

16.1

16.2

The terms and conditions of this Agreement will be gpplied to employees equdly without regard
to, or discrimination for or againgt, any individua because of race, color, creed, sex, age, or
because of membership or non-membership in the Union.

Employees will perform their duties and responghilitiesin a non-discriminatory manner as such
duties and responsihilities involve other employees and the generd public.
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ARTICLE 17 - LEGAL SERVICES

171

17.2

Except in cases of mafeasance in office or willful or wanton neglect of duty, the Employer shdl
defend save harmless and indemnify employee againg tort claim or demand whether groundless
or otherwise arising out of aleged acts or omission occurring in the performance or scope of
the employee's duties.

Notwithstanding Article 17.1, the Employer shal not be responsible for paying any legd service
fee or for providing any legd service arisng from any legd action where the employee isthe
Plaintiff.

ARTICLE 18- SENIORITY

18.1

18.2

18.3

18.4

18.5

Seniority, for the purpose of this Agreement, shall be defined asfollows The length of
continuous, regular or probationary service with the City Attorney’ s Office from the date an
employee was firgt gppointed to an attorney position represented by this bargaining unit.

Seniority shal terminate when an employee retires, resigns, or is discharged.

In the event it is determined by the Employer that it is necessary to reduce the work force,
employees will belaid off by classtitle based on inverse length of City Attorney seniority as
defined above.

When the number of employeesin a higher title isto be reduced, employeesin the higher titles
who have more City Attorney seniority than employeesin lower titleswhich arein this
bargaining unit will be offered reductions to the highest of these titles to which City Attorney
seniority would keep them from being laid off, before layoffs are made in any classtitle.

Employees who have held class titles represented by this bargaining unit who subsequently
accept appointments or assignments to attorney positions which are not represented by this
bargaining unit shal be alowed, in dl cases, to return to the currently held or comparable class
title represented by this bargaining unit upon completion of such appointments or assgnments.
The two attorneys providing lega servicesin the area of Labor Relations were dlocated to the
Senior Attorney classfication as part of the February 18, 2000 classfication sudy. Any
Deputy City Attorney or Supervisor incumbents who have rights back into the bargaining unit
and who were not alocated as part of the 2/18/00 study will be dlocated to one of the new
classes when and if they return to an appointment/assignment represented by this bargaining
unit. Nothing in this section shdl be congtrued to negete any other agreements with regard to

these employees.
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ARTICLE 19-CITY MILEAGE

Sections 19.1 - 19.4 are effective for mileage reimbursement paid through 12/31/00.

191

19.2

19.3

Automobile Reimbursement Authorized - Pursuant to Chapter 33 of the Saint Paull
Adminigrative Code, as amended, pertaining to reimbursement of City officersand
employees for the use of their own automobiles in the performance of ther duties, the
following provisions are adopted.

Method of Computation - To be digible for such reimbursement, dl officersand
employees must receive written authorization from the Department Head.

Type 1 - If an employeeisrequired to use hisgher own automobile
OCCASIONALLY during employment, the employee shall be reimbursed at
the rate of $4.00 per day for each day the employeg's vehicleis actudly used in
performing the duties of the employee's position. In addition, the employee
shdl be reimbursed $0.20 per mile for each mile actudly driven.

If such employeeis required to drive an automobile during employment and the
department head or designated representative determines that an employer
vehicleis available for the employee's use but the employee desiresto use
higher own automobile, then the employee shdl be reimbursed at the rate of
$0.20 per mile driven and shdl not be digible for any per diem.

Type 2 - If an employeeis required to use hisgher own automobile
REGULARLY during employment, the employee shdl be reimbursed at the
rate of $4.00 per day for each day of work. In addition, the employee shall be
reimbursed $0.20 per mile for each mile actualy driven.

If such employeeis required to drive an automobile during employment and the
department head or designated representative determines that an employer
vehicleis avalladle for the employee's use but the employee desires to use
his’her own automobile, then the employee shdl be reimbursed & the rate of
$0.20 per mile driven and shdl not be digible for any per diem.

The City will provide parking at the Civic Center Parking Ramp for City employees on either of
the above mentioned types of reimbursement plans who are required to have their persond car
avalablefor City busness. Such parking will be provided only for the days the employeeis
required to have his or her own persona car available.
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ARTICLE 19- CITY MILEAGE (Continued)

194

Rules and Regulations - The Mayor shdl adopt rules and regulations governing the
procedures for automohbile reimbursement, which regulations and rules shdl contain the
requirement thet recipients shdl file daily reports indicating miles driven and shdl file monthly
affidavits stating the number of days worked and the number of miles driven, and further require
that they maintain automobile ligbility insurance in amounts of not less than $100,000/$300,000
for persond injury, and $25,000 for property damage, or liability insurance in amounts not less
than $300,000 single limit coverage, with the City of Saint Paul named as an additiond insured.
These rules and regulations, together with the amendment thereto, shal be maintained on file
with the City Clerk.

Sections 19.5 - 19.7 are effective for mileage reimbursement paid in year 2001 and beyond.

19.5

19.6

19.7

19.8

Chapter 33 of the Saint Paul Adminigtrative Code shal be superceded for
members of this bargaining unit and replaced by sections 19.6 and 19.7 below.

To be digible for mileage rembursement, an employee must receive written authorization in
advance from the Department Head.

When an employee is required to use hisher persona automobile to conduct authorized City
business, the City shdl reimburse the employee at the then current Federd |.R.S. mileage
reimbursement rate on the most direct route.

When an employee isrequired to park hisher automobile a on off-gte location while
conducting City business, the City shdl reimburse the employee for the parking expense.
Nothing in this section shal be construed to authorize the City’ s payment of the employee’'s

norma daily parking expenses.

ARTICLE 20 - DURATION AND EFFECTIVE DATE

20.1

Complete Agreement With Waiver of Bargaining. This Agreement shdl 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 proposal's with respect to any subject or matter not removed by law from
the area of collective bargaining, and that the complete understandings and agreements arrived
at by the parties after the 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 waives theright, and each agrees that the other shall not be obligated to bargain
collectively with respect to any subject or matter referred to or covered in this Agreement.
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ARTICLE 20 - DURATION AND EFFECTIVE DATE (Continued)

20.2 Except as herein provided this Agreement shdl be effective as of January 1, 2000 and shdll
continue in full force and effect thru December 31, 2002, and theresfter until modified or
amended by mutual agreement of the parties. Either party desiring to amend or modify this
Agreement shdl notify the other in writing so as to comply with the provisons of the Public
Employment Labor Relations Act of 1984.

20.3 Thisconditutes a tentative agreement between the parties which will be recommended by the
Director of Labor Rdations, but is subject to the gpprova of the Adminigtration of the City, the
City Council and is dso subject to the ratification by the Union.

WITNESSES

CITY OF SAINT PAUL LOCAL UNION NO. 3757, DISTRICT
COUNCIL NO. 14 OF THE AMERICAN
FEDERATION OF STATE, COUNTY AND
MUNICIPAL EMPLOYEES LEGAL

Katherine L. Megarry Jerry Sefling

Labor Reations Director Assigtant Director
Gall Langfidd
President

Date Date
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APPENDIX A

Sdary ranges applicable to titles covered by this Agreement shal be as shown below:

Effective 2/26/00
Job Class Range Mid Range
Minimum Paint Maximum
Associate Attorney $40,500($1551.72) $52,750($2021.07) $65,000($2490.42)
Attorney $51,500($1973.18) $66,800($2559.39) $82,100($3145.59)
Senior Attorney $61,500($2356.32) $79,475($3045.02) $97,450($3733.72)
Effective 1/1/01 (or closest payperiod)
Job Class Range Mid Range
Minimum ; Maximum
Point
Associate Attorney $41,614 ($1594.39) $54,201 ($2076.65) $66,787 ($2558.91)
Attorney $52,916 ($2027.44) $68,637 ($2629.77) $84,358 ($3232.09)
Senior Attorney $63,191 ($2421.12) $81,661 ($3128.76) $100,130 ($3836.40)
Effective 1/1/02 (or closest payperiod)
Job Class Range Mid Range
Minimum Point Maximum
Associate Attorney $42,945 ($1645.41) $55,935 ($2143.10) $68,925 ($2640.80)
Attorney $54,609 ($2092.32) $70,833 ($2713.92) $87,057 ($3335.52)
Senior Attorney $65,213 ($2498.60) $84,274 ($3228.88) $103,334 ($3959.16)




APPENDIX B - WORK SCHEDULES

11

1.2

1.3

14

15

1.6

1.7

1.8

All bargaining unit employees are exempt from the overtime pay provisons of the federal Fair Labor Standards
Act and smilar sate legidation as professond employees and are salaried employees of the City who are not
compensated on an hourly basis.

The norma work schedule for full-time employees covered by this Agreement shal consist of aminimum of eighty
(80) hours within each biweekly payroll period. Employees are generaly expected to be working during the
norma business hours, weekdays between 8:00 am. and 5:00 p.m., or as otherwise established by the Employer
for the employee’ swork group, subject to the leave provisions of this Agreement, and applicable state and federa
gatutes. Due to the nature of their work, however, the job duties of personsin this bargaining unit may require the
employees to work irregular hours, and work on holidays and weekends. Such work requirements are
consdered an integrd part of the job. Therefore, maintaining consstent starting and quitting times and scheduling
gpecific numbers of hours worked in any day or week may be impractica. Where their assigned duties and
responsibilities permit, however, and where their Department Head or Supervisor approves, bargaining unit
employees may exercise reasonable and prudent discretion in scheduling or varying the normal business hours at
which their work is performed.

Employees who work more than eighty (80) hours in atwo-week payroll period may be granted compensatory
time with the approva of their department head or hisher designee. If granted, compensatory time will be based
on astraight time hour for hour basis for time that the supervisor approves.

Compensatory time off shdl be scheduled and gpproved in advance. Employees and their
supervisors shdl diligently work together to schedule compensatory time off so that employees may make
maximum use of their accrued compensatory time without unreasonably disrupting the business of the Employer.

Employees leaving the City or the City Attorney’ s Office must use up any accrued compensatory time and shall
not be paid for it under any circumstances.

Employees and the Union accept the fact that employees are required to attend to the ethical obligations
associated with the practice of law, mugt act to fully serve the needs of their clients and are obligated to observe
scheduled court appearances, depositions, agency and other scheduled meetings, and other such requirements of
the practice of law, and agree that this provision affecting hours of work does not remove those requirements.

Decisions made or not made under this clause on any individua case are not grievable or arbitrable. However,
systemtic or repeated decisions which are contrary to the spirit of this Appendix may be grieved under the
process st forth in Article 9.

The City and the Union agree that this modification of hours of work is experimental and shal not extend beyond
the term of this Agreement unless both parties act affirmatively to renew or modify this clause in bargaining for the
next contract.



APPENDIX C - MERIT PAY SYSTEM

This letter confirms that the parties entered into the 2000-2002 agreement with the following intentions and expectations
regarding the merit pay sysem:

. The performance system and criteria used under this contract shal be the same performance system and criteria
in place a the time of the signing of this agreement.

. An employee' s performance rating shal be based solely on the employee' s performance and not on the
financid Stuation of the City or the City Attorney’s Office.

. Although dependent on employee performance, the percentage of employeesrated at each performance rating
isunlikely to change dramatically from the ratings issued over the past four years (1997-2000).

. In the event that the percentage of employeesrated below a* 3" increases from the four-year-average (1997-
2000) by more than 10% of the number of employeesin the bargaining unit; or in the event that the percentage
of employeesrated a*4' decreases from the four-year-average (1997-2000) by more than 20% of the four-
year-average of ‘4’ ratings, the Union could file a class action grievance dleging that the City has atificidly
decreased ratings inorder to garner cost savings. The Union shall bear the burden of proving alegations under
this provison.

. The City could defend itsdf againgt such a grievance by demondrating that performance ratings were based on
legitimate performance problems or changes, as documented in the performance review process. If the City
asserts such a defense, the City shall bear the burden of proving that the performance ratings were based on
legitimate performance issues.

. All of the above numbers are based on net changes in the numbers of employeesrated a various levels. Itis
understood that the performance rating of individual employees may vary from year to year, based on
performance.

. The City agreesto provide the Union with aggregate data indicating the number of employeesrated a each
rating level within 30 days after the performance ratings are completed each year.

. Thisletter in no way abridges the City Attorney’ s rights to evaluate performance as outlined in Article 10.4 of

this Agreement.
CITY OF SAINT PAUL LOCAL UNION NO. 3757, DISTRICT
COUNCIL NO. 14 OF THE AMERICAN
FEDERATION OF STATE, COUNTY AND
MUNICIPAL EMPLOYEES LEGAL
Katherine L. Megarry Jarry Serfling, Assstant Director

Labor Rdations Director

Gal Langfield, President

Date Date




APPENDIX D - PLACEMENT AGREEMENT

1999 1/1/00 2/26/00 9/23/00 1/1/01 1/1/01
Associate biweekly biweekly biweekly adjustmt* pre-COLA 2.75 COLA
Brown 1526.36 1572.15 1612.36 - - 1656.70
Gunderson 1484.9 1529.45 1551.72 - - 1594.40
Nelson 1484.9 1529.45 1551.72 - - 1594.40
Riley 1484.9 1529.45 1551.72 - - 1594.40
Sanville 1484.9 1529.45 1551.72 - - 1594.40
Stachmann 1484.9 1529.45 1582.04 - - 1625.55
Attorney
DeWolf 1947.84 2006.28 2165.13 - - 2224.68
Dolan 1947.84 2006.28 2165.13 - - 2224.68
Hunt 1700.19 1751.20 1973.18 - - 2027.44
Jerskey 1977.56 2036.89 2101.15 - - 2158.93
Krievans 1829.44 1884.32 2184.33 - - 2244.40
Larson 2703.92 2703.92 - - - 2778.28
McConaughey 1605.44 1653.60 1973.18 - - 2027.44
Mikhail 1792.96 1846.75 1973.18 - - 2027.44
Miller 1890.03 1946.73 1973.18 - - 2027.44
Penland 2006.59 2066.79 2357.09 - - 2421.91
Pfohl 1792.96 1846.75 1973.18 - - 2027.44
Seasly 1718.11 1769.65 1973.18 - - 2027.44
Skarda 1638.92 1688.09 1973.18 - - 2027.44
Veith 1981.05 2040.48 2229.12 - - 2290.42
Weyandt 2867.42 2953.44 - - - 3034.66
Hanson 1024.12 1054.84 1060.17 - - 1089.33
Patet 811.59 835.94 986.59 - - 1013.72
Senior
Christie 2420.72 2493.34 2520.16 - $2,703.92 2778.28
Driscoll 2960.91 3049.74 3094.10 - - 3179.19
Garvey 3693.88 3733.72 - - - 3836.39
MccCall 3326.31 3426.10 - - - 3520.32
Langfield 2145.81 2210.18 2493.33 - $2,703.92 2778.28
Palmer 2956.59 3045.29 - - - 3129.03
Rofuth 3223.34 3320.04 - 3403.04 - 3496.62
Warner 2420.72 2493.34 2557.70 - $2,703.92 2778.28

* 2.5% discretionary adjustment agreed to by City Attorney in Fall 1999.
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