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PREAMBLE

This agreement entered into by the CITY of Saint Paul, hereinafter referred to as the Employer, and Loca Union
1842, ffiliated with Council 14, and the American Federation of State, County and Municipal Employees, AFL-CIO,
hereinafter referred to as the Union, has as its purpose the promotion of harmonious relations between the Employer

and the Union, the establishment of rates of pay, hours of work, and other conditions of employment.



ARTICLE 1- RECOGNITION

1.1 The Employer recognizes the Union as the sole and exclusive bargaining agent for the purpose of establishing
sdaries, wages, hours and other conditions of employment for dl of its employees as outlined in the certification
by the State of Minnesota, Bureau of Mediation Services, dated July 12, 1973, in Case No. 74-PR-7-A and
as amended and as st forth in Section 1.2 below.

1.2  Thebarganing unit covered by this agreement shdl condgst of the following:

All technica personne who are employed by the City of . Paul or who have their "terms and conditions of
employment” established by the governing body of the City of St. Paul, and whose employment service exceeds
the lesser of 14 hours per week or 35 percent of the norma work week and more than 67 work days per year,

in the dassfications of:

Accounting Technician |
Accounting Technician I
Accounting Technician 111
Accounting Technician IV
Adaptive Recreation Assistant
Adaptive Recreation Director
Aquatics Manager

Architectura Drafter Trainee
Architectural Drafter

Business Relocation Specidist
Citizen Service Andys

City Planning Aide

City Planning Technician

Clinic Nurse

Community Education/Recregtion
Coordinator

Communications Tech Trainee
Community Liaison Officer
Dentd Assgant

Dentd Hygienigt

Duplicating Equipment Operator
(Two-Color)

Engineering Aide |

Enginearing Aidell

Enginesring Assgant
Environmenta Hedlth Aide
Environmental Hedlth [ nspector
Environmental Hedlth Ingpection Supvr.
Fire Aide

Fire Communications Operator |
Fire Communications Operator I
Fire Prevention Inspector |

Fire Prevention Inspector |1

Graphic Arts Technician--City Planning
Hedlth and Education Assistant

Hedth and Education Assstant
-CambodiavEnglish

Hedth and Education Assstant
-Hmong/English

Hedth and Education Assstant
-SpanidVEnglish

Hedth Laboratory Technician I
Housing Counsdor

Housing Rehabilitation Advisor |
Housing Rehabilitation Advisor |1
Human Rights Technician

Human Resources Technician 111

Info & Control System Integrator Tech
Info & Control System Integrator Trainee
IS Information/Technicd Andy<t |

IS Information/Technicd Andyst 11

IS Information/Technicd Anay4 Il

IS Information/Technica Andys IV

IS Systems Support Specidist 111

IS Systems Support Specidist 1V
Laboratory Technician |

Library Associate

Library Asociate (Part-time)

License and Permit Aide

License and Permit Inspector

License Enforcement Auditor
Lifeguard



ARTICLE 1- RECOGNITION (Continued)

Loan Specidigt |

Loan Specidigt I

Loan Specidist Assdant

Loan Specidig Assgtant (Bilingua)
Medicd Assgant

Medical Records Practitioner
Modified Duty Worker (Technical)
Nutrition Assistant |

Nutrition Assgant | - Bilingua Hmong/English
Nutrition Assigtant | - Bilingud /
SpanigVEnglish

Nutrition Assgtant | - Large
Nutrition Assstant | - Medium
Nutrition Assigtant | - Smal
Nutrition Assistant |1

Payrall System Technician

Plan Examiner |

Pan Examiner I

*Pan Examiner 111

Practical Nurse

Project Facilitator |

Project Facilitator |1

Project Management Technician
Public Works Technician |

Public Works Technician I

Public Works Technician 111

*Title abolished except as to present incumbents.

Real Edate Specidist |

Recreation Center Director Recreation Leader
Registered Radiologica Technologist
Rehabilitation Supervisor

Senior Anima Control Officer

Senior License Ingpector

Senior Plan Examiner

Senior Pool Attendant

Service Worker 11

Surveyor

Swimming Pool Supervisor

Vaduation and Assessment Aide |
Vduation and Assessment Aide |
Vduation and Assessment Technician |
Vduation and Assessment Technician I
Vduation and Assessment Technician 111
Video Production Assstant

Video Production Technician

Water Safety Instructor

Water Utility Technician |

Water Utility Technician 1

Water Utility Technician Il

Water Laboratory Aide

Water Meter Technician

Zoning Aide

Zoning Specidid

1.3  Any present or future employee who is not a Union member shdl be required to contribute afair share fee for
services rendered by the Union, and upon notification by the Union, the Employer shall check off said fee from
the earnings of the employee and tranamit the same to the Union. In no instance shdl the required contribution
exceed a pro rata share of the specific expenses incurred for services rendered by the representative in
relaionship to negotiations and adminigration of grievance procedures. This provison shdl remain operative
only s0 long as specificaly provided by Minnesota law, and as otherwise legdl.

1.4  TheUnion agreesto indemnify and hold harmless the Employer againgt any and al clams, suits, orders or
judgments brought or issued againgt the Employer as aresult of any action taken or not taken by the Employer

under the provisions of Section 1.3 of this Article.



ARTICLE 2 - CHECK OFF

21

22

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
amounts to be deducted shal be certified to the Employer by a representative of the Union and the aggregate
deductions of dl employees shdl be remitted together with an itemized statement to the representative by the
first of the succeeding month after such deductions are made or as soon theregfter asis possible.

The Union agrees to indemnify and hold harmless the Employer againgt any and al clams, suits, orders or
judgments brought or issued againg the City as aresult of any action taken or not taken by the City under the
provisons of thisArticle.

ARTICLE 3- HOURS OF WORK

31

3.2

33

34

35

3.6

3.7

3.8

The norma work day shdl be seven and threeffourths (73/4) consecutive hours per day, excluding aforty-five
(45) minute lunch period, 15 (fifteen) minutes of which shdl be paid.

The norma work week shal be five (5) consecutive norma work daysin any seven (7) day period.

For employees on a shift basis, this shdl be congtrued to mean an average of thirty-eight and three-fourths
(38%4) hours per week.

This section shal not be congtrued as, and is not a guarantee of, any hours of work per normal work day or per
norma work week.

Time on the payroll in excess of the norma hours sat forth above in this Article shal be "overtime work™ and
shall be done only by order of the Head of the Department.

All employeesin this bargaining unit shal be recompensed for work done in excess of the normd hours
edtablished above in this Article by being granted compensatory time on atime and one-haf basis or by being
paid on atime and one-hdf basis for such overtime work. The overtime rate of one and one-haf shdl be
computed on the basis of 1/80th of the biweekly rate.

Norma work schedules showing the employee's shifts, work days and hours shall be posted on dl department
bulletin boards at dl times. It is aso understood that deviation from posted work schedules shdl be permissble
due to emergencies and acts of God, and overtime may be required.

Notwithstanding Sections 3.1 through 3.6, employees may, through mutua agreement with the Employer, work
schedules other than schedules limited by the normal work day and work week as set forth in Sections 3.1, 3.2
and 3.3. Overtime compensation for employees working under such agreements shdl be subject to the
provisons of the Fair Labor Standards Act.



ARTICLE 3- HOURS OF WORK (Continued)

39

3.10

311

3.12

3.13

3.14

For employees who wish to share a position, the Employer will attempt to provide options for implementing a
sharing arangement. Such an arrangement must be mutually agreed upon by the Employer and the employees
involved. Vacation, holiday and sick leave benefits for employees who share a position shdl be pro-rated
based upon the percent of hours worked. Health insurance benefits shdl be administered in accordance with
the provisons of Article 10 of this agreement. In the event that one of the employees participating in the shared
position is terminated or terminates employment, the Employer shall post the job sharing vacancy for a period
of ten (10) days. If a the end of ten (10) days, such vacancy cannot befilled, the Employer shdl have the
option of increasing the remaining employee's work hours.

Sections 3.8 and 3.9 shdl not be subject to the provisons of Article 6 of this agreement.

At least fourteen (14) calendar days prior to changing the normal work day or the norma work week, the
Employer and Union shall meet and confer regarding the need for the proposed change and the possibility of
other dternatives. It is aso understood that deviation from such notice shdl be permissible due to emergencies
and acts of God. Noticeis not needed for temporary changes of less than one week.

When thereis aneed to assign additiona daytime, evening or weekend hours, the employer shall first request
volunteers from among employees. Volunteers must be able to perform the job duties of the position.

Mor ning Differential: Oxford Pool employees represented by this unit in the titles of Life Guard, Water
Safety Ingtructor, Swimming Pool Supervisor and Senior Pool Attendant shall receive amorning differentia of
five percent (5%) for each hour worked between 2 am. and 2 p.m. This morning differentiad shal only be paid
for hours worked between 2 am. and 2 p.m. during the school year (after Labor Day and before Memoria
Day). These employees shdl not be eigible for the Night Differentia described below.

Night Differential: To any employee, except the Oxford Pool employees described above, who works on a
shift beginning earlier than 6:00 am. or ending later than 6:00 p.m., provided at least five hours of the shift are
worked between the hours of 6:00 p.m. and 6:00 am., there shdl be anight differentia of five percent (5 %)
for the entire shift.

To any employee who works on a shift beginning earlier than 6:00 am. or ending later than 6:00 p.m., but less
than five hours of the shift are worked between the hours of 6:00 p.m. and 6:00 am., there shdl be anight
differentid of five percent (5 %) for the hours worked between 6:00 p.m. and 6:00 am.

Employees required, as part of their normal job duties, to work a snow emergency shal receive premium pay at
fifty percent (50%) for the second standard hour shift for al continuous hours worked during the snow
emergency.



ARTICLE 4 - WORK BREAKS

4.1

4.2

Rest Periods - All employees work schedules shdl provide for afifteen (15) minute rest period during esch
one-hdf shift. Therest period shal be scheduled by management at gpproximately the middle of each one-half
shift whenever thisis fessble.

If an employee is scheduled to work afull haf shift beyond higher regular quitting time, he/she shdl be entitled
to the rest period that occurs during said hdf shift.

ARTICLE 5- HOLIDAYS

5.1

5.2

5.3

54

Holidays recognized and observed - The following days shall 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 fals on a Saturday, the holiday shall be observed on the preceding
Friday. Whenever any of the holidays listed above fals on a Sunday, the holiday shall be observed on the
succeeding Monday. For those employees assigned to awork week other than Monday through Friday, the
holiday shall be observed on the cdendar date of the holiday.

The floating holidays set forth in Section 5.1 above may be taken at any time during the contract year, subject
to approva of the Department Head of any employee.

Eligibility Requirements - In order to be digible for a holiday with pay, anh employee must be employed as of
the date of the holiday and have paid hours on the payrall for that pay period. The amount of holiday time
earned shall be based upon the number of non-holiday hours paid during that pay period (see proration charts
in Sdary Plan and Rates of Compensation). Paid hours include hours actualy worked, vacation time,
compensatory time, paid leave and Sck leave. 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 shal receive holiday pay.

Notwithstanding Section 5.3, atemporary employee shdl be digible for holiday pay only 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 5- HOLIDAY S (Continued)

5.5. *Fordl employees assgned to the Library, the Day After Thanksgiving shdl be considered a norma work day,
and Chrisgmas Eve shdll be recognized and observed asapad minor holiday. This language regarding the
Library shdl not be effective until and unless the other rlevant collective bargaining agreements (PEA, SPSO,
AFSCME 2508) negotiate corresponding language.

ARTICLE 6 - GRIEVANCE PROCEDURES

6.1  TheEmployer shal recognize stewards selected in accordance with Union rules and regulations as the
grievance representatives of the bargaining unit. The Union shdl notify the Employer in writing of the names of
the stewards and of their successors when so named.

6.2  Itisrecognized and accepted by the Employer and the Union that the processing of grievances as hereinafter
provided is limited by the job duties and responsibilities of the employees and shal therefore be accomplished
during working hours only when consstent with such employee's duties and respongbilities. The steward
involved and a grieving employee shdl suffer no lossin pay when agrievance is processed during working
hours, provided the steward and the employee have notified and received the gpprova of the supervisor to be
absent to process a grievance and that such absence would not be detrimentad to the work programs of the

Employer.

6.3  The procedure established by this Article shall be the sole and exclusive procedure for the processing of
grievances, which are defined as an dleged violation of the terms and conditions of this agreement.

However, this Article does not abridge grievance rights possessed by digible veterans under gpplicable
veterans rights statutes.

6.4  Grievances shdl be resolved in conformance with the following procedure:

Step 1 - Upon the occurrence of an dleged violation of this agreement, the employee involved (with or without
the seward) shal atempt to resolve the matter on an informal basis with the employee's supervisor.

If the matter is not resolved to the employee's satisfaction by the informa discussion, it may be reduced to
writing and referred to Step 2 by the Union. The written grievance shall set forth the nature of the grievance,
the facts on which it is based, the alleged section(s) of the agreement violated, and the relief requested. Any
adleged violation of the agreement not reduced to writing by the Union within fourteen (14) work days of the
firgt occurrence of the event giving rise to the grievance, shdl be considered waived.



ARTICLE 6 - GRIEVANCE PROCEDURES (Continued)

Step 2 - Within seven (7) work days after receiving the written grievance, a designated Employer supervisor
shdl meet with the Union Steward and attempt to resolve the grievance. If, asaresult of this meeting, the
grievance remains unsolved, the Employer shal reply in writing to the Union within seven (7) work days
following this meeting.

The Union may refer the grievance in writing to Step 3 within seven (7) work days following receipt of the
Employer's written answver. Any grievance not referred in writing by the Union within seven (7) work days
following receipt of the Employer's answer shdl be consdered waived.

Step 3 - Within seven (7) work days following receipt of a grievance referred from Step 2, a designated
Employer supervisor shal meet with the Union Business Manager or hisher designated representtive, the
employee and the seward and attempt to resolve the grievance. Within seven (7) work days following this
mesting the Employer shdl reply in writing to the Union stating the Employer's answer concerning the grievance.
If, as aresult of the written response the grievance remains unsolved, the Union may refer the grievance to Step
4. Any grievance not referred in writing by the Union to Step 4 within seven (7) work days following receipt of
the Employer's answer shdl be consdered waived.

Step 4 - If the grievance remains unresolved, the Union may within seven (7) work days after the response of
the Employer in Step 3 by written notice to the Employer, request arbitration of the grievance. The arbitration
proceedings shdl be conducted by an arbitrator to be sdected 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 agree to five (5) arbitrators for the permanent panel,
the parties will petition the Director of the Bureau of Mediation Servicesfor alist of ten (10) arbitrators for
each panel member for which the parties did not mutualy agree. The parties shdl dternatdy drike names from
such ligt(s), the Employer griking firgt, until one (1) name remains.

Vacancies occurring on the permanent pand during the life of this agreement shdl be filled by mutua agreement
of the parties. If the parties cannot mutudly agree, the vacancy shdl befilled by the process noted in the
preceding paragraph. This arbitrator selection process shdl be effective only for the duration of this agreement
unless both parties mutualy agree to extend such provisons.

At any time prior to the opening of an arbitration hearing, the parties may mutually agree to utilize the assstance
of the Bureau of Mediation Services to attempt to mediate a resolution of the dispute.



ARTICLE 6 - GRIEVANCE PROCEDURES (Continued)

6.5

6.6

6.7

6.8

6.9

6.10

The arbitrator shall have no right to amend, modify, nullify, ignore, add to, or subtract from the provisons of this
agreement. The arbitrator shall consder and decide only the specific issues submitted in writing by the
Employer and the Union and shdl have no authority to make a decison on any other issue not so submitted.
The arbitrator shdl be without power to make decisons contrary to or inconsstent with or modifying or varying
in any way the gpplication of laws, rules or regulations having the force and effect of law. The arbitrator's
decison shdl be submitted in writing within thirty (30) days following close of the hearing of the submisson of
briefs by the parties, whichever be later, unless the parties agree to an extension.

The decison shdl be based solely on the arbitrator's interpretation or gpplication of the expressterms of this
agreement and to the facts of the grievance presented. The decision of the arbitrator shdl be find and binding
on the Employer, the Union and the employees.

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

Thetimelimitsin each step of this procedure may be extended by mutud agreement of the Employer and the
Union.

It is understood by the Union and the Employer that a grievance, other than a grievance arisng from a
disciplinary action, may be determined by either the grievance procedure of this contract or by the provisions of
the Civil Service Rules of the City of Saint Paul.

The provisons of this Article 6 shdl not gpply to Section 3.9 of this agreement.

The Employer agrees to provide courtesy copies of al correspondence to the Union Business Manager or
Assigant Director to the President of Local 1842. This section shdl not be grievable.

ARTICLE 7-CITY MILEAGE

7.1

Automobile Reimbursement Authorized - Pursuant to Chapter 33 of the Saint Paul Adminigtrative Code, as
amended, pertaining to reimbursement of City officers and employees for the use of their own automobilesin
the performance of their duties, the following provisions are adopted.



ARTICLE 7- CITY MILEAGE (Continued)

7.2

7.3

7.4

7.5

Method of Computation - To be digible for such rembursement, al officers and employees must receive
written authorization from the Department Heed.

Type 1 - If an employeeis required to use higher own automobile OCCASIONALLY during employment,
the employee shdl be reimbursed &t 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 shal be reimbursed $0.20
per mile for each mile actudly driven.

If such employee isrequired to drive an automobile during employment and the department head or designated
representative determines that an employer vehicleis avalable for the employee's use but the employee desires
to use higher own automobile, then the employee shdl be reimbursed et 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 higher own automobile REGULARLY during employment, the
employee shall be reimbursed at the rate of $4.00 per day for each day of work. In addition, the employee
shdl be rembursed $0.20 per mile for each mile actualy driven.

If such employeeisrequired to drive an automobile during employment and the department head or designated
representative determines that an employer vehicle is available for the employee's use but the employee desires
to use higher own automobile, then the employee shdl be reimbursed at the rate of $0.20 per mile driven and
shal not be digible for any per diem. This Section 7.2 shal become effective February 1, 1994.

The City will provide parking at the Civic Center Parking Ramp for City employees on ether of the above
mentioned types of reimbursement plans who are required to have their persond car available for City business.
Such parking will be provided only for the days the employeeis required to have his or her own persona car
avalable.

Rules and Regulations - The Mayor shal adopt rules and regulations governing the procedures for
automobile reimbursement, which regulations and rules shal contain the requirement that recipients shdl file
dally reports indicating miles driven and shdl file monthly affidavits Sating the number of days worked and the
number of miles driven, and further require that they maintain automohbile ligbility insurance in amounts of not
less than $100,000/$300,000 for persona injury, and $25,000 for property damage, or liability insurancein
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, shdl be maintained on file with the
City Clerk.

Labor Management Committee. Aspart of negotiation of the 2001-2002 collective bargaining agreement,
the parties to this contract agreed to convene alabor-management committee to discussissues related to
mileage reimbursement.  This committee will be convened in 2002 upon the request of the Union.  Thisarticle
7.5 shdl expire 12/31/02 unless affirmatively renewed by the parties.



ARTICLE 8- RESIDENCE

8.1

The resolution pertaining to residence approved July 26, 1979, under Council File No. 273378 shall apply to
al employees covered by this agreement.

ARTICLE 9- VACATION

9.1

9.2

9.3

Vacation credits shdl accumulate a the rates shown below for each full hour on the payroll, excluding overtime.

Years of Service Hours of Vacation
1<t year thru 4th year .0385 (10 days)
5th year thru Sth year .0616 (16 days)

10th year thru 15th year .0731 (19 days)
16th year thru 23rd year .0885 (23 days)
24th year and theresfter .1000 (26 days)

The Head of a Department may permit an employee to carry over up to one hundred and twenty (120) hours
of vacation into the following "vacation year." For the purpose of this Article the "vacation year" shdl be the
fiscal year (IRS payroll reporting yesr).

The above provisions of vacation shal be subject to the Saint Paul Sdlary Plan and Rates of Compensation,
Section |, Sub. H.

ARTICLE 10 - INSURANCE

Active Employee Insurance

10.1

10.2

The Employer will continue for the period of this agreement to provide for employees such hedth and life
insurance benefits as are provided by the Employer at the time of execution of this agreement.

Effective for the January, 2001 insurance premiums, for each digible employee covered by this agreement who
is employed full-time and who sdects single employee hedth insurance coverage provided by the Employer, the
Employer agreesto contribute $211.62 [amount of 2000 single premium] per month plus any incresse in the
2001 single hedth insurance premium up to $40.00 per month.  If the 2001 single hedlth insurance premium
increase is over forty ($40.00) dallars, the Employer will contribute 50% of the amount over forty ($40.00)
dollars. [For 2001, because the increase to the single premium is $18.22/month, the City continues to pay
100% of the single premium].

For each digible full-time employee who sdlects family health insurance coverage, the Employer will contribute
$406.62 [amount of 2000 family premium] per month plus $2.90 plus an amount equd to the 2001 single hedth
insurance premium increase up to forty ($40.00) dollars. If the 2001 single hedlth insurance premium increase
isover forty ($40.00) dollars, the Employer will contribute 50% of the amount over forty ($40.00) dollars. [For
2001, because the increase in the Single premium is $18.22/month, the Employer’ s contribution to the family
premium will be $427.74].

-10 -



ARTICLE 10 - INSURANCE (Continued)

10.3

104

The parties agree to the following arrangement for 2002 single insurance premiums with the explicit
understanding that language agreed to for any time period during 2002 sets no precedent one way or another
with regard to 2003. The parties must renegotiate the method for determining the Employer contribution for
2003. If an agreement on the levd of contribution for 2003 is not reached by the beginning of the 2003
insurance year, the City will follow its sandard procedure for processing of the premiums until an agreement is
reached (i.e. City follows language in effect on 12/31/02 until a successor agreement is reached):

Effective for the January 1, 2002 - June 30, 2002 insurance premiums, for each eigible employee covered by
this agreement who is employed full-time and who sdlects single employee hedlth insurance coverage provided
by the Employer, the Employer agrees to contribute the 2001 contribution plus an increase up to forty ($40.00)
dollars per month. If the single hedth insurance premium increase for 2001 exceeds forty ($40.00) per month,
the Employer will contribute 50% of the amount over forty ($40.00) dollars.

Effective for the duly 1, 2002- December 31, 2002 insurance premiums, for each eligible employee covered by
this agreement who is employed full-time and who sdlects single employee hedlth insurance coverage provided
by the Employer, the Employer agrees to contribute the 2001 contribution plus an increase up to the full
cost/month of the 2002 premium.

For each digible full-time employee who sdlects family health insurance coverage, the Employer will contribute
the 2001 contribution plus 60% of the family premium increase in 2002 up to $60.00. If the 2002 family
premium increase exceeds $100, the City will pay 40% of the excess increase.

If in ether year the number of plans increases, the increase will be based on the average premium.

For the purpose of this Article, full-time employment is defined as gppearing on the payroll an average of at
least 64 hours per biweekly pay period for the twelve (12) month period preceding the annua open enrollment
or specid enrollments or the six (6) month period preceding initid enrollment.

Three-quarter time employment is defined as gppearing on the payroll an average of at least 52 hours, but
less than 64 hours, per biweekly pay period for the twelve (12) month period preceding the annua open
enrollment or specid enrollments or the six (6) month period preceding initid enrollment.

Half-time employment is defined as appearing on the payroll an average of at least 40 hours, but less than 52

hours, per biweekly pay period for the twelve (12) month period preceding the annua open enrollment or
gpecid enrollments or Six (6) month period preceding initia enrollment.
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ARTICLE 10 - INSURANCE (Continued)

10.5

10.6

10.7

10.8

10.9

Part-time employees who are permanently appointed to a full-time (80 hours per biweekly pay period) position
after the commencement of the plan year, shdl be made digible for full-time benefits after they have completed
a leadt forty hoursin a monthly quaifying pay period as afull-time employee.

Full-time employees who are permanently appointed to a part-time (less than 80 hours per biweekly pay
period) position after the commencement of the plan year, shall be reduced to the benefit level applicable for
the hours scheduled by the department.  Such reduction shdl take effect on the first month the employee does
not complete amonthly qudifying pay period as afull-time employee.

For each digible employee covered by this agreement who is employed haf-time and who sdects employee
hedlth insurance coverage, the Employer agreesto contribute fifty percent (50%) of the amount contributed for
full-time employees sdecting employee coverage in the same insurance plan.

For each hdf-time employee who sdlects family hedth insurance coverage, the Employer will contribute fifty
percent (50%) of the amount contributed for full-time employees selecting family health insurance coveragein
the same insurance plan.

For each eligible employee covered by this agreement who is employed three-quarter time and who selects
employee health insurance coverage, the Employer agrees to contribute seventy-five percent (75%) of the
amount contributed for full-time employees sdecting employee coverage.

For each three-quarter time employee who selects family hedth insurance coverage, the Employer will
contribute seventy-five percent (75%) of the amount contributed for full-time employees selecting family hedlth
insurance coverage.

Notwithstanding Section 10.5, employees covered by this agreement and employed half-time prior to January
1, 1986 shdl receive the same hedlth insurance contributions as full-time employees. This Section 10.6 gpplies
only to employees who were employed haf-time during the month of December, 1985 and shdl continue to
aoply only as long as such employees remain continuoudy employed haf-time.

For each digible employee, the Employer agrees to contribute the cost of $20,000 of life insurance.

The contributions indicated in this Article 10 shall be paid to the Employer's Group Hedlth and Welfare Plan.

Any cogt of any premium for any City offered employee or family insurance coverage in excess of the dollar
amounts stated in this Article 10 shdl be paid by the employee.
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ARTICLE 10 - INSURANCE (Continued)

10.10

10.11

The Employer will provide a system whereby the employee's contribution toward the premiums for the
employee sdlected hedth insurance coverages can be paid on a pre-tax basis while the employee is recelving
taxable income through the City payrall system. Employees covered by this agreement will be digible to
participate in the Flexible Spending Account as offered by the Employer. The service fee charged to

participating employees shdl be paid by the Employer.

Employees covered by this agreement shal be digible to participate in the Dependent Care Reimbursement
Account offered by the Employer. The service fee charged to participating employees shdl be paid by the
Employer.

Retiree Insurance

10.12

Employees who retire must meet the following conditions at the time of retirement in order to be digible for the
Employer contributions, listed in Sections 10.13 through 10.16 below, toward a health insurance plan offered
by the Employer:

10.12(1) Bereceaiving benefits from a public employee retirement act at the time of retirement, and
10.12(2) Have savered higher relationship with the City of Saint Paul for reasons other than misconduct, and
10.12(3) Have completed at least 20 years with the City of Saint Paul or 15 yearsif receiving a dissbility

pension, excluding years of service with Independent School Didtrict #625 for employees hired by
or transferred to the City after March 31, 2001.

Early Retirees

10.13

This Section shdl apply to full time employees who:

10.13(1) Retireon or after January 1, 1996, and

10.13(2) Were appointed on or before December 31, 1995, and
10.13(3) Havenot attained age 65 at retirement, and

10.13(4) Meet the terms set forth in Section 10.12 above, and
10.13(5) Sdect ahedth insurance plan offered by the Employer

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

When such early retiree atains age 65, the provisons of Section 10.15 will apply.
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ARTICLE 10 - INSURANCE (Continued)

10.14

This Section shdl apply to full time employees who:

10.14(1) Retire on or after January 1, 1996, and

10.14(2) Were appointed on or after January 1, 1996, and
10.14(3) Havenot attained age 65 at retirement, and

10.14(4) Mest the conditions of Section 10.12 above, and
10.14(5) Sdect ahedth 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 sSingle or family hedlth insurance coverage. Any unused portion shdl not be paid
to the retiree.

When such early retiree atains age 65, the provisons of Section 10.16 shall apply.

Regular Retirees (Age 65 and over)

10.15

10.16

This Section shdl apply to full time employees who:

10.15(1) Retire on or after January 1, 1996, and

10.15(2) Were appointed on or before December 31, 1995, and
10.15(3) Have attained age 65 at retirement, and

10.15(4) Meet the terms set forth in Section 10.12 above, and
10.15(5) Sdect ahedth 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
hedlth insurance coverage offered by the Employer to regular retirees and their dependents. Any unused
portion of the Employer's contribution shal not be paid to the retiree.

This Section shall dso apply to early retirees who retired under the provisons of Section 10.13 when such
retirees attain age 65.

This Section shdl apply to full time employees who:

10.16(1) Retire on or after January 1, 1996, and

10.16(2) Were appointed on or after January 1, 1996, and
10.16(3) Have attained age 65 &t retirement, and

10.16(4) Meet the conditions of Section 10.12 above, and
10.16(5) Sdect ahedth 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.
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ARTICLE 10 - INSURANCE (Continued)

10.17

10.18

10.19

This Section shal aso apply to early retirees who retired under the provisions of Section 10.14 when such early
retirees atain age 65.

If an employee does not meet the condition of Section 10.12(3), but has completed at least ten (10) years of
service with the City, he/she may purchase single or family hedth insurance coverage through the Employer's
insurance program. Thetotd cost of such insurance coverage shdl be paid by the retiree.

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

Survivor Insurance: The surviving spouse of an employee carrying family coverage at the time of hisher degth
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 digible deceased
retiree.

It is further understood that coverage shal cease in the event of:

10.19(1) Subsequent remarriage of the surviving spouse of the deceased employee or retiree.

10.19(2) The employment of the surviving spouse or dependent where hedlth insurance is 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 health insurance for the first ninety (90) days of said
employment.

10.20 Additiona dependants beyond those of record at the time of retirement may not be added to the retire€' s hedlth

insurance plan a City expense after retirement.
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ARTICLE 11 - WORKING OUT OF CLASSIFICATION

111

Employer shdl avoid, whenever possble, working an employee on an out-of-class assgnment for a prolonged
period of time. Any employee working an out-of-class assgnment for a period in excess of fifteen (15)
consecutive working days during a year shal receive the rate of pay for the out-of-class assgnment in a higher
classfication not later than the sixteenth (16) day of such assgnment. For purposes of this Article, an
out-of-class assgnment is defined as an assgnment of an employee to perform, on afull-time basis, dl of the
ggnificant duties and respongbilities of a pogtion different from the employeegs regular postion, and whichisin
adlassfication higher than the classification held by such employee.

The rate of pay for an gpproved out-of-class assgnment shal be the same rate the employee would receive if
such employee received aregular gppointment to the higher classfication.

ARTICLE 12 - SENIORITY

121

12.2

12.3

Seniority, for the purpose of this agreement, shal be defined as follows: The length of continuous, regular and
probationary service with the Employer from the date an employee was first certified and appointed to a class
title covered by this agreement, it being further understood that seniority is confined to the current class
assgnment held by an employee. In cases where two or more employees are gppointed to the same classtitle
on the same date, the seniority shdl be determined by employeesrank on the digible list from which
certification was made.

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 be
laid off by classtitle within each department based on inverse length of seniority as defined above. However,
when layoff occursin any of the titles listed below under Column A, layoff shal be based on inverse length of
totd seniority in dl titles listed on the corresponding line under Column B. The Human Resources Department
will identify such least senior employee in the department reducing positions, and shdl notify said employee of
his’her reduction from the department.

If there are any vacanciesin any of the titles under Column B on which seniority was based, in any other City
department, the Human Resources Department shdl place the affected employee in such vacancy.

If two or more vacant positions are available, the Human Resources Department shall decide which vacant
positions the affected employee shdl fill. If no vacancy exidsin such titles, then the least senior City employee
in such titles shdl be identified, and if the employee affected by the origind departmental reduction is more
senior, he/she shdl have theright to claim that position and the least senior City employeein such titles shdl be
the employee laid off. For the purposes of this Article, the Board of Education is not included as a City
department nor isaBoard of Education employee included as a City employee.
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ARTICLE 12 - SENIORITY (Continued)

Column A

Deputy License Inspector |
Deputy License Inspector I
Engineering Aide |
Engineering Aide 1l

Fire Aidel

FireAidell

Housing Aidel

Housng Aidell

Housing Rehab Advisor |

Housing Rehab Trainee

Library Associate

Library Associate (PT)
Operations Asst- Town Sg. Park
Panning Aidel

Panning Aide I

Panning Assgant |

Panning Assgant 11

Recreation Center Director

Recreation Leader 11

Recreation Leader 111

Sanitarian Aide|

Column B

Deputy License Inspector |, Deputy License
Inspector |1

Deputy License Inspector |, Deputy License
Inspector |1

Engineering Aide |, Enginesring Aide I, Traffic
Eng. Aidell, Engr. Draftsman

Eng. Aidel, Eng. Aide Il, Traffic Engr. Aidell,
Engr. Draftaman

Fire Aidel, Fire Aidell

FireAidel, Fire Aidell

Housing Aide |, Housing Aide I1, Sanitarian
Aidel, Sanitarian Aide |

Housing Rehaiilitation Traineg, Housing
Rehabilitation Advisor |
Housing Rehaiilitation Trainee, Housing
Rehabilitation Advisor |

Recreation Leader |1, Rec. Leader I,
Rec. Director |, Rec. Center Director
Panning Aide |, Planning Aidell
Panning Asst. |, Planning Asst. 1
Panning Aide |, Planning Aidell
Panning Asst. |, Planning Asst. 1
Panning Aide |, Planning Aidell
Panning Asst. |, Planning Asst. 1
FManning Aide I, Planning Aide I,
Panning Asst. |, Planning Asst. 1
Recreation Leader |1, Rec. Leader 111
Recreation Director |, Operations
Asst.- Town Square Park

Rec. Leader |1, Rec. Leader I11,
Recreation Director |, Operations
Asst.- Town Square Park

Rec. Leader I, Rec. Leader |11,
Recreation Director |, Operations
Asst.- Town Square Park

Housing Aide |, Housing Aidelll
Sanitarian Aide |, Sanitarian Aide |
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ARTICLE 12 - SENIORITY (Continued)

Sanitarian Aidell Housing Aide |, Housing Aide Il
Sanitarian Aide |, Sanitarian Aidel|
Traffic Engr. Aidell Engineering Aide |, Enginesring
Aidell, Traffic Engineering Aidell
Val. & Assess. Aidel Va/AssessAidel, Va/Assess Aidelll
Vd. & Assess Aidelll Va/AssessAidel, Va/Assess Aidelll
12.4 Incaseswhere there are promotiona series, such as Technician 1, 11, 111, etc., when the number of employees

125

12.6

12.7

12.8

in these higher titlesis to be reduced, employees who have held lower titleswhich arein this bargaining unit will
be offered reductions to the highest of these titles to which class seniority would keep them from being lad off,
before layoffs are made by any classtitle in any department.

It is understood that such employeeswill pick up their former seniority dete in any class of positions thet they
previoudy hdd.

Recdl from layoff shdl bein inverse order of layoff, except that recal rights shdl expire after two years of
layoff.

Employees assigned to these divisons in the police Department: Impound Lot, Property Room,
Communication Center, and/or Records, shdl be alowed to bid for work shifts (i.e. midnights, days and
afternoons), on the basi's of seniority when avacancy occurs within the employees classification in ther divison.

In the event the employer believesit is necessary to merge, contract out or subcontract any public work
performed by employees covered by this Agreement which may lead to layoff, the Employer will notify the
Union no less than forty-five (45) calendar daysin advance. During the forty-five (45) days, the Employer will
meet with the Union and discuss possible options to contracting out or ways and means to minimize the
elimination of postions.

ARTICLE 13 -DEFERRED COMPENSATION

131

13.2

Beginning January 1, 2002, employees who have their completed twenty (20) years of service shal have a
$75.00 deferred contribution match paid by the Employer as indicated in the digibility requirements below.

The Employer will match contributions by the first paycheck closest to October 1 of the planyear.
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ARTICLE 13 -DEFERRED COMPENSATION (Continued)

13.3 Hligibility Requirements
A.

B.

Employees mugt have been in the Technica bargaining unit effective 1/1 of the plan yesar.

Quadifying years of service (determined by date of hire) must have been atained by 1/1 of the plan year.

Employees cannot have been on lay off from City employment during the 12 month time period preceding
July 1 of the plan yesar.

Employees must have the full amount ($75.00) of their contribution made by September 1 of the plan year
(or by the employee' sdate of separation from this bargaining unit, if such separation occurs before
September 1) in order to receive the Employer match.

Employees separated for cause from this bargaining unit are specificaly excluded from the Employer match

program.

ARTICLE 14 - BULLETIN BOARDS

14.1 The Employer shdl provide reasonable bulletin space for use by the Union in posting notices of Union business
and activities. Said bulletin board space shall not be used by the Union for poalitical purposes other than Union
elections.

Use of this bulletin board is subject to approva of the Department Head.

ARTICLE 15- WAGES

15.1 Thewage schedule, for purposes of this contract, shal be Appendix A, attached hereto. Both parties agree
that the inclusion of the classfications and sdary rangesin Appendix A does not preclude the Employer from
the following:

15.1(1)
15.1(2)
15.1(3)
15.1(4)
15.1(5)

Reorganizing

Aboalishing dassfications
Egtablishing new dassfications
Regrading dassfications
Redassifying postions

Both parties dso agree that titles and gradesin Appendix A refer to employees in the positions at the date of
sgning of the agreement. No employee in this bargaining unit shal suffer any reduction in salary because of a
regrading or reclassfication during the contract period in which such regrading or reclassification takes place.
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ARTICLE 15 - WAGES (Continued)

152

Individual employees may request an audit of their position whenever the nature of the work and/or
respongbilitiesin their pogtion have subgtantidly changed. When an employee has submitted a fully completed
job profile to his’er supervisor requesting a classification sudy of their position, reponsible Managersin the
Department where the employee works shal have forty (40) caendar days to complete their portion of the
JAQ and forward it to the Office of Human Resources. The staff of the Office of Human Resources will
complete the sudy within fifty (50) days after the fully completed job profile is submitted to Human Resources
by the employee’ s supervisors.

If the Employer finds the employee has assumed a higher level of responsbility but does not want the employee
working at that level on a permanent basis, the Employer will present the employee with awritten list of duties
which the employee is expected to cease performing.

ARTICLE 16 - MAINTENANCE OF STANDARDS

16.1

The parties agree that adl conditions of employment relating to wages, hours of work, overtime differentids,
vecations and dl other generd working conditions shal be maintained a not less than the highest minimum
gandard set forth in the Civil Service Rules of the City of Saint Paul and the Saint Paul Sdary Plan and Rates of
Compensation at the time of the Sgning of this agreement, and the conditions of employment shdl be improved
wherever specific provisons for improvement are made e sewhere in this agreement.

ARTICLE 17 - LEAVES OF ABSENCE

171

17.2

L eave of Absence - After three months of employment, an employee may make gpplication for aleave of
absence not to exceed one year. A leave of absence shdl be granted on the basis established in the Civil
Service Rules (Resolution No. 3250).

Sick Leave - Sick Leave shal accumulate at the rate of .0576 of aworking hour for each full hour on the
payrall, excluding overtime. Sick leave accumulation isunlimited. To be digible for sck leave, employees must
report to their supervisor no later than one-haf hour past their regular scheduled starting time. The granting of
sck leave shall be subject to the terms and provisions of Resolution No. 3250 of the City of Saint Paul.

For absences due to sickness of seven (7) or fewer calendar days, the Employer shdl require aphysician's
certificate or additiona certificates only when there is reason to suspect abuse of sick leave or to verify that an
employeeisfit to return to hisor her pogtion. The Employer's requirement of a certificate under this section
shall not be arbitrable.
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ARTICLE 17 - LEAVES OF ABSENCE (Continued)

17.3

17.4

17.5

17.6

17.7

17.8

Any employee who has accumulated sick leave credits as provided above shall be granted leave with pay for
such period of time as the Head of the Department deems necessary, on account of sickness or injury of the
employee, quarantine established by a public health enforcement agency, death of the employeg's mother,
father, spouse, child, brother, sster, mother-in-law, father-in-law, or other person who is a member of the
household; and may be granted leave with pay for such time asis actudly necessary for office vigtsto a doctor,
dentist, optometrist, etc.

L eave Without Pay - Any employee who engages in active service in time of war or other emergency
declared by proper authority of any of the military or navad forces of the State or of the United States for which
leave is not otherwise dlowed by law shdl be entitled to leave of absence from employment without pay during
such service with right of reinstatement and subject to such conditions as are imposed by law.

Such leaves of absence as are granted under Article 18 shall conform to Minnesota Statutes Section 192, as
amended from time to time and shal confer no additiond benefits other than those granted by said Satute.

Jury Duty - Employees required during their regular working hours to appear in court as jurors or witnesses,
except in their own behaf againg the City, shdl be paid their regular pay while so engaged, provided that any
feesthat the employee may receive from the court for such service shdl be paid to the City and be deposited
with the City Finance Director. Any employee scheduled to work a shift other than the normal daytime shift
shdl be rescheduled to work the normd daytime shift during such time as he/sheis required to gppear in court
asajuror or witness.

Education L eave - Leave with pay may be granted for education purposes &t the option of the Employer.

Funeral Leave - Any employee who has accumulated sick leave credits, as provided in the Civil Service
Rules, shdl be granted one day of such leave to attend the funerd of the employee's grandparent or grandchild.

An employee eected or appointed to afull-time paid position by the exclusive representative may be granted a

leave of absence without pay for not more than one year for the purpose of conducting the duties of the
exclugve representative.
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ARTICLE 17 - LEAVES OF ABSENCE (Continued)

17.9

17.10

17.11

17.12

Maternity and Parental L eave - Pregnant employees of the City of Saint Paul shal be eigible for the use of
paid sick leave and unpaid 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 isdisabled in terms of her ahility to perform the duties of her pogtion.

A twelve (12) month Parental |eave of absence without pay shdl be granted to a natural parent or an adoptive
parent, who requests such leave in conjunction with the birth or adoption of achild. Such leave may be
extended an additiona tweve (12) months by mutual agreement between the employee and the Employer.
Refusd on the part of the Employer to grant an extension of such leave shdl not be subject to the provisions of
Article 6 of this agreement.

Employees who return following such leaves of aosence shdl be placed in a position of equivaent sdary and
tenure as the one held just prior to the beginning of their leave.

An employee may use persona sick leave benefits provided by the employer for absences due to an illness of
or injury to the employee' s child for such reasonable periods as the employee s attendance with the child may
be necessary, on the same terms the employee is able to use sick leave benefits for the employee s own illness
or injury. This section applies only to persond sick leave benefits payable to the employee from the employer’s
general assets.

For purposes of this section, “persona sick leave benefits’ means time accrued and available to an employee to
be used as areault of absence from work due to persond illness or injury, but does not include short-term or
long-term disability or other sdlary continuation benefits.

An employee shdl be granted up to atotal of sixteen (16) hours during a school year to attend school
conferences or classroom activities related to the employee's child, provided the conference 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 operations of the Employer.
An employee shdl be dlowed to use vacation or compensatory time for this leave; otherwise, this leave shdl be
without pay.

Voluntary Unpaid L eave of Absence - A full-time employee may be granted up to 480 hours of voluntary
leave of absence without pay during the fiscal year. During such leave of aisence, the employee shdl continue
to earn and accrue vacation and sick leave, seniority credits and maintain insurance digibility as though he or
shewere on the payroll. Any leave of absence granted under this provison is subject to approva of the
Department Heed.
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ARTICLE 18- MILITARY LEAVE OF ABSENCE

18.1

Pay Allowance - Any employee who shdl be a member of the Nationd Guard, the Nava Militia or any other
component of the militia of the state, now or hereafter organized or condtituted under Sate or federd law, or
who shall be amember of the Officer's Reserve Corps, the Enlisted Reserve Corps, the Naval Reserve, the
Marine Corps Reserve or any other reserve component of the military or nava force of the United States, now
or hereafter organized or congtituted under Federd law, shall be entitled to |leave of absence

from employment without loss of pay, seniority satus, efficiency rating, vacation, Sck leave or other benefits for
al the time when such employee is engaged with such organization or component in training or active service
ordered or authorized by proper authority pursuant to law, whether for state or federal purposes, provided that
such leave shdl not exceed atota of fifteen (15) daysin any cdendar year and further provided that such leave
shdl be dlowed only in case the required military or navd sarviceis satisfactorily performed, which shall be
presumed unless the contrary is established.

Such leave shdl not be alowed unless the employee (1) returnsto his’her position immediately upon being
relieved from such military or nava service and not later than the expiration of time herein limited for such leave,
or (2) is prevented from so returning by physica or menta disability or other cause not due to such employee's
own fault, or (3) isrequired by proper authority to continue in such military or nava service beyond the time
herein limited for such leave.

ARTICLE 19- MANAGEMENT RIGHTS

191

19.2

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

A public employer is not required to meet and negotiate on matters of inherent managerid policy, which include,
but are not limited to, such areas of discretion or policy as the functions and programs of the Employer, and
organizationa structure and sdlection and direction and number of personnel.

ARTICLE 20 - DISCIPLINE

20.1

20.2

The Employer will discipline employees for just cause only. Discipline will be in the form of:

20.1(1)  Ord reprimand,
20.1(2)  Written reprimand,
20.1(3)  Susgpenson;
20.1(4) Reduction;

20.1(5) Discharge.

Suspensons, reductions and discharges will be in written form.
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ARTICLE 20 - DISCIPLINE (Continued)
20.3 Employees and the Union will receive copies of written reprimands and notices of suspension and discharge.

20.4  Any member of the bargaining unit may, during usua working hours, with the gpprova of the supervisor, review
any materid placed in the employee's personnd file, after first giving proper notice to the supervisor in custody
of suchfile

20.5 Dischargeswill be preceded by afive (5) working day preliminary suspension without pay. During said period,
the employee and/or Union may request, and shall be entitled to a meeting with the Employer representative
who initiated the sugpension with intent to discharge.

During said five (5) working day period, the Employer may affirm, modify or withdraw the suspenson and
discharge.

20.6 Anemployeeto be questioned concerning an investigation of disciplinary action shdl have the right to request
that a Union representative be present.

20.7 Grievancesrdating to this Article shal be processed in accordance with the grievance procedure under Article
6.

20.8  Any written reprimand made concerning any member of this Bargaining Unit which isfiled with the Office of
Human Resources or within any City department shdl be shown to the member beforeit is placed on file,
Before the reprimand is placed on file, the City shdl request from the employee an acknowledgment, in writing,
that the reprimand has been read by said employee.

ARTICLE 21 - VACANCIES

21.1 TheHuman Resources Office will inform dl departments that the department's timekeegper shall post notices of
al job vacanciesin their department at least five days before submitting a requisition to the Human Resources
Office.

ARTICLE 22 - LEGAL SERVICES
22.1 Except in cases of mdfeasance in office or willful or wanton neglect of duty, the Employer shdl defend, save
harmless, and indemnify employees againg tort claims or demands, whether groundless or otherwise, arising out

of aleged acts or omission occurring in the performance or scope of the employee's duties.

22.2  Notwithstanding Section 22.1, the Employer shal not be responsible for paying any legd service fee or for
providing any legd service arising from any legd action where the employee is the Plaintiff.
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ARTICLE 23- NO STRIKE - NO LOCKOUT

23.1 Naeither the Union, its officers or agents, nor any of the employees covered by this agreement will engagein,
encourage, sanction or support any srike, or the withholding in whole or in part of the full performance of ther
duties during the life of this agreement, except as specificaly alowed by the Public Employment Labor
Rdations Act. Inthe event of aviolation of this Article, the Employer will warn employees of the consequences
of their action and shdl indruct them to immediately return to their normal duties.

Any employee who falls to return to hisher full duties within twenty-four (24) hours of such warning may be
subject to the pendties provided in the Public Employment Labor Relations Act.

23.2 Nolockout, or refusd to dlow employees to perform available work, shdl be ingtituted by the Employer and/or
its gppointing authorities during the life of this agreement.

ARTICLE 24 - SEVERANCE PAY

24.1 The Employer shdl provide a severance pay program as sat forth in this Article.

24.2 To bedigiblefor the severance pay program, an employee must meet the following requirements.

24.2(1)

24.2(2)

24.2(3)

24.2(4)

The employee must be 58 years of age or older or must be digible for penson under the "rule
of 85" or the "rule of 90" provisons of the Public Employees Retirement Association (PERA).
The"rule of 85" or the "rule of 90" criteriashdl aso apply to employees covered by apublic
pension plan other than PERA.

The employee must be voluntarily separated from City employment or have been subject to
separaion 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.

The employee must have at least ten (10) years of consecutive service under the classified or
unclassified Civil Service a the time of separation. For the purpose of this Article, employment
in either the City or in the Independent School District No. 625 may be used in meeting this ten
(10) year service requirement. Years of service with 1SD #625 will be excluded for employees
hired by or transferred to the City of St. Paul after 3/31/2001.

The employee mugt file with the Human Resources Director awaiver of re-employment which
will dearly indicate that by requesting severance pay, the employee waives al damsto
reingtatement or re-employment (of any type) with the City or with Independent School Digtrict
No. 625.
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ARTICLE 24 - SEVERANCE PAY (Continued)

24.3

244

24.5

24.6

24.7

24.8

24.9

24.10

24.11

24.12

24.2(5) The employee must have accumulated a minimum of sixty (60) days of sick leave credits & the
time of hisher separation from service.

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 postion held
by the employee on the date of separation for each day of accrued sck leave, subject to a maximum of 200
accrued sick leave days.

The maximum amount of money that any employee may obtain through this severance pay program is $6,500.

For the purpose of this severance program, a desth of an employee shall be considered as separation of
employment, and if a the time of his’her deeth, the employee would have met dl of the requirements set forth
above, payment of the severance pay will 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 Digrict No. 625 employment is not considered a separation of employment, and such transferee shdl
not be digible for the City saverance program.

The manner of payment of such severance pay shdl be made in accordance with the provisons of City
Ordinance No. 11490.

This severance pay program shal be subject to and governed by the provisions of City Ordinance No. 11490,
except in those cases where the specific provisions of this Article conflict with said ordinance, and in such
cases, the provisons of this Article shdl contral.

The provisions of this Article shdl be effective as of December 24, 1983.

Any employee hired prior to December 31, 1983 may, in any event, and upon meeting the qudifications of this
Article or City Ordinance No. 11490, as amended by City Ordinance No. 16303, Section 1, Section 6, draw
severance pay. However, an eection by the employee to draw severance pay under either this Article or the
ordinance shdl congtitute a bar to recelving severance pay from the other. Any employee hired after December
31, 1983 shdl only be entitled to the benefits of this Article upon meeting the qudifications herein.

Sections 24.12 through 24.18 shdl apply only to employees appointed on or after January 1, 1990 to atitle
covered by this agreement.

The Employer shdl provide a severance pay program as et forth in Sections 24.13 through 24.18.
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ARTICLE 24 - SEVERANCE PAY (Continued)

24.13

24.14

24.15

24.16

24.17

24.18

To bedigible for the severance pay program, an employee must meet the following requirements:

24.13(1) Theemployee must be voluntarily separated from City employment or have been subject to
separation by lay-off 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.

24.13(2) The employee mud file awaiver of re-employment with the Human Resources Director, which will
clearly indicate that by requesting severance pay, the employee waives dl clamsto reinstatement or
re-employment (of any type), with the City or with Independent School Digtrict No. 625.

24.13(3) The employee must have an accumulated balance of at least eighty (80) days of sick leave credits at
the time of his’her separation from sarvice.

If an employee requests saverance pay and if the employee meets the digibility requirements set forth above, he
or shewill be granted severance pay in an amount equa to one-half of the dally rate of pay for the pogtion hed
by the employee on the date of separation for each day of accrued sick leave subject to a maximum as shown
bel ow based on the number of years of service in the City.

Y ears of Service with the City Maximum Sever ance Pay
AtlLeast 20 $ 5,000
21 6,000
22 7,000
23 8,000
24 9,000
25 10,000

For the purpose of this severance program, a desth of an employee shall be considered as separation of
employment, and if a the time of his or her desth the employee would have met dl of the requirements set forth
above, 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
Schoal Disgtrict No. 625 employment is not considered a separation of employment, and such transferee shdl
not be digible for the City saverance program.

The manner of payment of such severance pay shdl be made in accordance with the provisons of City
Ordinance No. 11490.

This severance pay program shal 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. In such cases,
the provisons of this Article shdl control.
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ARTICLE 24 - SEVERANCE PAY (Continued)

24.19 Notwithstanding Section 24.11, any employee hired prior to January 1, 1990 may, upon meeting the

qudification of Section 24.13, draw severance pay in accordance with Section 24.14. However, an election
by the employee to draw such severance pay shall congtitute a bar to receiving severance pay from any other.
Any employee hired on or after January 1, 1990 shall only be entitled to the benefits of Sections 24.12 thru
24.18.

ARTICLE 25- TEMPORARY EMPLOYEES

25.1

It is recognized that temporary employees are within the unit covered by this agreement, however, except as
specificaly provided by this agreement, temporary employees shdl not have or acquire any rights or benefits
other than specificaly provided by the provisions of the Civil Service Rules and/or the Saint Paul Sdary Plan
and Rates of Compensation.

ARTICLE 26 - NONDISCRIMINATION

26.1

26.2

26.3

The terms and conditions of this agreement will be applied equaly to employees without regard to, or
discrimination for or against any individual because of race, color, creed, sex, age, disability, or because of
membership or nonmembership in the Union.

Employees will perform their duties and respongibilities in a nondiscriminatory manner as such duties and
responsibilities involve other employees and the generd public.

Any member of the bargaining unit may file a grievance or discrimination complaint and there shdl be no
retaiation by the City of Saint Paul for such action.

ARTICLE 27 - SICK LEAVE USAGE FOR DEPENDENT CARE

27.1

27.2

In the case of aseriousillness or disability of aparent or household member, the Head of the Department shall
grant leave with pay in order for the employee to care for or make arrangements for the care of such sick or
disabled persons. Such paid leave shdl be drawn from the employee's accumulated sick leave credits. Use of
such sick leave shdl be limited to 40 hours per incident. An employee may use sick leave for absences dueto
an illness of the employee's child for such reasonable periods as the employee's attendance with the child may
be necessary, on the same terms the employee is able to use sick leave for his or her own illness. An employee
may aso use up to forty (40) hours per incident to arrange for the care of aserioudy ill or disabled child.

The Head of the Department or the Director of Human Resources may require a physcian's certificate or

additional certificates at any time during an employee's use of sick leave for the purposes stated in Section 27.1
above. All such certificates shdl be forwarded by the appointing officer to the Office of Human Resources.
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ARTI

27.3

274

ARTI

28.1

28.2

28.3(a)

28.3(b)

CLE 27 - SICK LEAVE USAGE FOR DEPENDENT CARE (Continued)

If an employeeis absent because of the provisions of Section 27.1 for three or fewer calendar days he/she shall
submit to the Head of the Department a certificate Sgned by the employee stating the nature of the child,

parent, or household member's Sickness. If the sickness continues for more than three calendar days, no further
sck leave shdl be granted unless or until a physician is consulted. The sick leave may be continued from and
include the day of consultation, but only if a certificate sgned by the physician certifying to the nature and period
of the person's sickness is submitted to and approved by the Head of the Department and forwarded to the
Office of Human Resources.

No sick leave shdl be granted for the above reasons unless the employee reports to hisher Department Head
the necessity for the absence not later than one-haf hour after his’her regularly scheduled time to report for
work, unless he/she can show to the satisfaction of the Department Heed that the failure to report was
excusable.

An employee shal be paid under the provisions of this paragraph only for the number of days or hours for
which he/she would normally have been paid if he/she had not been on sick leave.

CLE 28 SAFETY

The Employer and Employee shdl cooperate in the enforcement of dl applicable regulations for the
enforcement of job safety. If an employee feds that hisher work duties or responsibilities require such
employee to be in astuation that violates state safety laws or legdly promulgated standards, the matter shdl be
immediately consdered by the Employer.

For those employees required by the Employer to wear safety shoes or boots, the Employer agreesto
contribute $75.00 per caendar year toward the purchase of one pair of such shoes or boots and shall not be
responsible for any additiona cost for that year. Employees may carry over up to atotd of $150 for the
purchase of shoes. Reimbursement shal be made only after investigation and approva by the immediate
supervisor of the employees.

When the Employer establishes Labor/Management Safety Committees, the Union will sdect its own
members to participate.

When the Employer establishes Accident and Incident Review Boards, the Unions will
not be required to participate.
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ARTICLE 29 - UNIFORM REIMBURSEMENT

29.1 Thesdzeof dl uniform reimbursements shdl increase on the first day of each year of the contract by the same
percentage amount as the generd increase.

29.2  Frelnspectors who are required to wear a specified uniform shall be reimbursed for uniform items purchased
up to $425.25 per calendar year.

29.3 Water Meter Technicians who are required to wear a specified uniform shdl receive an initid issue and,
thereafter, a uniform reimbursement for uniform items purchased up to $258.96 per caendar year.

29.4 The Employer will pay the cost of laundering lab coats for Hedlth Lab Technicians.

29.5 Community Liaison Officers who are required to wear a specified uniform shall receive a one-time uniform
reimbursement for uniform items purchased up to $300.00

29.6 Employeesin the above sections of this article will be required to wear the uniform while on duty. Except for
the Heath Department Lab Technicians for whom the City provides laundry service, employees will dso be
responsible for the care and upkeep of their uniforms.

29.7 The Employer shdl determine the process for the reimbursement of uniform items purchased.
ARTICLE 30-SPECIAL EMPLOYMENT TITLES

30.1  Upon completion of 1040 working hours, excluding overtime hours, employees working in " Specid
Employment" titles recognized by the Bureau of Mediation Services as being gopropriatdy included in this
bargaining unit shall be digible for benefits under this agreement on the same basis as al other employees
covered by this agreement.

ARTICLE 31- TERMSOF AGREEMENT

31.1 Complete AGREEMENT and Waiver of Bargaining - This agreement shal 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 proposas 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 st forth in this agreement. Therefore, the Employer and the Union, for the life of this agreement, each
voluntarily and unquaifiedly waives the right, and each agrees that the other shal 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 31- TERMSOF AGREEMENT (Continued)

31.2 Savings Clause - This agreement is subject to the laws of the United States, the State of Minnesota, and the
City of Saint Paul. In the event any provision of this agreement shdl hold to be contrary to law by a court of
competent jurisdiction from whose fina judgment or decree no appedal has been taken within the time provided,
such provison shdl bevoided. All other provisons shdl continue in full force and effect.

31.3 Term of Agreement - Thisagreement shdl bein full force and effect from
January 1, 2001 thru December 31, 2002 and shdl be automatically renewed from year to year thereafter
unless either party shdl notify the other in writing thet it desires to modify or terminate this agreement. In
witness whereof, the parties have caused this agreement to be executed this day of April, 2001.

(The date was handwritten in the origind sgnature copy.)

31.4 Thisconditutes a tentative agreement between the parties which will be recommended by the Director of Labor
Redations, but is subject to the gpprova of the Adminigration of the City and the City Council, and isaso
subject to ratification by Loca Union No. 1842.

WITNESSES:

FORTHECITY LOCAL UNION NO. 1842, DISTRICT
COUNCIL NO. 14 OF THE AMERICAN
FEDERATION OF STATE, COUNTY AND
MUNICIPAL EMPLOYEESAFL-CIO

Katherine L. Megarry Kurt Errickson

Director of Labor Relations Business Representative

Robin Madsen
President
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APPENDIX A
BIWEEKLY RATES

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

Effective January 1, 2001 (closest pay period)
Effective January 1, 2002 (closest pay period)

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

A

(1)
663.
683.

677.
697.

692.
712.

709.
730.

718.
739.

52
43

25
57

08
84

18
46

34
89

B

(2)
688.
709.

703.
724.

714.
736.

728.
750.

747.
770.

62
28

51
62

90
35

59
45

98
42

C

(3)
711.
732.

724.
745.

739.
762.

753.
776.

771.
795.

2.725% increase
3% increase

GRADE 01A

527A MODI FI ED DUTY WORKER- TECHNI CAL

SALARY STEPS CREATED AS NEEDED - TITLE USED ONLY
UPON | NSTRUCTI ON FROM - WORKER S COWP.

GRADE 001

D E F 10-yr.

(4) (5) (6) (7
44 736.58 759.37 790.17 807.31
78 758.68 782.15 813.88 831.53

GRADE 002

01 749.07 776.49 803.93 822.13
73 771.54 799.78 828.05 846.79

GRADE 003

98 767.29 793.58 822.13 842.69
18 790.31 817.39 846.79 867.97

GRADE 004

68 780.95 813.02 842.69 858.68
29 804.38 837.41 867.97 884.44

GRADE 005

93 795.93 825.55 856.38 875.79
09 819.81 850.32 882.07 902.06

A-1

15-yr.

(8)
835.
860.

855.
881.

871.
897.

890.
916.

907.
934.

68
75

34
00

56
71

07
77

46
68

20-yr.

(9)
852.
877.

871.
897.

888.
914.

906.
933.

923.
951.

18
75

83
98

04
68

57
77

93
65

25-yr.

(10)
868.
894.

888.
914.

904.
931.

923.
950.

940.
968.

67
73

30
95

49
62

06
75

45
66



12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00

12/ 29/ 01

734.
756.

(1)
750.
772.

768.
791.

782.
805.

797.
820.

A

(1)
724.

29
32

24
75

52
58

19
66

01
92

76

25-yr.

(11)

1075. 54

A

(1)
746.

50

25-yr.

(11)

1107. 81

757.
779.

(2)

776.
799.

793.
817.

813.
837.

825.
850.

3no.

(2)

14
85

49
78

58
39

02
41

55
32

787.
811.

C
(3)
803.
828.

824.
848.

842.
867.

856.
882.

6no.

(3)

GRADE 006

88 814.12
52 838.54

GRADE 007

D

(4)
93 831.19
05 856.13

GRADE 008

11 851.69
83 877.24

GRADE 009

69 869.96
97 896. 06

GRADE 010

37 888.06
06 914.70

GRADE 10R

844
870

(5
863
889

883.
910.

902.
929.

921.
949.

.92
.27

)
.24

.14

72
23

03
09

39
03

875
902

(6
896
923

919.
946.

939.
967.

956.
985.

548 RECREATI ON LEADER

1-yr 2-yr
(4) (5)

3-yr
(6)

4

.79
. 06

)
.31

. 20

12
69

70
89

80
50

_yr‘
(7)

776.99 829.25 881.47 913.16 946.51 0981

3no.

(2)

6no.

(3)

1-yr 2-yr
(4) (5)

3-yr
(6)

4

_yr‘
(7)

800. 30 854.13 907.91 940.55 974.91 1011

A-2

894. 04
920. 86

10-yr.
(7)

919. 12
946. 69

939.70
967. 89

959. 09
987. 86

980. 75
1010. 17

10-yr.

(8)
.92 1005

10-yr.

(8)
.38 1036

929. 44
957. 32

15-yr.
(8)

953. 77
982. 38

973. 48
1002. 68

996. 66
1026. 56

1017. 44
1047. 96

(9)
.86 1042

(9)
.04 1073

15-yr.

15-yr.

945.
974.

94
32

20-yr.

(9)
970.
999.

989.
1019.

1013.
1043.

1033.
1064.

28
39

97
67

13
52

92
94

20-yr.

(10)

.56 1059.

20-yr.

(10)

. 84 1090.

962.
991.

41
28

25-yr.

(10)
986.
1016.

1006.
1036.

1029.
1060.

1050.
1081.

03

80

76
36

45
64

61
50

42
93



12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

815.
839.

(1)
832.
857.

852.
878.

871.
897.

889.
916.

912.
939.

(1)

30
76

40
37

95
54

19
33

49
17

27
64

11. 42
11.76

844.
870.

(2)
863.
889.

883.
910.

902.
929.

921.
949.

945.
973.

B
(2)

92
27

24
14

72
23

03
09

39
03

36
72

13.93
14.35

GRADE 011

875.79 904.13
902. 06 931.25

GRADE 012
C D
(3) (4)

896. 31 929.02
923.20 956. 89

GRADE 013

919.12 949.71
946. 69 978. 20

GRADE 014

939.70 972.73
967. 89 1001.91

GRADE 015

340A VI DEO
956. 80 993.31
985.50 1023.11

GRADE 016

943. 11
971. 40

(5)
964. 74
993. 68

989. 91
1019. 61

1009. 30
1039. 58

980. 75
1010. 17

F
(6)
1002. 41
1032. 48

1027. 50
1058. 33

1049. 20
1080. 68

1002.
1032.

41
48

10-yr.

(7)
1025.
1056.

1053.
1085.

1076.
1108.

PRODUCTI ON ASSI STANT

1032. 09 1076.59 1099.
1063. 05 1108. 89 1132.

037A SERVI CE WORKER [ I |

981.92 1019.54 1058. 32 1099. 41 1125.
1011. 38 1050. 13 1090.07 1132.39 1159.

GRADE 16U
C D
(3) (4)
16.44  18.92
16.93  19.49

A-3

24
00

74
35

59
89

41
39

65
42

1040.
1071.

62
84

15-yr.

(8)
1064.
1096.

1093.
1126.

1115.
1149.

1142.
1176.

1170.
1205.

97
92

88
70

92
40

54
82

37
48

1057.
1088.

11
82

20-yr.

(9)
1081.
1113.

1110.
1143.

1132.
1166.

1159.
1193.

1186.
1222.

43
87

36
67

41
38

03
80

84
45

1073.
1105.

61
82

25-yr.

(10)
1097.
1130.

1126.
1160.

1148.
1183.

1175.
1210.

1203.
1239.

92
86

87
68

88
35

50
77

34
44



12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

930. 53
958. 45

A
(1)

951. 08
979. 61

972.
1001.

995.
1025.

1019.
1050.

73
91

58
45

54
13

GRADE 017

964. 74 1002.41 1041.26 1082.28 1126.84 1157.60 1200.43 1216.91 1233. 39
993. 68 1032.48 1072.50 1114.75 1160.65 1192. 33 1236.44 1253.42 1270. 39

B
(2)

GRADE 018
C D
(3) (4)

E
(5)

F
(6)

10-yr.

(7)

15-yr.

(8)

20-yr.

(9)

25-yr.

(10)

989.91 1027.50 1065.73 1109.68 1154.19 1181.57 1229. 38 1245.89 1262. 37
1019. 61 1058. 33 1097.70 1142.97 1188.82 1217.02 1266.26 1283.27 1300. 24

1009.
1039.

1034.
1065.

1058.
1090.

30
58

35
38

32
07

GRADE 019

1049. 20 1091. 77
1080. 68 1124.52

GRADE 020

1077.72 1122. 25
1110. 05 1155.92

GRADE 021

1099. 41 1141.99
1132.39 1176. 25

GRADE 022

121A ADAPTI VE RECREATI ON

1135.
1170.

1165.
1200.

1189.
1225.

94
02

62
59

55
24

1181.
1217.

1212.
1248.

1239.
1276.

284A CI' TY PLANNI NG Al DE
618 DENTAL ASSI STANT

167 ENG NEERI NG Al DE |
313A HEALTH & ED ASST- CAMBODI AN/ ENG
312A HEALTH & ED ASST- HVONG ENG
311A HEALTH & ED ASST- SPANI SH ENG

064A HEALTH & EDUCATI ON ASSI STANT
410A LI CENSE AND PERM T Al DE

57
02

40
77

77
96

1211.
1247.

1243.
1280.

1271

24
58

20
50

.70
1309.

85

ASS| STANT

351A NUT ASST I -BI LI NGUAL HMONG ENG
364A NUT ASST | -BI LI NGUAL SPAN ENG
066A NUTRI TI ON ASSI STANT |
606 WATER LABORATORY Al DE

1041. 26 1082.28 1126.84 1175.86 1222.62 1273.99 1307.11
1072.50 1114.75 1160.65 1211.14 1259.30 1312.21 1346. 32

1258.
1296.

1291.
1330.

1322.
1361.

37
12

97
73

07
73

1274.
1313.

1308.
1347.

1338.
1378.

86
11

45
70

55
71

1291.
1330.

1324.
1364.

1355.
1395.

34
08

96
71

06
71

1357.99 1374.47 1390. 95
1398. 73 1415.70 1432. 68



GRADE 22E

252A ENVI RONMENTAL HEALTH Al DE
252M MODI FI ED DUTY WORKER- TECHNI CAL

A B Cc D E F 5-yr. 6-yr. 10-yr. 15-yr.
(1) (2) (3) (4) (5) (6) (7) (8) (9) (10)
12/30/00 1041.26 1082.28 1126.84 1175.86 1243.20 1293.39 1348.15 1399.49 1436.07 1495.82
20-yr. 25-yr.
(11) (12)
1512. 30 1528.77
A B Cc D E F 5-yr. 6-yr. 10-yr. 15-yr.
(1) (2) (3) (4) (5) (6) (7) (8) (9) (10)
12/29/01 1072.50 1114.75 1160.65 1211.14 1280.50 1332.19 1388.59 1441.47 1479.15 1540. 69
20-yr. 25-yr.
(11) (12)
1557. 67 1574.63
GRADE 22L
066L NUTRI TI ON ASSI STANT | -- LARGE
A B Cc D E F 10-yr 15-yr 20-yr 25-yr
(1) (2) (3) (4) (5) (6) (7) (8) (9) (10)
12/30/00 1105.26 1146.28 1190.84 1239.86 1286.62 1337.99 1371.11 1421.99 1438.47 1454.95
12/29/01 1136.50 1178.75 1224.65 1275.14 1323.30 1376.21 1410.32 1462.73 1479.70 1496. 68
GRADE 22M
066M NUTRI TI ON ASSI STANT | -- MEDI UM
12/30/00 1093.26 1134.28 1178.84 1227.86 1274.62 1325.99 1359. 11 1409.99 1426.47 1442.95
12/29/01 1124.50 1166.75 1212.65 1263. 14 1311.30 1364.21 1398.32 1450. 73 1467.70 1484.68
GRADE 22S
066S NUTRI TI ON ASSI STANT | -- SMALL
12/30/00 1081.26 1122.28 1166.84 1215.86 1262.62 1313.99 1347.11 1397.99 1414.47 1430.95
12/29/01 1112.50 1154.75 1200.65 1251.14 1299.30 1352.21 1386.32 1438. 73 1455.70 1472.68
GRADE 023
373A COVMUNI TY LI Al SON OFFI CER
12/30/00 1067.29 1109.68 1154.19 1197.87 1248.86 1301.39 1333.34 1382.32 1398.82 1415. 32
12/29/01 1099.31 1142.97 1188.82 1233.81 1286.33 1340.43 1373.34 1423.79 1440.78 1457.78

A-5



12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00

12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

A

(1)
1094.
1127.

1118.
1152.

1145.

1179.

1145.
1179.

1175.
1211.

88
73

82
38

01

36

01
36

86
14

B

(2)
1137.
1171.

1161.
1195.

1196.

1232.

1197.
1233.

1221.
1258.

07
18

01
84

42

31

55
48

49
13

GRADE 024
312 VALUATI ON & ASSESS Al DE |
558 ASST. REC. CENTER DI RECTOR

C D E F 10-yr.
(3) (4) (5) (6) (7)
1182. 68 1232.94 1284.28 1336.77 1369. 83
1218.16 1269. 93 1322.81 1376.87 1410. 92

GRADE 025

318A FI RE Al DE

893 MEDI CAL ASS| STANT
025A PLAN EXAM NER |

1211. 24 1256.89 1309. 37 1360. 73 1397.21
1247.58 1294.60 1348.65 1401.55 1439.13

GRADE 026

015 ARCH TECTURAL DRAFTER TRAI NEE
168 ENG NEERI NG Al DE 1|

579A LOAN SPECI ALI ST ASSI STANT
580A LOAN SPECI ALI ST ASST- BI LI NGUAL
324 VALUATI ON & ASSESS Al DE 1|

1243.20 1293.39 1348. 15 1399.49 1436. 07
1280. 50 1332.19 1388.59 1441.47 1479.15

GRADE 027

1246. 95 1298.02 1354.96 1414.37 1453.14
1284. 36 1336.96 1395.61 1456.80 1496. 73

GRADE 028

561A LI BRARY ASSCCI ATE

558A LI BRARY ASSOCI ATE ( PART- TI ME)
468A VI DEO PRODUCTI ON TECHNI CI AN

1273.99 1326.51 1365.02 1445.17 1482.81
1312. 21 1366. 31 1405.97 1488.53 1527. 29

GRADE 029

393A CI TI ZEN SERVI CE ANALYST
279A CI'TY PLANNI NG TECHNI CI AN
609A COVMUNI CATI ONS TECH TRAI NEE
369A DUPL EQUI P OPR ( TWO- COLOR)
112A LABORATORY TECHNI CI AN |

15-yr.

(8)
1426.
1469.

1451.
1495.

1495.

1540.

1508.
1553.

1544.
1590.

29
08

78
33

82

69

52
78

45
78

20-yr.

(9)
1442.
1486.

1468.
1512.

1512.

1557.

1524.
1570.

1560.
1607.

79
07

26
31

28

65

96
71

94
77

25-yr.

(10)
1459.
1503.

1484.
1529.

1528.

1574.

1541.
1587.

1577.
1624.

26
04

77
31

77

63

49
73

45
77

12/30/00 1203.25 1255.77 1309.37 1361.90 1423.48 1485.12 1524.97 1587.32 1603.78 1620. 29
12/29/01 1239.35 1293. 44 1348.65 1402. 76 1466. 18 1529. 67 1570.72 1634.94 1651.89 1668. 90

A-6



GRADE 030

685 ACCOUNTI NG TECHNI CI AN |
016 ARCH TECTURAL DRAFTER

615 GRAPHI C ARTS TECH--CI TY PLNG
197A HUMAN RI GHTS TECHNI CI AN
115A MEDI CAL RECORDS PRACTI TI ONER

067A NUTRI TI ON ASSI STANT 11
078A PROQIECT MANAGEMENT TECHNI CI AN

373 PUBLI C WORKS TECHNI CI AN |
357 VALUATI ON & ASSESS TECH

619A WATER METER TECHNI Cl AN

523 WATER UTILITY TECHN CI AN |

343A ZONI NG Al DE

170B PROJ MGMTI TECH -

A B C D E
(1) (2) (3) (4) (5)

12/ 30/00 1234.06 1286.54 1339. 03 1398. 39 1458.83 1522.70
12/29/01 1271.08 1325.14 1379.20 1440. 34 1502.59 1568. 38

GRADE 30T

705A | S | NFO' TECH ANALYST

Start 6 no. 1-yr 1.5-yr 2-yr
(1) (2) (3) (4) (5)

12/ 30/00 1234.06 1286.54 1339.03 1368. 61 1398. 39 1428.61

15-yr 20-yr 25-yr
(11) (12) (13)
1627.79 1644. 32 1660. 76

Start 6no. 1-yr 1.5-yr 2-yr
(1) (2) (3) (4) (5)

12/29/01 1271.08 1325.14 1379.20 1409. 67 1440.34 1471. 47

15-yr 20-yr 25-yr
(11) (12) (13)
1676. 62 1693. 65 1710. 58

GRADE 031

A B C D E
(1) (2) (3) (4) (5)

F
(6)

2.5-yr
(6)

2.5-yr
(6)

F
(6)

Bl L1 NGUAL

10-yr.
(7)

1561. 55 1627.79
1608. 40 1676. 62

3-yr
(7)

1458. 83 1490. 78

3-yr
(7)

1502. 59 1535. 50

10-yr.
(7)

15-yr.
(8)

3.5-yr
(8)

3.5-yr
(8)

15-yr.
(8)

20-yr.
(9)

1644. 32

1693. 65

4-yr
(9)
1522. 70

4-yr
(9)
1568. 38

20-yr.
(9)

25-yr.
(10)
1660. 76
1710. 58

10-yr
(10)
1561. 55

10-yr
(10)
1608. 40

25-yr.
(10)

12/30/00 1263.71 1318.49 1373.27 1430. 34 1494.26 1560.40 1602. 63 1664.93 1681.42 1697. 88
12/29/01 1301.62 1358.04 1414.47 1473.25 1539.09 1607.21 1650.71 1714.88 1731.86 1748. 82

A-7



12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

GRADE 032

125A HOUSI NG REHAB ADVI SOR |

200A LI CENSE ENFORCEMENT AUDI TOR
863 LOAN SPECI ALI ST |

612A LOAN SPECI ALI ST | (BI - LI NGUAL)
178 PRACTI CAL NURSE

171B HOUSI NG REHAB ADV | (BI-LI NG

C D E F 10-yr.
(3) (4) (5) (6) (7)

1295. 66 1353.87 1412.07 1467.96 1534.15 1603.75 1641. 40
1334. 53 1394. 49 1454.43 1512.00 1580.17 1651.86 1690. 64

GRADE 033

441 CLI NI C NURSE
138 DENTAL HYG ENI ST

1327.62 1386.94 1447.47 1511.31 1574.13 1641.40 1689. 33
1367. 45 1428.55 1490. 89 1556. 65 1621. 35 1690. 64 1740.01

GRADE 034

686 ACCOUNTI NG TECHNI Cl AN ||

050A FI RE COVMMUNI CATI ONS OPR |

601A | NFO & CONTROL SYS | NT TRAI NEE
156A LI CENSE AND PERM T | NSPECTOR
374 PUBLI C WORKS TECHNI CI AN 1 |

524 WATER UTILITY TECHN CI AN ||
632A PRI NT PRODUCTI ON LEADWORKER

12/30/00 1361.90 1423.48 1485.12 1550. 16 1618. 62 1689. 33 1734.98
12/29/01 1402.76 1466.18 1529. 67 1596. 66 1667.18 1740.01 1787.03

GRADE 035

253A ENVI RONMENTAL HEALTH | NSPECTOR
319A FI RE PREVENTI ON | NSPECTOR |
113A HEALTH LABORATORY TECHNI Cl ANI |
047A HOUSI NG COUNSELOR

253M MOD. DUTY WKR- ENV HEALTH | NSP
026A PLAN EXAM NER ||

289A REG STERED RADI OLOG CAL TECHLG
371 VALUATI ON & ASSESS TECH 1|

12/ 30/00 1398.39 1458.83 1522. 70 1588.94 1659.70 1734.98 1779. 48
12/29/01 1440.34 1502.59 1568. 38 1636.61 1709.49 1787.03 1832. 86

A-8

15-yr. 20-yr. 25-yr.
(8) (9) (10)

1714.68 1731.15 1747.63

1766. 12 1783. 08 1800. 06

1761.02 1777.51 1793. 98
1813. 85 1830. 84 1847.80

1806. 18 1822. 66 1839. 13
1860. 37 1877.34 1894. 30

1854.82 1871.32 1887.79
1910. 46 1927.46 1944.42



A
(1)

B
(2)

GRADE 036

122A ADAPTI VE RECREATI ON DI RECTOR
051A FI RE COMMUNI CATI ONS OPR |
126A HOUSI NG REHAB ADVI SOR | |

869 REAL ESTATE SPECI ALI ST

055A RECREATI ON CENTER DI RECTOR
474 SURVEYOR

C D E F
(3) (4) (5) (6)

10-yr.
(7)

12/ 30/ 00 1436.07 1498.77 1563.85 1632.28 1705.30 1782.90 1830. 85
12/29/01 1479.15 1543.73 1610.77 1681.25 1756. 46 1836.39 1885.78

Start

(1)
12/30/00 1436.07

15-yr
(11)
1908. 08

Start

(1)
12/29/01 1479.15

15-yr
(12)
1965. 32

(11)

A
(1)

12/30/00 1473.68

12/29/01 1517.89

12/30/00 1513.61 1576.40 1648. 27
12/29/01 1559.02 1623.69 1697.72

6 m

(2)
1498. 77

20-yr
(12)
1924. 57

6 m

(2)
1543. 73

20-yr
(13)
1982. 31

B
(2)
1536. 45
1582. 54

GRADE 36T

706A | S | NFO' TECH ANALYST |1
702A | S SYSTEMS SUPPORT SPEC | |

1-yr 1.5-yr 2-yr 2.5-yr 3-yr
(3) (4) (5) (6) (7)
1563. 85 1598. 07 1632.28 1668. 79 1705. 30
25-yr
(13)
1941. 07
1-yr 1.5-yr 2-yr 2.5-yr 3-yr
(3) (4) (5) (6) (7)
1610. 77 1646.01 1681.25 1718.85 1756. 46
25-yr
1999. 30
GRADE 037
C D E F 10-yr.
(3) (4) (5) (6) (7)

1604.92 1673.89 1747.50 1827.41 1874.25
1653. 07 1724.11 1799.93 1882. 23 1930. 48

GRADE 038

*PLAN EXAM NER | ||

COVMMUNI TY EDUCATI ON/ REC COORD
I NFO & CONTROL SYSTEM I NT TECH
PROQIECT FACI LI TATCR |

PUBLI C WORKS TECHNI CI AN | |1
REHABI LI TATI ON SUPERVI SOR
VALUATI ON & ASSESS TECH |11
WATER UTI LI TY TECHNI CI AN |1

1719.02 1797.76 1874.25 1928. 98
1770. 59 1851.69 1930.48 1986. 85

A-9

15-yr. 20-yr. 25-yr.
(8) (9) (10)
1908. 08 1924.57 1941. 07
1965. 32 1982. 31 1999. 30

3.5-yr 4-yr 10-yr

(8) (9) (10)
1744.10 1782.90 1830.85

3.5-yr 4-yr 10-yr

(8) (9) (10)
1796. 42 1836.39 1885.78

15-yr. 20-yr. 25-yr.

(8) (9) (10)
1957. 88 1974.38 1990. 87
2016. 62 2033. 61 2050. 60

2008. 89 2025. 35 2041. 84
2069. 16 2086. 11 2103. 10



GRADE 039
093A AQUATI CS MANAGER
432A PAYROLL SYSTEM TECHNI CI AN

A B C D E F 10-yr. 15-yr. 20-yr. 25-yr.

(1) (2) (3) (4) (5) (6) (7) (8) (9) (10)
12/30/00 1551.29 1619.74 1691.59 1762.59 1843.42 1946. 10 1979.21 2081.81 2098.30 2114.77
12/29/01 1597.83 1668.33 1742.34 1815.47 1898. 72 2004. 48 2038.59 2144.26 2161.25 2178.21

GRADE 040

353 ACCOUNTI NG TECHNI CI AN ||

616A APP SYS PROGRAMVER/ ANALYST BCE
871 BUSI NESS RELOCATI ON SPECI ALI ST
254A ENVI RONMENTAL HEALTH | NSP SUPV
921A HUMAN RESOURCES TECHNI CI AN I'I
169A LOAN SPECI ALI ST 11

522A SENI OR LI CENSE | NSPECTOR

349A ZONI NG SPECI ALI ST

12/30/00 1592.36 1663.12 1738.44 1811.46 1893.61 1980. 30 2032.81 2121.18 2137.66 2154.17
12/29/01 1640.13 1713.01 1790.59 1865.80 1950.42 2039.71 2093.79 2184.82 2201.79 2218.80

GRADE 40T
707A 1S | NFO' TECH ANALYST ||
703A | S SYSTEMS SUPPORT SPEC |V

Start 6 no. 1-yr 1.5-yr 2-yr 2.5-yr 3-yr 3.5-yr 4-yr 10-yr

(1) (2) (3) (4) (5) (6) (7) (8) (9) (10)
12/30/00 1592.36 1663.12 1738.44 1774.94 1811.46 1852.54 1893.61 1936.96 1980.30 2032.81

15-yr 20-yr 25-yr
(11) (12) (13)
2121.18 2137.66 2154.17

Start 6 no. 1-yr 1.5-yr 2-yr 2.5-yr 3-yr 3.5-yr 4-yr 10-yr

(1) (2) (3) (4) (5) (6) (7) (8) (9) (10)
12/29/01 1640.13 1713.01 1790.59 1828.19 1865.80 1908.12 1950.42 1995. 07 2039.71 2093.79

15-yr 20-yr 25-yr
(11) (12) (13)
2184.82 2201.79 2218.80

GRADE 041

873 ENG NEERI NG ASSI STANT
320A FI RE PREVENTI ON | NSPECTOR |

A B C D E F 10-yr. 15-yr. 20-yr. 25-yr.

(1) (2) (3) (4) (5) (6) (7) (8) (9) (10)
12/30/00 1634.57 1706.45 1784.08 1862.79 1947.23 2033.92 2089.84 2180.25 2196. 75 2213. 24
12/29/01 1683.61 1757.64 1837.60 1918. 67 2005. 65 2094. 94 2152.54 2245.66 2262.65 2279. 64

A-10



12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00

A
(1)
1679.
1729.

1724.
1776.

1768.
1821.

10
47

68
42

04
08

Start

(1)

B
(2)
1755.
1808.

1801.
1855.

1849.
1904.

51
18

19
23

07
54

6 no.

(2)

GRADE 042

605A PROIECT FACI LI TATCR |

C D E F 10-yr.

(3) (4) (5) (6) (7)
1833.15 1913. 01 1998.58 2089. 84 2148. 03
1888. 14 1970.40 2058.54 2152.54 2212.47

GRADE 043

1881. 00 1959. 65 2054. 48 2144.61 2203.93
1937. 43 2018. 44 2116. 11 2208. 95 2270. 05

GRADE 044

890 ACCOUNTI NG TECHNI CI AN |V

1932. 39 2021.40 2110. 36 2205.09 2266. 73
1990. 36 2082.04 2173.67 2271.24 2334.73

GRADE 44T

708A | S | NFO TECH ANALYST |V

1-yr 1.5-yr 2-yr 2.5-yr 3-yr
(3) (4) (5) (6) (7)

1768. 04 1849.07 1932.39 1976.89 2021.40 2065.88 2110. 36

15-yr

20-yr

(11)

Start

(1)

(12)

6 m

(2)

25-yr

(13)

2365. 57 2382.06 2398. 58

1-yr 1.5-yr 2-yr 2.5-yr 3-yr
(3) (4) (5) (6) (7)

12/29/01 1821.08 1904.54 1990. 36 2036.20 2082.04 2127.86 2173. 67

15-yr
(11)
2436. 54 2453.52 2470.54

A
(1)

20-yr
(12)

B
(2)

25-yr
(13)

GRADE 045

C D E F 10-yr.
(3) (4) (5) (6) (7)

15-yr.
(8)
2238. 15
2305. 29

2299. 57
2368. 56

2365. 57
2436. 54

3.5-yr

(8)
2157. 74

3.5-yr

(8)
2222. 47

15-yr.
(8)

20-yr.
(9)
2254. 65
2322.29

2316. 06
2385. 54

2382. 06
2453. 52

4-yr
(9)
2205. 09

4-yr
(9)
2271. 24

20-yr.
(9)

12/30/00 1817.15 1895.89 1983.74 2068.91 2168.58 2268.99 2331.75 2433.91 2450.41
12/29/01 1871.66 1952.77 2043.25 2130.98 2233. 64 2337.06 2401.70 2506.93 2523.92

A-11

25-yr.
(10)
2271. 14
2339. 27

2332.55
2402. 53

2398. 58
2470. 54

10-yr
(10)
2266. 73

10-yr
(10)
2334.73

25-yr.
(10)
2466. 92
2540. 93



12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

12/ 30/ 00
12/ 29/ 01

A
(1)

1865. 05
1921. 00

1917. 56
1975. 09

1966. 60
2025. 60

2021. 40
2082. 04

2073. 86
2136. 08

1st 500
(1)
7.96
8. 20

1st 500
(1)
9.50
9.79

B
(2)

1948.
2006.

1999.
2059.

2055.
2117.

2110.
2173.

2170.
2235.

2nd 500

(2)
8.
8.

2nd 500

(2)
9.
10.

82

70
69

62
29

36
67

86
99

22
47

76
05

GRADE 046

C D

(3) (4)
2037.36 2128.66
2098. 48 2192.52

GRADE 047

2092. 13 2189. 14
2154.89 2254.81

GRADE 048

2148. 03 2241. 96
2212. 47 2309. 22

GRADE 049

2205. 09 2301. 19
2271. 24 2370. 23

GRADE 050

2271. 26 2371.75
2339.40 2442.90

GRADE 051

E
(5)

2227.
2294.

2284.
2353.

2346.
2416.

2412.
2485.

2483.
2558.

140B LI FE GUARD

3rd 500
(3)

8.47

8.72

GRADE 052

8.73
8.99

74

93
48

59
99

77
15

50
01

4th 500 &+
(4)

F
(6)

2330.
2400.

2391.
2462.

2452.
2526.

2525.
2601.

2597.
2675.

56

10
83

67
25

74
51

60
53

141B SENI OR POOL ATTENDANT

3rd 500
(3)
10. 02
10. 32

4t h 500

(4)

10. 27
10. 58

A-12

10-yr.

(7)
2394.
2466.

2457.
2530.

2518.
2594.

2594.
2672.

2669.
2749.

5th 500 &+

10. 53
10. 85

(5)

49
32

26
98

89
46

20
03

50
59

15-yr.

(8)

2495,
2570.

2563.
2640.

2631.
2710.

2707.
2788.

2785.
2869.

29
15

63
54

95
91

26
48

99
57

20-yr.

(9)
2511.
2587.

2580.
2657.

2648.
2727.

2723.
2805.

2802.
2886.

79
14

11
51

45
90

71
42

49
56

25-yr.

(10)

2528.
2604.

2596.
2674.

2664.
2744.

2740.
2822.

2818.
2903.

13

62
52

94
89

21
42

98
55



GRADE 053

142B SW MM NG POOL SUPV

1st 500 2nd 500 3rd 500 4t h 500 5th 500 &+

(1) (2) (3) (4) (5)
12/30/00 11.04 11. 30 11. 56 11.81 12. 07
12/29/01 11.37 11. 64 11.91 12.16 12. 43
GRADE 054

144B WATER SAFETY | NSTRUCTR

1st 500 2nd 500 3rd 500 4th 500 &+

(1) (2) (3) (4)
12/30/00 8.47 8.73 8.99 9.25
12/29/01 8.72 8.99 9.26 9.53

A-13



APPENDIX B - CRITICAL INCIDENT RESOLUTION PAY

MEMORANDUM OF AGREEMENT BETWEEN
THE CITY OF ST. PAUL
and
AFSCME CLERICAL AND TECHNICAL UNITS

This agreement is entered into by and between the City of Saint Paul, Division of Information Services and the
AFSCME Clericd and Technica bargaining units (Union).

1.

Employees of the Divison of Information Services (1S) who are telephoned a home or paged and are
subsequently requested to resolve a critica information system problem, shdl be granted two hours minimum
compensation ether in compensatory time or pay for ther efforts per incident. An incident shdl begin when the
telephone or page is answered and end when the problem is either resolved or further efforts are deemed futile.
This means multiple calls regarding the same problem are considered one incident.

If the IS employeeis represented by the AFSCME Clerical or Technicad bargaining unit and resolution of the
problem takes less than one and one haf hours, the employee will be paid sraight time for the two hour minimum.
If the resolution of the problem takes more than one and one haf hours, then the overtime provisons of the
contract will apply.

The City and the Union agree that this language 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.

CITY OF SAINT PAUL LOCAL UNIONS NO. 2508 and 1842, DISTRICT

COUNCIL NO. 14 OF THE AMERICAN
FEDERATION OF STATE, COUNTY AND
MUNICIPAL EMPLOYEES LEGAL

Katherine L. Megarry Kurt Errickson, Business Agent
Labor Relations Director

Robert Steiner, President, Loca 2508

Robin Madsen, President, Loca 1842
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APPENDIX C - COMMITMENT TO LMCHI

Thisletter confirms that the parties entered into the 2001-2002 agreement with the following intentions and expectations
regarding the hedth insurance issues that face the City:

«  Theridgng cog of hedth insuranceis an issue of vita importance to both the City and itsemployess. The
responsibility to contain these cogts fallsjointly on the City, its Unions and the employees.

«  TheCity’s Joint Labor-Management Committee on Hedlth Insurance (LMCHI) is alongstanding forum that has
successfully resolved issues of joint concern in the past.

« Thepartiesto thisletter believe the LMCHI is aforum that must continue to be supported. By signing this |etter,
the parties hereby renew their commitment to work in good faith on the LMCHI and support the bylaws of the
committee which encourages the Adminigtration of the City to seek a consensus recommendation from al the
Unions prior to making any changesin plan design.

CITY OF SAINT PAUL LOCAL UNIONS NO. 2508 and 1842, DISTRICT
COUNCIL NO. 14 OF THE AMERICAN
FEDERATION OF STATE, COUNTY AND
MUNICIPAL EMPLOYEES LEGAL

Katherine L. Megarry Kurt Errickson, Business Agent

Labor Relations Director

Terry Hdtiner Robert Steiner, President, Local 2508
Labor Relations Manager

Mgmt Co-Chair of LMCHI

Ron Guilfaile Robin Madsen, President, Loca 1842
Risk Manager
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