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LABOR AGREEMENT
between
MNNEAPOLIS PARK AND RECREATION BOARD
and

AMERICAN FEDERATION OF STATE COUNTY MUNICIPAL EMPLOYEES
COUNCIL 5, LOCAL UNION 3279

This Agreement, hereinafter referred to as the "Labor Agreement" or the "Agreement”" is made and has
been entered into effective January 1, 2022, by and between the Minneapolis Park and Recreation Board,
hereinafter referred to as the "Board" and the AMERICAN FEDERATION OF STATE COUNTY AND
MUNICIPAL EMPLOYEES COUNCIL 5, LOCAL UNION NO. 3279, AFL-CIO hereinafter referred to
as the “Union "

It is the purpose and intent of this Agreement to achieve and maintain sound, harmonious and mutually
beneficial working and economic relations between the Parties hereto, to provide an orderly and peaceful
means of resolving differences or misunderstandings which may arise under this Agreement, and to set
forth herein the complete and full agreement between the Parties regarding terms and conditions of
employment, in order to facilitate the ability of the parties to concentrate their energies on serving the
public. The Parties hereto agree as follows:

ARTICLE 1
RECOGNITION

Section 1.1 Recognition

The Employer recognizes the Union as the sole and exclusive certified collective bargaining representative
all employees whose job classifications are set forth in Appendix A of this agreement and all employees
employed as Coordinators and Specialists by the Minneapolis Park and Recreation Board, Minneapolis,
Minnesota who are public employees within the meaning of Minn. Stat. 179A.03, subd. 14, excluding
supervisory and confidential employees.

Section 1.2 Amendment to Certified Unit

Disputes which arise between the Employer and the Union over the inclusion or exclusion of any job
classifications may be referred by either party to the Commissioner, Bureau of Mediation Services, State
of Minnesota, for determination in accordance with applicable statutory provisions. Determination by the
Commissioner shall be subject to such review and determination as is provided by stature and such rules
and regulations as are promulgated there under. In the event the Employer has established a new job
classification which is added to the bargaining unit by agreement between the Parties or by determination
of the Commissioner, Bureau of Mediation Services, State of Minnesota, the Parties agree to negotiate with
one another concerning wages and other terms and conditions of employment as may be applicable to the
position and which are not covered by this agreement.



ARTICLE 2
PELRA, CIVIL SERVICE RULES AND APPLICABLE LAWS

The provisions of the Minnesota Public Employee Relations Act, the Rules of the Minneapolis Civil Service
Commission and other applicable Special Laws of Minnesota shall govern the relationship between the
patties, except as otherwise specifically provided in this Agreement. The Board and the Association will
meet and confer about proposed changes to the Civil Service Commission rules that may be considered
during the term of this agreement and will provide the results of those discussions to the Civil Service
Commission for its consideration.

ARTICLE 3
UNION SECURITY

Section 3.1 Union Dues Payroll Deduction

In recognition of the Union as the exclusive representative, the Employer shall deduct the payment of the
regular monthly Union membership dues uniformly established by the Union from the wages of all
employees who have authorized such deduction. The Union shall certify to the Employer the current amount
of regular monthly membership dues. Deductions shall be cancelled by the Employer if the member
becomes a permanently certified employee in a classification title that is not represented by this bargaining
unit.

Section 3.2 National AFSCME P.E.O.P.L.E. Deductions

The Employer shall deduct a specified amount from the wages of all employees who have authorized such
deduction for voluntary contributions to the National AFSCME P.E.O.P.L.E. Committee. Amounts
deducted shall be combined with the regular monthly dues deduction and shall be transmitted to the Union
in accordance with Section 3.4 of this article.

Section 3.3 Remittance

The employer shall remit membership dues deductions at least monthly with a report showing the employee
name, work location, job title, compensated hours, amount of dues collected from each employee, and
separations with effective dates.

Section 3.4 Indemnity

The Union agrees to indemnify, defend and hold the Employer, its officers, agents and employees harmless
against any and all claims, suits, orders or judgments brought or issued against the Employer, its officers,
agents and employees as a result of any action taken or not taken in compliance with the specific provisions
of this section or which are taken or not taken at the request of the Union.

ARTICLE 4
MANAGEMENT RIGHTS

Section 4.1 Right to Operate and Direct

It is recognized that except as expressly stated herein, the Board shall retain all rights and authority
necessary for it to operate and direct the affairs of the Board in all its various aspects, including but not
limited to: the right to direct the working forces; to plan, direct, and control all the operations and services
of the Board; to determine the methods, means, organization, and number of personnel by which such
operations and services are to be conducted; to assign and transfer employees; to evaluate employees'
performance; to assign and schedule working hours; to determine whether goods and services should be
made or purchased; to hire, promote, demote, suspend, discipline, discharge, or relieve employees for
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legitimate reasons; to make and enforce reasonable rules and regulations; and to change or eliminate
existing methods, equipment, or facilities.

Section 4.2 Matters Not Covered By Agreement
The Board retains the full and unrestricted right to perform any inherent managerial function not
specifically limited by this Agreement.

ARTICLE 5
UNION RIGHTS

Section 5.1 Reports, Facility Use, Non-Discrimination and New Employee Notification

Subd (a) Quarterly Report - The Employer shall provide to the Union a quarterly report which includes the
employee’s classification, association code, employment status, mailing address of record, current rate of
pay and date of employment/transfer/separation from employment). Nothing herein shall be construed as a
limitation upon the Board’s managerial rights as set forth in this Agreement.

Subd (b) Use of Park Board Facilities- The Union may use the Employers facilities for Union business with
prior approval of the Employer

Subd (¢ ) No Union Discrimination- There shall be no discrimination or coercion against any employee
because of Union Membership status. The Union shall, in its responsibility as exclusive representative of
the employees, represent all employees without discrimination, interference, restraint, or coercion.

Subd (d) New Employee Notification- The Employer shall notify the Local President and Field Rep of new
employees hired into the bargaining unit.

Section 5.2 Time Off for Union Business

Subd (a) Stewards - The Union may designate up to five (5) bargaining unit members to act as stewards.
The Union shall inform the Employer in writing of those chosen as stewards and officers. With approval
of the immediate supervisor, Stewards shall be granted reasonable time off during normal working hours
for the purpose of investigating and/or presenting a grievance to the Employer and/or representing an
employee in disciplinary proceedings. Stewards shall notify their designated supervisor prior to leaving
their work area and upon returning to work.

Subd (b) Members — Members of the Union may be allowed reasonable time off without pay (vacation or
compensatory time may be used) with prior approval of their immediate supervisor for the purpose of
attending Union functions, such as Union conventions and workshops, when such time away from their
normal duties will not unduly interfere with the operation of their respective departments.

Subd (c) Unpaid Leaves - Employees elected to any Council or Local Union office or selected by the
Council or Local Union to do work which takes them away from their employment with the Employer shall
at the written request of Council or Local Union be granted a leave of absence without pay for the period
of time needed for the absence. The request shall be as far in advance as possible and shall include the times
and/or duration of the leave in as much detail as is available to the Union. Such absence may be for more
or less than one full work day. An employee may choose to use accrued vacation or compensatory time
instead of a leave of absence without pay. In the event an employee chooses the leave without pay option,
the employee shall continue to accrue seniority. The Employer shall continue to pay the Employer's portion
of any health, life, or dental insurance premiums in effect immediately prior to the commencement of such
leave as long as the leave does not exceed two pay periods.



Subd (d) Paid Time - Employees selected by the Council or Local Union to participate in negotiations,
labor management committees, and/or meet and confer sessions with the Employer, which takes them
away from their employment with the Employer shall be considered to be on paid time provided such
meetings occur during the employee's regularly scheduled hours of work. No overtime obligation shall
accrue to the Employer related to the employee's participation in such activities. The Council or Local
Union shall notify the Employer as far in advance as possible of an employee's participation and the
employee shall secure the approval of his/her supervisor. The Union will have a maximum of five
employees participating in negotiations or other committees, and all employees selected by the union to
participate will be identified to the MPRB in advance of their participation. The approval of the supervisor
shall not be withheld without legitimate business reasons. Chronic staffing shortages in and of themselves
do not constitute a legitimate business reason for purposes of this section. Any disputes related to the
withholding of approval shall be resolved by the Assistant Superintendent of Recreation but shall not be
subject to the grievance procedure contained in this Agreement.

Section 5.3 Bulletin Boards

The Employer shall provide for the Union’s use reasonable, clearly defined space on designated bulletin
boards, and/or designate worksite locations where the Union may place a bulletin board for its exclusive
use. The Union may use bulletin boards for the purposes of posting notices/informational items that relate
to the business and activities of the Local, Council and National/International Unions. The Union shall
exercise appropriate discretion to ensure that items derogatory in nature are not posted. The Union is
responsible for keeping boards current.

ARTICLE 6
Grievance Procedure

Section 6.1 General Provisions-

This grievance procedure has been established to resolve any specific dispute arising between the
employee(s) covered by the Agreement and the Employer concerning, and limited to, the proper
interpretation or application of the express terms and provisions of this Agreement. Such a dispute shall
hereinafter be referred to as a grievance which shall be resolved in accordance with the provisions of this
article. The Parties agree that this procedure is the sole and exclusive means of resolving all grievances
arising under this Agreement. Grievances shall be resolved in the following manner:

Section 6.2 Representation
An employee presenting a grievance may elect to be represented by a Union representative of the
employee's choice at any step of this procedure.

Section 6.3 Grievance Process
A grievance shall be resolved in the following manner:

Step 1 If the Union wishes to file a formal grievance, the Union representative shall file a written
grievance with the employee’s Department Head or his/her designee. If the grievance is directly
with the department head then the grievance will automatically advance to Step 2. The grievance
must be filed within twenty-one (21) calendar days of the event which gave rise to the grievance or
within twenty-one (21) calendar days of the time the employee or Union reasonably should have
had knowledge of the occurrence of the event, whichever is later. The employee’s Department Head
or their designee and the representatives of the Union shall meet within fourteen (14) calendar days
of the date the Union filed its Step 2 notice in an attempt to resolve the grievance. With written



agreement from both parties the timelines for setting meetings and receiving a response may be
extended.

Step 2: If the grievance is not resolved in Step 1 and the Union wishes to continue the grievance,
the Union shall, within fourteen (14) calendar days after receipt of the Step 1 written response,
present the written grievance and reply to the Assistant Superintendent or their designee who shall
consider the grievance and shall meet with representatives of the Union within fourteen (14)
calendar days. The Assistant Superintendent’s written answer shall be given within fourteen (14)
calendar days after the meeting. With written agreement from both parties the timelines for setting
meetings and receiving a response may be extended.

Step 3: If the grievance is not resolved in Step 2 and the Union wishes to continue the grievance,
the Union shall, within fourteen (14) calendar days after receipt of the Step 2 written response,
present the written grievance and reply to the Superintendent or their designee who shall consider
the grievance and shall meet with representatives of the Union within fourteen (14) calendar days.
The Superintendent’s written answer shall be given within fourteen (14) calendar days after the
meeting. With written agreement from both parties the timelines for setting meetings and receiving
a response may be extended.

Step 4: If the grievance is not resolved in Step 3, and the Union wishes to continue the grievance,
the Union shall, within 14 calendar days after the receipt of the Step 3 response, submit the
grievance to mediation through the Bureau of Mediation Services. If both parties agree that the
grievance is unlikely to be resolved in mediation, this step may be skipped, and the grievance
presented to an arbitrator (Step 5).

Step 5: If a grievance is not resolved in Step 3 and the Union wishes to continue the grievance, the
Union may within sixty (60) calendar days after receipt of the answer of the Superintendent or this
person’s designee, refer the written grievance to arbitration. The arbitrator shall have no right to
amend, modify, nullify, ignore, add or to subtract from the provision of this Agreement. The
arbitrator shall be limited to only the specific written grievance submitted by the MPRB and the
Union and shall have no authority to make a decision on any issue not so submitted. The decision
shall be based solely up to the arbitrator’s interpretation of the meaning or application of the facts
of the grievance presented. The decision of the arbitrator shall be final and binding.

Section 6.4 Payment of Fees

The fee and expenses of the mediator or arbitrator shall be divided equally between the Board and the
Union; provided, however, that each party shall be responsible for compensating its own representative and
witnesses.

Section 6.5 Exclusive Remedy

The Board and the Union agree that the grievance and arbitration procedures contained in this Agreement
are the sole and exclusive means of resolving all grievances arising under this Agreement. However, at any
stage of the proceeding, representatives of the Board and Association may meet and resolve the grievance
without further formal action. When an employee has elected to pursue a remedy by state statute or
Minneapolis City Charter for alleged conduct which may also be a violation of this Agreement, the
employee shall not have simultaneous nor subsequent resort to this grievance procedure and any grievance
then or thereafter processed on the same subject matter shall be barred and not arbitrable. The filing of a
grievance shall bar the Association from bringing any action based on the same issue or subject matter in
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any court or administrative body pursuant to federal or state law, or Minneapolis City Charter provision,
except for appeals of the arbitration decision under Minnesota Statutes Section 572.01, et. seq. Nothing
herein shall be construed to constitute a waiver by the Board from asserting that any action brought in a
court of administrative body by an employee covered by this Agreement is barred by the provisions of this
Article 6. Nor shall the filing of a grievance under this labor agreement prevent an employee from pursuing
both the grievance and a charge of discrimination brought under Title VII of Civil Rights Act of 1964, the
Americans with Disabilities Act, the Age Discrimination in Employment Act, or the Equal Pay Act.

Section 6.6 Time Limits: Extension
The time limits established in this Article may be extended by mutual written consent of the Board, the
employee, and the Association.

Section 6.7 Time Limits: Violation If the grievance is not timely pursued, within the prescribed time
limits, said grievance shall be considered resolved on the basis of the last answer provided, and there shall
be not further appeal or review. Should the Board not respond within the prescribed time limits, the
grievance will proceed to the next step.

Section 6.8 Probationary Employees

Employees not certified while serving an initial probationary period shall have the right to appeal only
through Step 1 (Department Head) of the Grievance procedure, except for a grievance alleging
discrimination or an error in salary and/or benefits due. If the grievance is with the Department Head,
then the appeal goes to the Assistant Superintendent.

ARTICLE 7
LABOR/MANAGEMENT COMMITTEE

There shall be established a joint committee of labor and management representatives. This Committee
shall be composed of not less than two representatives of the Association and not less than two
representatives of the Board. There shall be co-chairs, one designated by the Association and one by the
Board. This Committee shall meet at least quarterly to consider issues of mutual interest to the Board and
the Association as may be agreed upon by the parties. Association representatives selected by the
bargaining unit shall be granted time off with pay to attend meetings of this Committee.

ARTICLE 8
EMPLOYEE IMPROVEMENT AND DISCIPLNE

Section 8.1 Just Cause
With regard to an employee who has satisfactorily completed the initial probationary period, disciplinary
action may be imposed only for just cause.

Section 8.2 Notice To Employee

Employees disciplined by written reprimand shall receive a copy of the written reprimand, When the Board
suspends, or discharges a permanent employee, it shall notify the employee in writing of the reasons for
such action, with a copy to the Association.

Section 8.3 Right To Union Representative



An employee shall be entitled to have a Union Representative present at a pre-determination meeting or
investigative meeting which the employee is the subject of the investigation which shall be conducted by
the Board for the purpose of formally presenting the employee with allegations which may result in
discipline and allowing the employee to respond to such allegations. Before commencing a pre-
determination meeting or investigative meeting which the employee is the subject of the investigation, the
Board shall advise the employee of his/her right to union representation, however, it shall be the obligation
of the employee to arrange for such representation.

Section 8.4 Records

A written record of all disciplinary actions, excluding verbal, shall be provided to the involved employee.
The record shall include the specific reason relied upon and/or which have been used to form the basis
for the disciplinary action imposed. Investigation into conduct which does not result in disciplinary action
shall not be entered into the employee’s personnel record. Copies of all notices of disciplinary
suspensions, demotions, or discharges involving bargaining unit employees shall be promptly provided
to the Union. Written reprimands shall not be relied upon to form the basis for further disciplinary action
after three years following the date of the disciplinary action.

Section 8.5 Discipline
Discipline shall be progressive, taking into account the severity of the infraction. Progressive measures
of discipline are as follows: Verbal Warning, Written Reprimand, Suspension, Demotion and Discharge.

ARTICLE 9
SUPPLEMENTS TO PERSONNEL FILES

An employee shall have the right to submit a written position statement to be included in his/her personnel
file in response to information placed in the file by the Board. The terms and conditions of such submission
by an employee shall be governed by Minnesota Statutes Section 181.962, except that the Board shall also
accept a submission in situations where there is no factual dispute but the employee wants to document
mitigating factors relating to the matter.

ARTICLE 10
WAGES AND PAYROLLS

Section 10.01 Classifications, Rates of Pay and Pay Progressions

All positions covered by this Agreement shall be classified by the Board and such classifications along
with the minimum, maximum and intervening salary rates for each such classification shall be set out in
Exhibit A to this Agreement. Upon the successful completion of twelve months of service (2080 hours of
work), employees shall be eligible to be considered for advancement to the next higher step within the pay
range for their classification, except as otherwise noted in Exhibit A. Such step increases may be withheld
or delayed in cases where the employee's job performance has been of a less than satisfactory level. Annual
performance evaluations will be conducted in a timely manner so employees who receive satisfactory
evaluations will receive their scheduled step increases on their anniversary dates. If an employee's
performance evaluation is not performed in a timely manner, then the employee's step increase following
a satisfactory performance evaluation shall be retroactive to the employee's anniversary date.

Section 10.2 Payroll Periods



All payrolls shall be calculated on a biweekly basis.

Section 10.3 Benefits Calculations and Accruals

For purposes of benefit plan administration, all compensated hours (exclusive of workers' compensation,
unemployment compensation or similar insured compensation payments) shall be considered hours worked
for all benefit accruals provided for by this Agreement. Benefit accruals shall be based upon a proportionate
number of straight time compensated hours only.

Section 10.4 Higher Level Position Pay

An employee who performs the duties of a higher level position while that position is vacant for more than
thirty (30) days, shall be paid the salary of the higher level retroactive to the date the employee first began
performing the duties of the higher level position.

Section 10.5 Monthly Mileage Reimbursement Rate
Effective June 1, 2015 actual mileage driven will be paid at the Internal Revenue Service (IRS) Standard
Mileage Rate.

Section 10.6 Cell Phone Reimbursement

The Board does not require employees to make their personal cell phones available. On occasion, if an
employee chooses to use his/her personal cell phone to make a work-related call or send/receive work
related text messages, he/she may submit a monthly expense reimbursement form with a copy of the work
related call(s) and/or text messages to his/her supervisor for approval. The approved reimbursement amount
shall be determined pro rata, considering the average cost per minute and/or average cost per text based on
the employee's personal cell phone service plan as reflected on the bill. Extra plan expenses such as
downloads and internet usage will not be included in the reimbursement calculation. The employee may
redact all names, telephone numbers or other identifying characteristics on the bill that pertain to personal
use of the cell phone and that would reveal the identity of the person or entity with whom the employee
communicated. Employees who are issued Employer-owned cell phones for work-related use may not use
their personal cell phones for work-related use and may not seek reimbursement for any use of their
personal cell phones under this section.

ARTICLE 11
HOURS OF WORK

Section 11.1 Normal Work Week

The normal work week for all full-time employees covered by this Agreement shall consist of a minimum
of forty (40) hours within each seven (7) calendar day period Sunday through Saturday. Employees may
be required to work a reasonable number of hours in excess of forty (40) hours per week. The provisions
of this section are intended to define the work week for payroll calculation purposes only. Nothing in this
section or article shall be construed as a guarantee of hours of work per work week which are available to
employees nor shall any provision herein be construed as a limitation upon the Board's ability to schedule
its employees consistent with it legitimate needs.

Section 11.2 Work Schedules

Work shifts, work breaks, staffing schedules and the assignment of employees thereto shall be established
by the Board. Where work schedules are routinely subject to change at the Board's sole discretion, work
schedules showing the regular shifts, days and hours of involved employees shall normally be prepared
and posted at least fourteen (14) calendar days in advance of their effective date. Such work schedules,
once posted, may be modified when necessitated by unscheduled employee absences, unscheduled
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changes in workload, emergency conditions, or other circumstances consistent with the legitimate needs
of the Board. Any employee whose scheduled day(s) off or pre-approved vacation time are cancelled by
the Board due to any of the afore-mentioned events shall be reimbursed for the amount of non-
reimbursable out-of-pocket expenses the employee has incurred in planning the scheduled day(s) off or
vacation. Such expenses shall include, but are not necessarily limited to, airfare, hotel expenses, car rental
fees, and tickets to sporting or theater events. All expenses must have been incurred before the date of the
afore-mentioned events and employees will be required to receipts relating to any expenses.

Section 11.3 Meal Breaks
All full-time employees shall be entitled to an unpaid, duty free meal break, not to exceed one hour per
work day.

Section 11.4 Rest Breaks
All employees shall be entitled to a paid, duty free rest break of fifteen (15) minutes during each four (4)
hour work period.

Section 11.5 Compensatory Time

Subd (a) Purpose The parties recognize that the members of the bargaining unit are supervisory employees
and, as such, will frequently have professional responsibilities that will require them to work a number of
hours in a day or days in a week which are more than the traditional work periods for employees who are
considered non-exempt under the federal Fair Labor Standards Act. Because public employees are
accountable to the public for time spent working and, therefore, cannot enjoy the same flexibility in
scheduling their work that enjoyed by salaried employees in the private sector, it is appropriate to have a
system to document occasional absences from work that reasonably off-set long hours or extra days.

Subd (b) Accrual of Compensatory Time An employee becomes eligible to earn compensatory time when
they work more than eighty (80) hours during a two-week payroll period. Compensatory time shall be
granted for such hours only where such hours were worked for purposes consistent with departmental
policy and where the employee obtained the prior approval of their supervisor. When compensatory time
is granted, exempt employees shall receive one hour of compensatory time for each hour so worked, and
non-exempt employees shall receive one and one half (1 % ) hours of compensatory time for each hour
so worked.

Subd (c) Maximum Accrual Accrued compensatory time earned by an employee shall be credited to a
compensatory time bank. The maximum allowable balance in the compensatory time bank for an exempt
employee is twenty-four hours. A non-exempt employee may accrue up to forty-cight (48) hours of
compensatory time with pre-approval of their immediate supervisor. No compensatory time shall be
earned or accrued to the extent that it would cause the employee’s compensatory bank to exceed twenty-
four (24) hours for an exempt employee except when approved by the appropriate Department Head or
forty-eight (48) hours for a non-exempt employee, and no compensation shall be payable by the Board
for such excess hours. An exempt employee shall be allowed to carry an additional eight (8) hours in the
employee’s compensatory time bank beyond the twenty-four (24) hour maximum, provided those eight
(8) hours are earned while the employee is working one of the holiday defined in this Labor Agreement.

Subd (d) Liquidation of Compensatory Time Compensatory time off shall be scheduled and approved in
advance. Employees and their supervisors shall diligently work together to schedule compensatory time
off so that employees may make maximum use of their accrued compensatory time without unreasonably
disrupting the business of the Board. Assistant Managers of Golf Course, Facility Coordinator Ice Rinks,
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and Facility Coordinator Edison Ice Rink must reduce their compensatory time bank to zero by the end
of the last payroll period in December of the year in which the compensatory time is earned.

Subd (¢) No Duplication Compensation shall not be paid more than once for the same hours under any
provisions of this Agreement.

Subd (f) No Severability The terms and conditions of this compensatory time system are the product of
collective bargaining and reflect compromises by both parties. If any portion of this Section 11.5 is ruled
to be illegal or unenforceable, this entire section shall be null and void and there shall be no compensatory
time system unless and until the Parties subsequently agree in writing. If this Section 11.5 is rendered
null and void, either party may request that the parties meet and negotiate regarding compensatory time
and such negotiations shall commence as soon as is practical.

Section 11.6 Compensation for Off-Duty Alarm Response

A non-exempt employee required to answer an alarm during the employee's off-duty hours shall be paid a
minimum of three (3) hours straight time cash compensation and an exempt employee will be provided up
to three (3) hours of flexible time to be used in the current or subsequent pay periods. If an employee is
not required to travel and handles the alarm by phone or electronically, then the employee shall be paid or
granted flexible time for the amount of time spent in handling the alarm, unless the amount of time required
to handle the alarm is less than one hour, in which event the employee shall receive pay for one (1) hour.
Such off-duty alarm compensation will require the approval of the employee's immediate supervisor, whose
approval shall not be unreasonably withheld. If more than two (2) alarm calls occur within a calendar year
from the same employee under the same supervisor, compensation will not be granted.

Section 11.7 Call Back To Work

If a non-exempt employee is called back to work after their shift has ended or on a scheduled day off, that
employee will be paid a minimum of two (2) hours straight time cash compensation or for their actual hours
worked, whichever is greater. An exempt employee will be provided a minimum of two (2) hours flexible
time or actual hours worked, whichever is greater, to be used the current or subsequent pay periods.

ARTICLE 12
VACATION

Section 12.1 Purpose
The purpose of Article 12 is to provide an article on how employees may use vacation leave.

Section 12.2 Vacation

Employees are entitled to leave with full pay for vacation purposes in accordance with the provisions of
this rule. Vacation leaves are to be scheduled in advance and taken at such reasonable time as approved
by the department with particular regard to the needs of the department, seniority of employee, and,
insofar as practicable, with regard to the wishes of the employee.

Section 12.3 Qualification for Receiving Vacation

Vacation with full pay will be granted to permanent employees in accordance with the guidelines below:
Subd (a) Full-time permanent employees will be credited one year toward vacation increments for each
year of continuous service worked.
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Subd (b) Part-time permanent employees will be credited one year toward vacation increments for each
year that they worked at least half-time or more.

Subd (c) Seasonal permanent employees will be credited one year toward vacation increments for each
season that they worked at least two months or three hundred forty-eight hours. '

Subd (d) Changes in status- Permanent employees, who change status between full-time, part-time or
seasonal work without a break in service that they earned toward vacation increments in their previous
status. A change in status will under no circumstance result in an increase in the number of years of
continuous service.

Subd (e) Other Guidelines:

1. Applicable laws, rules and policies shall determine credit toward years of service for time on
authorized leave of absence without pay.

2. An employee who suffers a work-related injury and who returns to work will be credited for
the served on total disability or duty disability pension as the result of injury for the purpose of
determining the amount of vacation to which they are entitled each year thereafter in
accordance with the provisions in Section 17.06.

Section 12.4 Military Service
Employees returning from military leave will be entitled to accrue vacation as required by law.

Section 12.5 Vacation Allowance, Calculation and Use of Vacation
The following guidelines for the allowance and calculation of vacation will be observed:

Subd (a) Vacation Allowance: Vacation entitlement for eligible employees will be the number of days of
leave from work with pay as normally accrued in consecutive periods as described below:

Vacation with full pay at a rate not exceeding twelve working days each year for the first four (4)
years of employment.

Vacation with full pay at a rate not exceeding fifteen working days each year beginning with the
5™ year of employment.

Vacation with full pay at a rate not exceeding sixteen working days each year beginning with the
8™ year of employment.

Vacation with full pay at a rate not exceeding eighteen working days each year beginning with
the 10™ year of employment.

Vacation with full pay at a rate not exceeding twenty-one working days each year beginning with
the 16™ year of employment.

Vacation with full pay at a rate not exceeding twenty-two working days each year beginning with
the 18" year of employment.

Vacation with full pay at a rate not exceeding twenty-six working days each year beginning with
the 21 year of employment.

A department head shall have the authority to grant up to sixteen years of prior service credit at the time
of hire for the sole purpose of determining vacation accrual rate. Prior service credit must be public or
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private sector experience directly related to the position for which the employee is hired and must be
verified by the Human Resources Department.

Subd (b) Vacation Calculation: All vacation will be calculated on a direct proportion basis for all hours of
credited work other than over-time and without regard to the calendar year. Effective January 1, 2003,
such leave may be cumulative up to an including fifty days. Leave in excess of the limits described above
will not be recorded and will be considered lost.

Subd (¢ ) Vacation Usage: The stipulations concerning vacation leaves listed below will be observed:
1. Only employees with accrued vacation shall be granted vacation leave
2. Vacation will begin on the first working day absent from duty.
3. When said vacation leave includes a holiday, said holiday will not be considered as one
of the vacation days.

Section 12.6 Vacation Accrual

Employees certified to a permanent position prior to January 1, 1973 will be allowed to accrue a negative
balance in their vacation account. This amount is not to exceed the anticipated vacation earnings in the
immediate succeeding twelve-month period. The anniversary date for increased vacation allowance will be
January 1 of any year in which the calculation is changed. Employees hired subsequent to January 1, 1973
will be authorized to utilize only vacation accrued to the date of their return from vacation leave.
Furthermore, the anniversary date for purposes of increased vacation leave will be the beginning of the pay
period in which they complete the appropriate number of work years. Employees who separate from the
service shall refund vacation used in excess of accrual at the time of separation, if any.

Section 12.7 Vacation Payment
The following vacation payment guidelines must be observed:

The rate of pay for the vacation leave will be the rate of pay employees would receive had they been
working at the position to which they have been permanently certified, except as provided in (B).
Employees on detail for a period of less than six months immediately prior to vacation will be paid upon
the basis of the position to which they have been permanently certified. Employees on detail for more
than six months immediately prior to vacation will be paid upon the basis of the position to which they
have been detailed.

Section 12.8 Reinstatement and Transfer Affecting Vacation

Subd (a) Reinstatement: An employee who is or has been reinstated following separation pursuant to the
Reinstatement Rule, or who is or has been re-employed through examination and certification within two
years following separation will, after five consecutive years of service following such reinstatement or
new certification, receive credit for prior service for vacation benefits upon request by the employee. No
such credit will be applied to an employee reinstated or re-employed for the second or subsequent time.

Subd (b) Transfer: A transferred employee’s vacation time will be governed as follows:

An employee who has been transferred will retain vacation privileges acquired in the department from
which the transfer has been made. When an employee transfers from one department to another, the
accrued vacation will transfer with the employee and become the responsibility of the accepting
department unless other specific arrangements are made at the time of such transfer.
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ARTICLE 13
SICK LEAVE

Section 13.1

The purpose of Article 13 is to provide rules on Sick Leave including rules on how employees may use
sick leave for their own use and for their Family Member. Sick Leave will be granted and administered in
accordance with the provisions of this article.

Section 13.2 Accrual and Use

Employees shall accrue sick leave at a rate of one day per month not to exceed 12 days per calendar year.
Employees are entitled to use accrued sick leave for the employee’s illness, the illness of a Family
Member, or for safety leave. Other factors defining sick leave are as follows:

Ocular and Dental: Necessary ocular and dental care of the employee is recognized as a proper cause for
granting sick leave.

Chemical Dependency: Treatment for alcoholism and drug addiction is recognized as proper cause for
granting sick leave and is contingent on two conditions:
1. The employee undergoes a prescribed period of hospitalization or institutionalization.
2. The employee, during or following the above care, participates in a planned program
of treatment and rehabilitation approved by the Human Resources Director or
designee in consultation with the City’s health care provider.

Safety Leave: An employee may use accrued sick leave for safety leave for such reasonable periods of
time as may be necessary, in accordance with Minnesota Statute 181.9413.

Care and Treatment: Necessary care and treatment by a health care professional is recognized as proper
cause for granting sick leave.

Family Member: Accrued sick leave may be used to care for an employee’s Family Member pursuant to
the same provisions covering the employee’s own sick leave usage.

Section 13.3 Illness Defined

The word “illness” means a temporary physical impairment, bodily disease or injury or mental affliction,
whether or not a precise diagnosis is possible, when such impairment, disease, injury or mental affliction
is impairing or requires care and treatment.

Section 13.4 Use of Accrued Sick Leave

General Rules

1.Departments may not grant sick leave to an employee who does not have accrued sick leave and may not
grant sick leave to an employee whose accrued sick leave balance is zero or negative.

2.Sick leave may be denied if an employee does not follow their Department’s notice and call-in procedures
for requesting sick leave.

3.No sick leave will be granted to an employee who is not scheduled to work or who, for reason other than
illness, is not available for scheduled work.

4.Employees separating from service will at the time of separation be required to refund the City for sick
leave used in excess of their accrued sick leave in accordance with Minnesota Statutes 181.79.
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Section 13.5 Interrupted Service and Sick Leave

The following provisions apply:

A permanent employee with six months of continuous service who has been certified or re-certified to a
permanent position will, after layoff or disability retirement, be granted by the department sick leave with
full pay consistent with the provisions of this article.

A permanent employee with six or more months of continuous service who has been transferred from one
department to another department will retain sick leave privileges acquired in the department from which
transfer has been made

Employees returning from military leave will be entitled to sick leave as provided in the applicable
Minnesota Statute.

Section 13.6 Sick Leave Termination
Layoff of an employee on sick leave will terminate an employee’s right to use sick leave.

Section 13.7 Medical Verification

An employee may be required to provide a written statement from a health care professional in
attendance verifying that the employee’s absence is due to illness and that the employee is unable to
work. “In attendance” includes a telephonically prescribed course of treatment by the health care provider
which must be confirmed by a prescription or a written statement by the provider.

A written statement by a health care professional for sick leave may be required only in the following
situations:

An employee has been absent on sick leave for five or more consecutive work days;

An employee has used more than twelve days of unverified sick leave within the last 12 months;

A Request for a Leave of Absence for medical reasons has been submitted; or,

In cases of suspected fraudulent use of sick leave or where there are patterned absences.

Section 13.8 Fitness for Duty

Prior to an employee returning to work from an illness or medical leave of absence, the Human Resources
Director or department head may require a satisfactory medical report by the City’s health care provider
to determine the fitness of any employee to perform the duties of his or her job.

Section 13.9 Suspensions and Sick Leave

Employees who have been suspended for disciplinary purposes during the calendar year shall not accrue
sick leave during the period of suspension and will not be granted sick leave during the period of
suspension.

ARTICLE 14
HOLIDAYS AND VOLUNTEER
TIME

Section 14.1 Paid Holidays
Employees shall be entitled for holidays with pay in accordance with the provisions of this article.

Section 14.2 Eligibility
Permanent employees who are not required to work on a day recognized by this Agreement as a holiday
shall be entitled to holiday pay provided such employees has worked at least two (2) hours on the last
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working day immediately before and at least two (2) hours on the next working day immediately after such
holiday or, such employee is on a paid leave of absence, vacation, or sick leave properly granted.

Section 14.3 Holiday Pay and Rate

Employees are eligible to receive holiday pay as outlined in this article calculated at their regular, straight-
time, base rate of pay.

Section 14.4 Holidays During Vacation and Sick Leave
Holidays which occur within an employee's approved vacation or sick leave period shall be paid as
holidays only and shall not be charged as vacations or sick leave.

Section 14.5 Holidays Defined

The MPRB shall have the following paid holidays each year and any additional holidays that may be
granted by the State Legislature:

New Year's Day January 1

Martin Luther King's Birthday Third Monday in January
President's Day Third Monday in February
Memorial Day Last Monday in May
Juneteenth June 19

Independence Day July 4

Labor Day First Monday in September
Indigenous People’s Day Second Monday in October
Veteran’s Day November 11

Thanksgiving Day _Fourth Thursday in November
Christmas Day December 25

With regard to holidays: if the holiday falls on a Saturday it shall be celebrated on the preceding Friday (except for
employees regularly scheduled to work on Saturdays for whom the holiday shall be the actual day); if the holiday falls on
a Sunday, it shall be celebrated on the following Monday (except for employees who do not regularly work on Mondays
who shall celebrate the holiday on the preceding Saturday). For employees who do not regularly work on Mondays,
holidays falling on Monday shall be celebrated by such employees on the Tuesday following the holiday.

Section 14.6 — Compensation for Working on Holidays

If a holiday is worked by any employee, then that employee shall receive overtime pay at the rate of one and one-half (1
.5) times the employee's regular rate of pay for hours actually worked by the employee in addition to the eight (8) hours
holiday pay.

Section 14.7 — Religious Holidays

Employees may observe religious holidays which do not fall on Sunday or on a holiday as defined in Section 14.5 above.
Such days off shall be taken off without pay unless the employee has accumulated vacation benefits or compensatory time
available in which case the employee may take such days off as vacation or compensatory time. The employee must notify
the appropriate manager at least ten (10) days in advance of the religious holiday of his/her intent to observe such holiday.
Leaves of more than three days are subject to supervisory approval.

Section 14.8 Floating Holiday
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Beginning on January 1, 2023, and continuing thereafter, each employee shall be credited with a holiday time bank
consisting of eight (8) hours for a full-time employee and five (5) hours for a part-time employee. Requests for floating
holiday time off shall be considered by supervisors on the same basis as vacation requests. Floating holiday time does not
carry over from year to year and therefore the holiday time bank will revert to zero as of 11:59 PM on the last day of the
payroll year. Unused floating holiday time off at the time of an employee’s separation from service shall be forfeited and
therefore no compensation shall be payable for such time.

Section 14.9 Volunteer Time

Each employee shall be credited with up to eight (8) hours annually for paid time to volunteer. Volunteer time
requires prior supervisory approval, and verification from the volunteer organization must be provided to the
employer within the same payroll cycle in which the volunteer time was served. No overtime or comp time will
be earned as a result of volunteer time and such time must be served during a regularly scheduled workday.

ARTICLE 15
LEAVES OF ABSENCE

A leave of absence of five (5) working days with pay shall be granted at the time of death of an employee's parent, stepparent,
spouse, registered domestic partner within the meaning of . Minneapolis Code of Ordinances Chapter 142, child, stepchild,
brother, sister, stepbrother, stepsister, father-in-law, mother-in-law, brother-in-law, sister-in-law, grandparent, grandchild,
or members of the employee's household not referenced in this article. Bereavement Leave must be used within five (5)
working days from the time of death or funeral unless an extension is required for individually demonstrated circumstances.
For the purposes of this article, the terms father-in-law and mother-in-law shall be construed to include the father and mother
of an employee's domestic partner. Additional time off without pay or vacation or compensatory time if available and
requested in advance shall be granted as may reasonably be required under individual demonstrated circumstances.

Leaves of Absence

Section 15.1 Bereavement Leave

A leave of absence of five (5) working days with pay shall be granted at the time of death of an employee’s parent,
stepparent, spouse, registered domestic partner within the meaning of Minneapolis Code of ordinances Chapter 142, child,
stepchild, brother, sister stepbrother, stepsister, father-in-law, mother-in-law, brother-in-law, sister-in-law, grandparent,
grandchild, or members of the employee’s household not referenced in this article. Bereavement Leave must be used
within five (5) working days from the time of death or funeral unless an extension is required for individually
demonstrated circumstances. For the purposes of this article, the terms father-in-law and mother-in-law shall be construed
to include the father and mother of an employee’s domestic partner. Additional time off without pay or vacation or
compensatory time if available and requested in advance shall be granted as may reasonably be required under individual
demonstrated circumstances.

Section 15.2 Jury Duty and Court Witness Leave

After due notice to the Employer, employees subpoenaed to serve as a witness in a criminal proceeding or called for jury
duty, shall be paid their regular compensation at their current base rate of pay for the period the court duty requires their
absence from work duty, plus any expenses paid by the court. Such employees, so compensated, shall not be eligible to
retain jury duty pay or witness fees and shall turn any such pay or fees received over to the Employer. The Minneapolis
Park Board may charge a fee to the party issuing the subpoena for lost work time due to interview(s) or preparation(s)
associated with being a witness.

Subd (a) If an employee is excused from jury duty prior to the end of the normal workday, he/she shall return to work if
reasonably practicable or make arrangements for a leave of absence without pay or use vacation or compensatory time.
For purposes of this section, such employees shall be considered to be working normal day shift hours for the duration of
their jury duty leave.
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Subd (b) Any absence, whether voluntary or by legal order to appear or testify in civil litigation, not in the status of an
employee, shall not qualify for leave under this section. Such absences shall be charged against accumulated vacation,
compensatory time or be without pay.

Section 15.3 Military Reserve Training

In accordance with the requirements and provisions of state and federal laws, any employee who is a member of any
reserve component of the military forces of the United States required by official military orders or related authority to
attend Military Reserve training shall receive full wages, at the employee’s current base pay rate for the period of the
active duty required for such training not to exceed fifteen (15) days per calendar year.

Subd (a) Military Leave of Absence Without Pay Employees in the classified service shall be entitled to military leaves of
absence without pay for duty in the regular Armed Forces of the United States, the National Guard or the Reserves. At the
expiration of such leaves, such employees shall be entitled to their position or a comparable position and shall receive
other benefits in accordance with applicable Minnesota statutes.

Section 15.4 Organ or Bone Marrow Donor Leave

Pursuant to applicable Minnesota statutes, employees who work twenty (20) or more hours per week shall, upon advance
notification to their immediate supervisor and approval by the Employer, be granted a paid leave of absence at the time
they undergo medical procedures to donate an organ or bone marrow. At the time such employees request leave, they shall
provide to their immediate supervisor written verification by a physician of the purpose and length of the required leave.
The combined length of leaves for this purpose may not exceed forty (40) hours unless agreed to by the Employer in its
sole discretion.

Section 15.5 Voting Leave-

An employee who is entitled to vote in any Federal, State or regularly scheduled local election, as defined in M.S.
204C.04 subd. 2, may absent themselves from work for the purpose of voting during such election day for a period not to
exceed two (2) hours without deduction from salary on account of such absence, provided the employee has made prior
arrangements for the absence with the Employer. Any employee making claim for time off for voting and not casting a
ballot or utilizing time off for unauthorized purposes shall be subject to disciplinary action.
https://www.revisor.mn.gov/statutes/?1d=204C.04

Section 15.6 Paid Parental Leave

All new birth or adoptive parents shall be granted a three (3) week paid parental leave. This paid parental leave shall be
compensated at the employee’s current wage and not charged against the employee’s accumulated sick or vacation leave.
This leave must be consecutive without interruption. Seniority, vacation, and sick leave accruals shall continue throughout
this leave.

Section 15.7 School Conference and Activities Leave

Leaves of absence without pay of up to a total of sixteen (16) hours during any twelve (12) month period for the purpose
of attending school, pre-school or child care provider conferences and classroom activities of the employee’s child,
provided that such conferences and classroom activities cannot be scheduled during non-work hours. When the need for
the leave is foreseeable, the employee shall provide reasonable prior notice of the leave to their immediate supervisor and
shall make a reasonable effort to schedule the leave so as not to disrupt the operations of the Employer. Employees may
use accumulated vacation benefits or accumulated compensatory time for the duration of such leaves.

Section 15.8 Family and Medical Leaves

General: Pursuant to the provisions of the federal Family and Medical Leave Act of 1993 (FMLA) and the regulations
promulgated there under which shall govern employee rights and obligations as to Family and Medical leaves wherever
they may conflict with the provisions of this Section, leaves of absence without pay shall be granted to eligible employees
who request them for the following reasons:
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a. for purposes associated with the birth or adoption of a child or the placement of a child with the =~ employee for
foster care,

b. when they are unable to perform the functions of their positions because of temporary sickness or disability,
and/or

c. when they must care for their parent, spouse, registered domestic partmer within the meaning of Minneapolis
Code of Ordinances Chapter 142, child, or other dependent and/or member of their household who has a serious medical
condition.

d. for any qualifying exigency arising out of the fact that the employee’s spouse, registered domestic partner within
the meaning of Minneapolis Code of Ordinances Chapter 142, child, or parent is a covered military member on active
duty or has been notified of an impending call or order to active duty in support of a contingency operation as either a
member of the National Guard or Military Reserves or a retired member of the regular armed forces or reserves.

e. for the care of a covered service member who is a current member of the regular armed forces, National Guard, or
Reserves who has incurred an injury or illness in the line of duty while on active duty, provided that such injury or illness
renders the service member medically unfit to perform the duties of his/her office, grade, rank, or rating. To qualify, the
employee must be the spouse, registered domestic partmer within the meaning of Minneapolis Code of Ordinances Chapter
142, child, parent, or next of kin of the service member.

Eligibility. Employees are eligible for FMLA leaves if they have accumulated at least twelve (12) months' employment
service preceding the request for the leave and have worked at least one thousand two hundred fifty (1,250) hours during
the twelve (12) month period immediately preceding the leave.

Duration. Eligible employees may take FMLA leaves of up to twelve (12) weeks in any twelve (12) months [up to twenty-
six (26) weeks in any twelve (12) months if the leave is granted pursuant to the provisions of this Section at Subd. 1(e)
above] without affecting their rights under any other provision of this Agreement. The use of paid leave benefits during
FMLA leaves, if any, must occur first and be irrevocably discontinued before leaves of absence without pay are recorded.
The use of available paid leave benefits during FMLA leaves shall be at the employee's sole option and shall not affect the
maximum allowable duration of such leaves.

a. Ifmedically necessary due to the serious medical condition of the employee, or that of the employee's spouse, child,
parent, registered domestic partner within the meaning of Minneapolis Code of Ordinances Chapter 142, or other
dependents and/or members of their households who have a serious medical condition, FMLA leaves may be taken on an
intermittent schedule. In cases of the birth, adoption or foster placement of a child, such leaves may be taken intermittently
only when expressly approved by the Employer.

b. Eligible spouses or registered domestic partners who both work for the Employer shall be granted a combined
twelve (12) weeks of leave in any twelve (12) months when such leaves are for the purposes referenced in Subd. 1, clauses
(a) [birth or adoption leaves] and/or (c) [family illness leaves], above.

Notice Required. Employees must give thirty (30) calendar days’ notice of the need for an FMLA leave if the need is
foreseeable. If the need for the leave is not foreseeable, notice must be given as soon as it is practicable to do so. Employees
must confirm their verbal notices for FMLA leaves in writing. Notification requirements may be waived by the Employer
for good cause shown.

Medical Certification. The Employer may require certification from an attending health care provider on a form it provides.
The Employer may also request second medical opinions provided it pays the full cost required.
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Pay and Benefits. FMLA leaves of absence shall be without pay unless the employee elects to use accumulated paid leave
benefits for all or any portion of the leave's duration. Health plan benefits for the employee and the employee's covered
dependents, if any, shall be continued on the same basis as coverage would have been provided had the employee been
actively employed during any unpaid portion of the maximum twelve (12) week FMLA leave entitlement.

Section 15.9 Reinstatement After FMLA Leaves

Employees shall return to their original position and job classification at the expiration of their FMLA leave. In the
event a layoff or reorganization occurs during the FMLA leave that affects the employee or the employee’s position, the
provisions of this Agreement at Article 8, Section 8.08 (Reduction of Employees) and/or Article 26 (Transfers) shall be
implemented as may be necessary and appropriate at the expiration of the employee’s FMLA leave.

ARTICLE 16
WORK RULES

The Board has reserved the right to establish and modify from time-to-time, reasonable rules and regulations which are not
inconsistent with the provisions of this Agreement. The Board will notify employees through the Union of proposed changes
to work rules in advance of implementing the changes to provide the opportunity to meet and confer with the Association
at its request.

ARTICLE 17
NO STRIKE NO LOCKOUT

No Strike

In recognition of the provisions included in this Agreement, the Union agrees that neither the Union, its officers or agents,
nor any of the employees covered by this Agreement will engage in, encourage, sanction, support or suggest any strikes,
slowdowns, mass absentecism, mass use of sick leave, the willful absence from one’s position, the stoppage or work or
the abstinence in whole or in part of the full, faithful and proper performance of the duties of employment. Any such
violation may be cause for disciplinary action.

No Lockout
The Employer will not lock out employees during the term of this Agreement as a result of a labor dispute with the Union.

ARTICLE 18
PROFESSIONAL DEVELOPMENT PLAN

Section 18.1 — Professional Development Plan

Each employee shall have input on the development of the employee's professional development plan, where applicable,
and the employee shall be furnished with a copy of the employee's written plan. From time to time, an employee may
make a request to attend training, a conference, or a seminar at the Board's expense, the employee's expense with some of
the costs covered by the Board or some other combination of costs and time. Such opportunities may be provided by the
Board on a case by case basis. When an employee makes a written request for such an opportunity, the employee's
supervisor or manager shall provide to the employee its written decision on the matter.

Section 18.2 — Membership in Professional Organizations
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To support the participation of recreation professionals in professional associations (National Recreation and Parks
Association (NRPA); Minnesota Recreation and Parks Association (MOA); Women in Leisure Services (WILS); Ethnic
Minority Society (EMS) Youth Intervention Programs Association (YIPA)), the Board shall provide a reasonable amount
of time to participate as a committee member or take part in educational workshops.

Section 18.3
Appendix D Contains the Professional Development and Competency plan.

Section 18.04 Training

With prior supervisory approval, an employee who is scheduled to work may use paid time to complete training, earn or
maintain certifications, earn education units (CEU’s) or work on a competency (for those eligible to participate in the
competency system). This does not apply to training, certification or education units scheduled outside work hours nor
does it apply to obtaining a degree or certification under the MPRB Tuition Reimbursement Policy which requires
coursework to be completed outside work hours.

ARTICLE 19
PERMIT AND DETAIL EMPLOYEES

The Board agrees to follow the provisions of the Rules and Charter Provisions of the Minneapolis Civil Service
Commission with respect to hiring and retention of permit and detail employees.

ARTICLE 20
SENIORITY

Seniority Defined
When used in this Agreement, the terms Park and Recreation Board seniority and classification seniority shall have the
meanings given them below:

Section 20.1 Park and Recreation Board Seniority Defined- Park and Recreation Board seniority is defined as the
length of uninterrupted employment with the Employer and based on the employee's initial certification date. Effective
for employee’s hired on or after January 1, 1998, Park and Recreation Board seniority is defined as the length of
uninterrupted employment with the Employer and based on the date of the employee’s first day of employment.

Section 20.2 Classification Seniority Defined- Classification seniority is defined as the length of employment within a
job classification and based on the employee's certification number. Effective for employee’s hired on or after January 1,
1998 or changing classifications on or after January 1, 1998, classification seniority is defined as the length of
employment within a job classification and based on the date the employee began working in that classification on a
permanent basis.

Section 20.3 Ties in Seniority- Ties in classification seniority shall be broken by Park and Recreation Board seniority.
Ties in Park and Recreation Board seniority shall be broken randomly by the HRIS system.

Section 20.4 - Loss of Seniority:
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A. Seniority Interruption- An employee’s Park and Recreation Board and Classification seniority shall be told,
e.g. frozen and not subject to accrual, during each full payroll period during which an employee is on unpaid status.
Exceptions to this provision are Budgetary leave, Military leave, Worker’s Compensation leave or a family medical leave
under the Family Medical Leave Act.

B. Seniority Loss- An employee's seniority shall be lost and his/her employment shall be terminated upon the
occurrence of any of the following:

The employee quits or retires and does not rescind such action within five (5) calendar days
The employee is discharged and the discharge is not reversed,
The employee has been laid off and not actively working for the Employer for a period of three (3) years.

ARTICLE 21
LAYOFF AND BUMPING

Section 21.1 Layoffs and Bumping:

Whenever any permanent position is to be abolished or it becomes necessary to reduce the number of employees in the
classified service in any department, the Superintendent shall immediately report such pending layoffs to the Human
Resources Director or his/her designated representative and the Union. The status of involved employees shall be
determined by the following provisions and the involved employees will be notified.

Identification of Affected Employees: Layoffs/job abolishment shall be used to reduce positions and not to target specific
employees. Division heads shall identify the employee(s) to be reduced in the following manner:
a. The Division Head shall first identify the classification title and number of employees within the title that
is to be affected.
b. The Human Resources Department shall then identify the employee(s) that are to be affected beginning
with the least senior employee in the department and in the title and progressing to the most senior in the
title until all the reductions are identified.

General Order of Layoff:
a. Layoffs shall be made in the following manner:

1. Temporary and Contract employees (those not certified to a temporary position) shall be
first laid off;
ii. Part-time employees shall next be laid off

Layoff Based on Classification Seniority: The employee first laid off shall be the employee who has the least amount of
classification seniority in the classification in which reductions are to be made. Provided, however, employees retained
must be deemed qualified to perform the required work and employees who possess unique skills or qualification which
would otherwise be denied the Employer may be retained regardless of their relative seniority standing. The temporary
release of a permanent intermittent employee (ie., one who is regularly employed on a seasonal, periodic or other
recurring basis during the year) shall not be regarded as a /ayoff within the meaning of this article.

Bumping: Employees who have at least two (2) years of Minneapolis Parks seniority shall have the right to bump into
previously held positions within the same or lower pay grade(s). Said employee shall have the right to bump the employee
of lesser Minneapolis Parks seniority who was last certified to the most recent classification previously held permanently
(ie., one in which the probationary period was satisfactorily completed) by the laid off employee and in which job
performance was deemed by the Employer to be satisfactory.
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If the employee is unable to bump into the most recent classification previously held, his/her bumping rights to the next
most recent classification previously held shall be process and this review shall continue until either the employee is
placed in a previously held classification or a determination has been made that there is no employee of lesser City
seniority who was last certified to a previously held classification and the employee shall be laid off. In all cases,
however, the bumping employee must meet the current minimum qualifications of the claimed position and must be
qualified to perform the required work.

Section 21.2— Notice of Layoff

The employer shall make every reasonable effort under the circumstances to provide affected employees with at least
fourteen (14) calendar days’ notice prior to the contemplated effective date of a layoff.

Section 21.3— Recall from Layoff

An employee in the classified service who has been laid off shall be offered recall without examination to a vacant
position of the same classification provided the employee continues to meet the current minimum qualifications of the
position. Offers of recall will be extended in order of descending classification seniority, with the most senior employee
on the recall list receiving the first offer of recall. Employees who are recalled to a previously held title after more than
twelve (12) months on the recall list or an employee who is recalled to a department that is different from the department
from which the employee was laid off shall serve a three (3) month trial period which may be extended for up to an
additional three (3) months with a meet and confer with the Union. Upon recall, the Human Resources Department will
assure a viable position description and performance expectations are clearly stated and understood. If removed by the
appointing authority during the trial period or if an employee elects to cancel the recall during the first thirty (30) calendar
days in the position, the employee shall be returned to the recall list. Such return shall not be considered a refusal of recall.
Time spent in the position prior to return to the recall list shall count toward the three (3) year maximum length on the list.

An employee’s name shall be removed from the recall list (1) at the employee’s request; (2) if the employee is placed in a
position in the same classification; (3) if an employee is placed in another job class in the Park Board with the same or
higher top rate of pay; (4) if an employee refuses two (2) offers of recall; or (5) failure to receive an appointment within
three (3) years.

It is the employee’s responsibility to keep the Employer advised of his/her current mailing address.

Return of a recall letter as undeliverable or failure to contact the Employer after receipt of a recall offer letter within
fourteen (14) calendar days constitutes refusal of a recall offer.

Section 21.4— Application and Scope

For purposes of this article, bargaining unit employees may displace or bump non-bargaining unit employees. Further,
non-bargaining unit employees shall be permitted to displace or bump bargaining unit employees.

Section 21.5—- Exceptions
The following exceptions may be observed:

. Mutual Agreement: If the employer and the Union agree upon a basis for layoff and reemployment in a certain position or
group of positions and such agreement is approved by the Superintendent or his/her designated representative, employees
will be laid off and re-employed upon that basis.
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B. Emergency Retention: Regardless of the priority of layoff, an employee may be retained on an emergency basis for up to

six (6) months longer to complete as assignment. Such emergency retention shall be used one (1) time and may not be
extended. No other employee will be selected for layoff if this provision is invoked. The Union will be notified when this
provision is invoked including the name and job classification of the employee being retained, reason for emergency
retention, and expected duration of the emergency retention.

ARTICLE 22
WAGES

Section 21.1- Salary Rates. Progression, Advances and Transfers-

Salary rates shall be as listed in Exhibit A.

Salary progression shall be as outlined on the cover of the Board's Salary Schedule.

Salary of an employee who advances from one grade to another either permanently or on detail shall be at the next salary

increment in the new grade which gives the employee at least a 4% increase. The only exception is when the advancement
is to the top increment of the new range.

Longevity pay shall be as specified in Exhibit A

ARTICLE 23
DURATION

Section 20.1 Term of Agreement and Renewal The provisions of this Agreement shall become effective on January 1,
2022 and shall remain in full force and effect through December 31, 2024.

Section 20.2 — Termination In the event that a successor Agreement has not been agreed upon by the expiration date set
forth above, either Party may terminate this Agreement pursuant to the procedure set out in PELRA.

Section 20.3 Entire Agreement The Parties acknowledge that during negotiations which resulted in this Agreement, each
had the unlimited right and opportunity to make demands and proposals with respect to any subject or matter not removed
by law from the area of collective bargaining, and that the understandings and agreements arrived at by the Parties after
the exercise of that right and opportunity are set forth in this Agreement. Therefore the Board and the Association, for the
duration of this Agreement, each waives the right, and each agrees that the other should not be obligated to bargain
collectively with respect to any subject or matter referred to, or covered in this Agreement, or with respect to any subject
or matter not specifically referred to, or covered in this Agreement, even though such subjects or matters may not have
been within the knowledge or contemplation of either or both of the Parties at the time they negotiated or signed this
Agreement. This Agreement may, however, be amended during its term by the Parties' mutual written agreement.

Section 20.4 — Separability and Savings In the event any provision of this Agreement is found to be contrary to law by
a court of competent jurisdiction from whose final judgment or decree no appeal has been taken within the time provided
therefore, such provision shall be voided. All other provisions, however, shall continue in full force and effect.

NOW, THEREFORE, the Parties have caused this
Agreement to be executed by their duly authorized
representatives whose signatures appear below:

FOR THE UNION:
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FOR THE BOARD:

/// Pl o Al
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ordan Nelson ’ Date Meg chgne kﬂ) Date
AFSCME Local 3279 President Park Board Presid

Gl /({//\ /O -2-722

Bart! Anderson Date
AFSCME Co. 5 West Team Director
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NS A ,{"/’f’; / U+ )2

David Bard / Date Jennifer Ringold Date
AFSCME Field Rep Secretary to the Board
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APPENDIX A - WAGE TABLE

Effective January 1, 2022 (2.25%)

Job Code jJob Title Step 1 Step 2 Step 3 Step4 Step 5 Step 6 Step 7 Step 8
01010P Athletic Prg Specialist I-P $28.461116| $29.605972| $30.739381| $31.884237| $33.017644| $34.162490

01013P Athletic Prg Specialist II-P $33.590067| $34.929551| $36.280474| $37.619959| $38.959443| $40.298917

02310P Community Outreach Coord-P $36.291924| $37.925065( $39.631687| $41.216957| $42.865639

05762P IT Network & Sys Speclst I-P $37.837485| $39.543315| $41.317842| $42.966435| $44.683715| $46.469691

05761P IT Network & Sys Speclst II-P $44.031148| $46.023199| $48.095388| $50.007295| $52.125279

05775P IT Project Manager-P $39.955469| $41.741435| $42.577181| $45.382082| $47.190956| $49.079964

04120P Naturalist Program Coordinat-P $34.729591| $36.292423| $37.925582| $39.442605| $41.020309

07418P Park School Campus Coord-P $36.291924| $37.925060| $39.631688| $41.216955| $42.865634

08823P Recreation Supervisor-Dntwn-P | $31.774892| $33.694747| $35.371657| $37.424229| $39.587935| $42.095475|$43.485423($45.136769
08822P Recreation Supervisor-P $31.774892| $33.694747| $35.371657| $37.424229| $39.587935| $42.095475|$43.485423| $45.136769

10586P Therap Rec & Inclusion Coord-P $35.501975| $37.104772| $38.764816| $40.310366| $41.936061
02378P Youth Engagement Coordinator-P | $34.963237| $36.536580| $38.180726| $39.707957| $41.296267

11070P Youth Program Specialist I-P $24.133564| $25.095243 $26.056920| $27.030047| $27.980277| $28.953403

11073P Youth Program Specialist II-P $28.461116| $29.605972| $30.739381| $31.884237| $33.017644| $34.162490

11090P Yth Prgm Spcl I-Grant Fund-P $24.133564| $25.095243 $26.056920| $27.030047| $27.980277| $28.953403

05777P Yth Tec Career Skills Prg Sp-P $27.158371( $28.380498| $29.657621| $30.843925| $32.077682

01762P Child Care Specialist (F/T)-P $24.055300| $25.137789| $26.268989| $27.319749| $28.412539| $29.549040

01763P Child Care Specialist (P/T)-P $24.055300| $25.137789 $26.268989| $27.319749| $28.412539| $29.549040

02309P Community Garden Program Crd-P| $29.739866| $31.078161 $32.476678| $33.775745| $35.126774| $36.531846|$37.993117

02685P Envirn Stwrdship Vol Coord-P $28.770227| $30.052463| $31.403397| $32.662737| $33.979323| $35.341694|$36.738415|$38.203831

04233P Event Coord Comm Outreach-P $34.638595| $36.197332| $37.826213| $39.339261| $40.912831
04234P Event Coordinator, Downtown-P | $34.638595| $36.197332| $37.826213| $39.339261| $40.912831
04236P Event and Facility Use Coord-P $34.156498| $35.693535| $37.299745| $38.791637| $40.343411

05072P Forestry Outreach Coord-P $33.807369| $35.328700 $36.918370| $38.395235| $39.931042

05069P Forestry Preservation Coord-P $33.807369| $35.328700( $36.918370| $38.395235| $39.931042

05275P Golf Course Assistant Mgr, P $22.736831| $24.912063| $26.125606| $27.396395| $28.495465| $29.640311

08830P Recreation Volunteer Coord-P $28.770227| $30.052463| $31.403397| $32.662737| $33.979323| $35.341694|$36.738415|$38.203831
09295P Special Event Permit Coord-P $34.638594| $36.197328| $37.826212| $39.339266| $40.912832

10383P Sustainable Forestry Coord-P $33.807369| $35.328700| $36.918370| $38.395235| $39.931042

11075P Youth Violence Prev Crd - P $34.963237| $36.536580| $38.180726| $39.707957| $41.296267

Other Provisions

Employees must satisfactorily complete 12 months in each salary step to be eligible to advance to the next salary step.

Pursuant to the Post-Retirement Health Care Savings Plan, as established in Minnesota Statute §352.98, as administered
by the Minnesota State Retirement System, employees in this bargaining unit will contribute the following: 100% of sick
leave severance due at retirement, 100% of any unused vacation pay at the time of retirement.

For the duration of this collective bargaining agreement, the Board agrees to apply any such increase in paid days cost of
living increase, or step movement to this group, if any such agreement is reached with any other unit either represented or
non-represented, as a whole, with the exception of Police.

Any employee who was a part of the Union will receive any benefits bargained for by the Union if that employee has left
for an alternate job within the organization. Former employees who worked hours during the effective date of the contract
but are no longer with the Park Board are entitled to the appropriate retroactive pay upon request in writing to the Park
Board that includes the former employee’s current address and phone number.
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Effective January 1, 2023 (2.5%)

Job Code jJob Title Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8
01010P Athletic Prg Specialist I-P $29.172644| $30.346121| $31.507865| $32.681343 | $33.843085

01013P Athletic Prg Specialist I1-P $34.429818| $35.802790( $37.187486| $38.560458| $39.933429| $41.306390

02310P Community Outreach Coord-P $37.199222| $38.873192| $40.622479| $42.247381| $43.937280

05762P IT Network & Sys Speclst I-P $38.783422| $40.531898| $42.350788| $44.040596| $45.800808| $47.631434

05761P IT Network & Sys Speclst [I-P $45.131926| $47.173779| $49.297772| $51.257477| $53.428411

05775P IT Project Manager-P $40.954355| $42.784971| $43.641611| $46.516634| $48.370730| $50.306963

04120P Naturalist Program Coordinat-P $35.597831| $37.199733| $38.873722| $40.428670| $42.045817

07418P Park School Campus Coord-P $37.199222 $38.873186| $40.622480| $42.247378| $43.937274

08823P Recreation Supervisor-Dntwn-P $32.569264| $34.537116| $36.255949| $38.359835| $40.577634| $43.147862|$44.572559|$46.265188
08822P Recreation Supervisor-P $32.569264| $34.537116| $36.255949| $38.359835| $40.577634| $43.147862|$44.572559|$46.265188

10586P Therap Rec & Inclusion Coord-P $36.389524| $38.032392( $39.733936| $41.318125| $42.984463
02378P Youth Engagement Coordinator-P | $35.837318| $37.449995| $39.135244| $40.700656| $42.328673

11070P Youth Program Specialist I-P $24.736904 $25.722624| $26.708343| $27.705798| $28.679784| $29.677239
11073P Youth Program Specialist II-P $29.172644| $30.346121| $31.507865| $32.681343| $33.843085/| $35.016552
11090P Yth Prgm Spcl I-Grant Fund-P $24.736904| $25.722624| $26.708343| $27.705798| $28.679784| $29.677239
05777P Yth Tec Career Skills Prg Sp-P $27.837330 $29.090010] $30.399061| $31.615023| $32.879624

01762P Child Care Specialist (F/T)-P $24.656683| $25.766234| $26.925714| $28.002743| $29.122852| $30.287766
01763P Child Care Specialist (P/T)-P $24.656683| $25.766234 $26.925714 $28.002743| $29.122852| $30.287766

02309P Community Garden Program Crd-P| $30.483363| $31.855115| $33.288595| $34.620138| $36.004943| $37.445142
02685P Envirn Stwrdship Vol Coord-P $29.489482| $30.803775| $32.188482| $33.479305| $34.828806| $36.225236|$37.656875|$39.158927
04233P Event Coord Comm Outreach-P $35.504560( $37.102266 $38.771868| $40.322743| $41.935652
04234pP Event Coordinator, Downtown-P | $35.504560| $37.102266| $38.771868| $40.322743| $41.935652
04236P Event and Facility Use Coord-P $35.010410| $36.585874| $38.232238| $39.761428| $41.351997

05072P Forestry Outreach Coord-P $34.652554 $36.211918| $37.841329| $39.355116| $40.929318

05069P Forestry Preservation Coord-P $34.652554/ $36.211918| $37.841329] $39.355116| $40.929318

05275P Golf Course Assistant Mgr, P $23.305252| $25.534865| $26.778746| $28.081305| $29.207851| $30.381319

08830P Recreation Volunteer Coord-P $29.489482| $30.803775| $32.188482| $33.479305| $34.828806| $36.225236|$37.656875|$39.158927
09295P Special Event Permit Coord-P $35.504559| $37.102261 $38.771867| $40.322748| $41.935653

10383P Sustainable Forestry Coord-P $34.652554| $36.211918| $37.841329| $39.355116| $40.929318

11075P Youth Violence Prev Crd - P $35.837318| $37.449995| $39.135244| $40.700656| $42.328673

Other Provisions

1. Employees must satisfactorily complete 12 months in each salary step to be eligible to advance to the next salary step.

2. Pursuant to the Post-Retirement Health Care Savings Plan, as established in Minnesota Statute §352.98, as
administered by the Minnesota State Retirement System, employees in this bargaining unit will contribute the following:
100% of sick leave severance due at retirement, 100% of any unused vacation pay at the time of retirement.

3. For the duration of this collective bargaining agreement, the Board agrees to apply any such increase in paid days cost
of living increase, or step movement to this group, if any such agreement is reached with any other unit either represented
or non-represented, as a whole, with the exception of Police.

4. Any employee who was a part of the Union will receive any benefits bargained for by the Union if that employee has
left for an alternate job within the organization. Former employees who worked hours during the effective date of the
contract but are no longer with the Park Board are entitled to the appropriate retroactive pay upon request in writing to the
Park Board that includes the former employee’s current address and phone number.
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Effective January 1, 2024, the Parties agree to a wage reopener.
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EXHIBIT B-I

AFSCME PROFESSIONAL UNIT
OTHER TERMS OF AGREEMENT

SICK LEAVE CREDIT PAY AND SEVERANCE PAY

Severance pay shall be distributed at a monthly rate equal to the total amount of severance obligation
divided by sixty (60) or fifty dollars ($50.00), whichever is greater, to be paid on the last payday of
each month for City employees; provided that the first of such payments shall begin in the calendar
month next following termination of employment, but not less than thirty (30) days after the date of
the employee's termination.

The Employer and the Union will form a task force to explore the feasibility and procedures necessary
to implement the option of an employee directing the employer to use his/her sick leave severance to
pay up to 100% of said employee's health care contribution until the severance is depleted.

GROUP INSURANCE

A. Group Health Insurance

Enrollment and Eligibility Upon proper application, permanent full-time employees, as defined by the
contract between the Board and the provider, shall be enrolled as covered participants in one of the
Board's available insurance plans or one of the available Health Maintenance Organization (HMO)
plans and shall be provided with the coverages specified therein. Such coverage shall commence the
first day of the month following the first full month of employment. Eligible employees may waive
coverage under the Board's available indemnity insurance plans and its available HMO plans by
providing written evidence satisfactory to the Board that they are covered by health insurance or have
HMO coverage from another source at the time of open enrollment and sign a waiver of coverage under
the Board's available plans. Subsequent coverage eligibility for such employees, if desired, shall be
governed by the provisions of the contracts of insurance and/or HMO contracts between the Board and
the providers of such coverage.

Premiums See Exhibit C.

Group Dental Insurance Upon proper application, permanent full-time employees as defined by the
contract between the Board and the provider, shall be enrolled along with their dependents as covered
participants in one of the Board's group dental insurance plans and shall be provided with the coverages
specified therein. Such coverage shall commence the first day of the month following the start date of
employment. The Board shall pay the premiums for such coverage on a single/family composite basis
for the term of the Agreement.

Payment of Long-Term Disability Insurance Effective January 1, 2002, each permanent full-time
employee, as defined by the contract between the Board and the provider, shall be enrolled in the
Board's long-term disability insurance policy and shall be provided with the coverages specified
therein. Such coverage shall commence the first day of the month following the start date of
employment




Group Life Insurance Each permanent full-time employee, as defined by the contract between the
Board and the provider, shall be enrolled in the Board's group term life insurance policy and shall be
provided with the coverages specified therein in the face amount of fifty thousand dollars ($50,000).
Such coverage shall commence the first day of the month following the start date of employment. The
Board shall pay the premiums for the above amounts. To the extent offered by the provider, an
employee may purchase at his or her own cost optional additional insurance coverage.

Emplovee Pavments Made By Payroll Deductions Any amounts payable by employees under this
section shall be paid through authorized payroll deductions.

MinneFlex Employees who have established enrollment eligibility under Group Insurance provisions
set forth above, shall be given the opportunity to participate in any plan which the Board may maintain
such as the MinneFlex Plan, which is a plan qualified under the Internal Revenue Code Section 125 to
provide special tax advantages to employees. The Plan Document shall control all questions of
eligibility enrollment, claims, and benefits.



B-2
PERSONAL INJURY / PROPERTY BENEFITS

Reimbursements Resulting from Direct Retaliation: The Minneapolis Park and Recreation Board shall
reimburse employees of this bargaining unit for the cost of replacement or repair of personal property
damaged or destroyed as a result of direct retaliation against an employee, when the actions of the
employee were appropriate and within the scope of the employee's duties. The maximum reimbursement
is $500 per incident and must be accompanied by receipts, a copy of the police report, the approval of
the immediate Supervisor, and must have the signature and approval of the appropriate General Manager.

Reimbursement Resulting from Assault: The Minneapolis Park and Recreation Board shall reimburse
employees of this bargaining unit for the cost of replacement or repair of personal property damaged or
destroyed as a result of an assault against an employee, when the actions of the employee were
appropriate and within the scope of the employee's duties. The maximum. reimbursement is determined
on a case-by-case basis and must be accompanied by receipts, a copy of the police report, the approval
of the immediate Supervisor, and must have the signature and approval of the appropriate General
Manager.

Reimbursement Damage to Vehicle: The Minneapolis Park and Recreation Board shall reimburse
employees for the cost of reimbursement for loss, damage, or destruction of personal motor vehicle
parked on NPRB property or while an employee is in the performance of MPRB business as verified by
the immediate Supervisor, a copy of the employee's vehicle insurance coverage, and a copy of the police
report. In the case of motor vehicles, reimbursement shall not include personal property that is stolen or
damaged unless the theft accompanies a personal assault upon the employee. Reimbursement shall not
exceed the vehicle insurance deductible to a maximum of $500 per incident (including personal property,
if eligible). The employee must submit the receipts and a copy of the police report or accident report to
receive reimbursement. The reimbursement request must have the signature and approval of the
appropriate General Manager.

Personal Injury: Covered by the State of Minnesota Worker's Compensation Law. No additional benefits
or reimbursements available.

Use of Personal Vehicle For MPRB Business: This is the reason the NPR-B pays reimbursement for
personal vehicle use. The reimbursement is intended to cover the cost of the operation of the vehicle to
include, but is not' limited to, the insurance an individual need to protect themselves from loss. No
additional reimbursement is available from the NORB.

Reimbursement for personal Equipment that was stolen or damaged while it was being used for a MPRB
function: The Minneapolis Park and Recreation Board shall reimburse employees for the cost of
replacement or repair of personal property damaged, destroyed, or stolen that was being used at an
N'PRB function, when the immediate Supervisor has given prior written permission to use the personal
property. The maximum reimbursement is $500 per incident and must be accompanied by the prior
written permission from the immediate supervisor, receipts, a copy of the police report, the approval of
the immediate Supervisor, and must have the signature and approval of the appropriate General
Manager.

Basis of Payment: Any reimbursement made under this Article is a gratuitous payment and does not
indicate that the MPRB has accepted liability for the incident. Payments will be made by direct deposit,
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per the City of Minneapolis procedure for reimbursement. MPRB will forward to City Finance
Department 48 hours after receiving all required paperwork and required departmental signatures.

This procedure is separate from the collective bargaining agreement. The decisions of the Finance
Manager are final and are not subject to the grievance process.
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Appendix C

Minneapolis Park and Recreation Board

And

American Federation of State County and
Municipal Employees

MPRB/AFSCME 3279 Professional Development Plan

General Professional Development:

The Minneapolis Park and Recreation Board and AFSCME 3279 both recognize the importance of
employee’s professional development and continuing education. Employees will have access and input
into their specific plan, and it will be discussed and reviewed during the employee’s annual review.
Employees may make requests to attend trainings and workshops at the Board’s expense, the
employee’s expense, or some combination of the two. When an employee makes a written request for
such an opportunity, the employee’s supervisor shall provide the employee a written decision on the
manner.

Membership and Participation in Professional Organizations:

To support the participation of recreation professionals in professional associations (National
Recreation and Parks Association (NRPA); Minnesota Recreation and Parks Association (MRPA);
YIPA; Women in Leisure Services (WILS); Ethnic Minority Society (EMS)), the Board will provide a
reasonable amount of time to participate as a committee member or take place in workshops. These
opportunities must be approved by the employee’s supervisor, and will not be unjustly denied. At least
ten (10) employees in competency tracks will be eligible to attend at least one (1) conference annually.
MPRB reserves the right to select which conferences will be made available for employees. These
conferences will be a minimum of 6 training hours in length. MPRB will pay for the conference and
any other costs required to attend.

Competencies:

For employees in the Youth Program Specialist [ and I, Athletic Program Specialist I and II, and
Recreation Facility Specialist I and II, the Board and the Union have negotiated a competency job
progression model. Employees may advance 1 competency per calendar year. CEU’s and Collegiate
courses are employee driven, and are the scheduling and financial responsibility of the employee. On
occasion training opportunities will be presented to employees of which may result in the accumulation
of CEU’s. MPRB Management will ensure equal access to these opportunities is available to all
employees represented by the Union. Once a competency is earned it shall be retained.

Competency Options are as follows:
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Option A: Continuing Education Units (CEU’s) from a recognized professional organization (MRPA,
NRPA, NAA, YIPA, etc.,) (must be preapproved by Manager Level or above)

AND/OR

Option B: Successful completion (B- or better) of Combination of Collegiate course equivalent in
classroom/training hours (must be preapproved by Manager Level or above).
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Completion of Competency One

Employees complete 37.5 hours of classroom/training hours.
37.5 hours or 3 CEU’s.
$.65 per hour premium pay

Completion of Competency Two

Completion of competency one, plus an additional completion of 50 hours of classroom/training hours.
50 hours or 4 CEU’s.
$.65 per hour premium pay — Level 1 (.65)plus level 2 (.65) = $1.30 compounded

Completion of Competency Three

Completion of competency two, plus an additional completion of 62.5 hours of classroom/training
hours.

62.5 hours or 5 CEU’s.
Achieve CPRP or CPRE Certification from NRPA.
$.75 per hour premium pay Level 2 (1.30)plus level 3 (.75) = $2.05 compounded

Completion of Competency Four

Completion of competency level three, plus an additional completion of 75 hours of classroom/training
hours.

75 hours or 6 CEU’s.
$.75 per hour premium pay - Level 3 (2.05)plus level 4 (.75) = $2.80 compounded

Completion of Competency Five

Completion of competency level four, plus an additional completion of 87.5 hours of
classroom/training hours.

87.5 hours or 7 CEU’s.
$.75 per hour premium pay Level 4 (2.80)plus level 5 (.75) = $3.55 compounded

Employees can advance one competency level per calendar year. For example — if an employee gains
competency level one on June 1, they can advance to level 2 the following June 1.

**Unit measurement for continuing education: 1 CEU=12.5 classroom/training hours

Advancement from Level I to Level I1:
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Advancement occurs regardless of whether there is an open position.

Employees in the Youth Program Specialist, Athletic Program Specialist, and Recreation Facility
Specialist I positions can advance from Level I up to Level II provided they meet the following
requirements —

Four-year degree

Completion of three competency levels for employees hired after the date of the signing of the 2018
CBA. For employees hired previous to the signing of the 2018 CBA, two competency levels are
required.

Achieve and maintain CPRP or CPRE Certification from NRPA for employees hired after the signing
of the 2018 CBA. For employees hired previous to the signing of the 2018 CBA, employees mush
achieve certification to maintain their Level II status. Recertification fees for CPRP shall be paid by
MPRB.

Three consecutive satisfactory performance reviews

All staff must be in their current title (Facility Specialist, Athletic Specialist, or Youth Program
Specialist) for a minimum of three years before eligible for advancement in that title, if there is a
change in grades. If there is no change in grades from the new title to the new title, the employee must
be in the new title for a minimum of 1 year.

All positions with the exception of the Youth Program Specialist I position require a four year
(bachelors) degree from an accredited College or University. Employees hired before the signing of
this CBA without a four-year degree may advance in the job progressions by meeting the following
criteria in addition to the competency requirements laid out in this document:

Complete an AA (Associates) degree from and accredited College and 6 CEU’s or equivalent

coursework from an accredited college, university, or professional organization approved by the
MPRB.

OR

Ten (10) Years of experience in the same or an equivalent title shall substitute for an AA degree. Plus 3
CEU’s or equivalent coursework from an accredited college, university, or professional organization
approved by the MPRB.
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Exhibit 2
Advancement: (for all employees hired prior to the signing of the 2018 CBA)

Employees must meet the level 1 Competency requirement to advance to level 2 in the job progressions.
In addition:

Employees with a minimum of five years of experience in their current department may advance to level
2 in a two-year time frame (provided all competencies are met). Employees with less than five years in
their current department require a three-year time frame for advancement (provided all competencies are
met):

Job Titles and Requirements

Youth Program Specialist I (previously Youthline)
Entry level — no degree required

Youth Program Specialist 2 (previously Youthline)
To advance to Level 2, employee must have:

Bachelor’s degree, and
3 years of satisfactory performance Reviews, and
3 years of experience as a Youth Program Specialist I, and

Have completed 2 competenq levels, and
Advanced certification (CPRP or CPRPE)

Athletic Program Specialist I (previously Rec Leaders Athletics)
Bachelor's degree required

Athletic Program Specialist Il (previously Rec Supervisor Athletics)
To advance to II, employee must have:

Bachelor's degree, and

3 years of satisfactory performance Reviews, and

3 years of experience as an Athletic Program Specialist 1, and
Have completed 2 competency levels, and

Advanced certification (CPRP or CPRPE)

Recreation Facility Specialist I (previously Rec Leaders)
Bachelor's degree required

Recreation Facility Specialist I (previously Rec Supervisors)

To advance to Level II, employee must have:

Bachelor’s degree, and
3 years of satisfactory performance Reviews, and
3 experience as a Recreation Facility Specialist, and
Have completed 2 competency levels, and
Advanced certification (CPRP or CPRPE)

Current employees that do not have a bachelor's degree may advance to level 11 provided they meet the
following requirements in addition to the competency requirement above:
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Receive an AA Degree from accredited college

Complete an additional 6 CEU's (75 classroom hours) or equivalent coursework from an accredited
college, university, or professional organization approved by the MPRB.
All New Hires will start at Level I Management reserves the right to hire at higher step depending on

qualifications of applicants

Once a level of competency is earned, employee retains that level of competency

Progression from Level I to Level Il does not require an open Level Il position

MPEA (now AFSCME) agrees that MPRB has the right to manage and place employees at a work
location that best suits the needs of the Board. MPa agrees that employees will not file a grievance with
MPRB based on the location of assignment within a department.

Recreation Leaders whom are granted competencies in the salary schedule are required to earn the
corresponding CEU's or equivalent in order to advance in the salary schedule.

Recreation Supervisors whom are granted competencies in the salary schedule will be granted the
corresponding CEU achievement
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APPENDIX D

MINNEAPOLIS PARK AND RECREATION BOARD

And

AMERICAN FEDERATION OF STATE,

COUNTY AND MUNICIPAL EMPLOYEES,

DISTRICT COUNCIL NO. 5, LOCAL

UNION NO. 3279, AFL-CIO

LETTER OF AGREEMENT
2022 Health Plan

WHEREAS, the Minneapolis Park and Recreation Board (hereinafter “Park Board”) and the AFSCME
District Council No. 5, Local Union No. 32799 (hereinafter “Union”) are parties to a Collective
Bargaining Agreement that is currently in force; and

WHEREAS, the Parties desire to provide quality health care at an affordable cost for the protection of
employees, which requires a modification to the current CBA as it relates to the funding of the Health
Plan beginning January 1, 2022;

NOW, THEREFORE BE IT RESOLVED, that the parties agree as follows for the period January 1,
2022 through December 31, 2022:

1.

The City will offer a medical plan with six (6) provider options. Medica Elect is a managed
care model, Medica Choice is an open access model, and Fairview, North Memorial,
HealthEast Vantage with Medica, Park Nicollet First with Medica, Ridgeview Community
Network and Clear Value (Hennepin Health) are accountable care organizations (ACOs).
Medica Self-Insured (“Medica”) is providing certain administrative services, including claims
processing, for all plan options. Notwithstanding any provision in the CBA to the contrary,
coverage for an employee who meets the eligibility requirements set forth in the CBA shall
start on the first day of the month following the employee’s date of hire, provided the employee
has timely submitted the proper enrollment forms.

The City will continue a dual medical premium equivalent system that provides incentives for
wellness program completion. The monthly medical premium equivalents for subscribers who
earn the required wellness program points by August 31°2021 (the “wellness premiums
equivalents”) will be lower than the premium equivalents for subscribers who do not earn the
required wellness program points by August 31, 2021 (the “standard premium equivalents”).
Any changes to the wellness program requirements, including those implemented for 2022, will
be as agreed upon by the Benefits Subcommittee of the Citywide Labor Management
Committee. For 2022, the “wellness premium equivalent” will also apply to all employees who
are newly enrolled in the medical plan after June 1, 2021. The wellness program requirements
for 2022 (specifically the 3,000-point threshold to earn the incentive and the point structure are
set forth on the MyMedica.com “My Health Rewards” member portal) are as agreed upon by
the Benefits Sub-committee of the Citywide Labor Management Committee.
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10.

For the period January 1, 2022 through December 31, 2022, the Park Board will pay $604.00
per month for employees who elect single coverage under the medical plan. For the period
January 1, 2022 through December 31, 2022, the Park Board will pay $1,634.00 per month for
employees who elect family coverage under the medical plan. The total monthly rate and the
respective employer and employee monthly contributions for the period for the period January
1, 2022 through December 31, 2022 are as set forth below. The parties agree to these rates
even though they do not reflect the cost-sharing percentages of 82.5% (Park Board) and 17.5%
(employees) required under the prior Letters of Agreement between the Parties. The Park
Board agrees to these rates for 2022 as consideration for adjustments made by the Union for the
2021 rates. The Union agrees that the 2022 rates reflect fair and adequate consideration for its
2021 adjustments.

The Park Board will continue the Health Reimbursement Arrangement (“the HRA”) which was
established January 1, 2004 to provide reimbursement of eligible health expenses for
participating employees, their spouse and other eligible dependents; and the Voluntary
Employees’ Beneficiary Association Trust (the “Trust”) through which the HRA is funded.

The Plan shall be administered by the City or, at the City’s sole discretion, a third-party
administrator.

The City shall designate a Trustee for the Trust. Such Trustee shall be authorized to hold and

invest assets of the Trust and to make payments on instructions from the City or, at the City’s
discretion, from a third-party administrator in accordance with the conditions contained in the
HRA. Representatives of the City and up to three representatives selected by the Minneapolis
Board of Business Agents shall constitute the VEBA Investment Committee which shall meet
periodically to review the assets and investment options for the Trust.

The Park Board shall pay the administration fees for HRA members who are current employees
and other expenses pursuant to the terms of the HRA. HRA members who have separated from
service will be charged the administration fee.

The Park Board will make a contribution to the HRA in the annual amount of $1,080.00 for
employees who elect single coverage and $2,280.00 for employees who elect family coverage
in the City of Minneapolis Medical Plan. Such Park Board contribution shall be made in semi-
monthly installments equal to one-twenty fourth (1/24) of the designated amount and shall be
considered to be contract value in the designated amount.

The Parties agree that, except for Park Board contributions to the HRA, incentives, discounts or
special payments provided to medical plan members that are not made to reimburse the member
or his/her health care provider for health care services covered under the medical plan (e.g.
incentives to use health club memberships or take health risk assessments) are not benefits for
the purposes of calculating aggregate value of benefits pursuant to Minn. Stat. § 471.6161,
Subd. 5.

Future cost sharing of medical premium equivalent costs between the employer and employees
for the medical plan premium equivalents will be determined by the Benefits Sub-committee of
the Citywide Labor Management Committee; however, absent an agreement to the contrary, the
Park Board shall bear 82.5% of any aggregate medical premium equivalent increase and the
employees shall bear 17.5% of any aggregate medical premium increase.
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11. The unions shall continue to be involved with the selection of and negotiations with the medical
plan carrier or, so long as the City is self-insured, the third-party administrator of the City’s

plan.
12. This agreement does not provide the unions with veto power over the City’s decisions.
13. This agreement does not negate the City’s obligation to negotiate with the unions as described

by Minn. Stat. § 471.6161, Subd. 5.

14. The terms of this agreement shall be incorporated into the Collective Bargaining Agreement as
appropriate without additional negotiations.

THE PARTIES have caused this Letter of Agreement to be executed by their duly authorized
representative whose signature appears below:

FOR THE UNION:
i&f B David Bard Date

etd Business Manager
M&k’rﬁwf\ ‘ %/ 12/5/%e

Jordan Nelson Date

President

Meg Farney Datd

President
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APPENDIX E
MINNEAPOLIS PARK & RECREATION BOARD
AND

AMERICAN FEDERATION OF STATE, COUNTY, AND MUNICIPAL EMPLOYEES,
DISTRICT COUNCIL NO. 5§ LOCAL UNION NO. 9, AFL-CIO

WHEREAS, the Minneapolis Park and Recreation Board (hereinafter “Employer”) and the American
Federation of State, County and Municipal Employees District Council No. 5 Local Union No. 9
AFL_CIO (hereinafter “Union”) (collectively the “Parties”) are parties to a Collective Bargaining
Agreement that is currently in force; and

NOW, THEREFORE BE IT RESOLVED that the parties agree as follows:
1. A one-time payment will be made by Employer to all members of Union that are eligible
employees.

2. Employees are eligible if employed by Employer continuously from January 1, 2022, through
September 30, 2022, in a frontline position. A frontline position is one that does not qualify for
telework. See listed job titles.

a. Child Care Specialist (Full-Time and Part-Time)

Recreation Facility Supervisor

Youth Program Specialist

Athletic Specialist (Youth Sports) — officed out of Recreation Centers

Golf Course Assistant Manager

Park School Campus Coordinator

N

3. The amount of this one-time payment will be $1,000 for employees in full-time certified
positions, and the amount will be $500 for employees in part-time certified positions.

4. Employees hired after January 1, 2022, are ineligible for COVID Frontline Worker Pay.

THE PARTIES have caused this Letter of Agreement to be executed by their duly authorized
representative whose signature appears below.

THE MPRB:

12/7[ 7022 -

[ 4
JENNIFER/RINGOLP) DATE
Board/S¢cretary

MEG ﬁ@S\IEY U DATE 7
Board Pr ‘

ident
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JoyerSAN NELSON DATE '
PRESIDENT
N/~ ()]
NS L [ A3 2/
DAVID BARD DATE

FIELD REPRESENTATIVE, AMERICAN FEDERATION OF STATE, COUNTY AND MUNICIPAL
EMPLOYEES, DISTRICT COUNCIL NO. 5, LOCAL UNION NO. 9 AFL-CIO
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