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PURPOSE OF AGREEMENT

This Agreement is entered into between the County of Dakota, hereinafter called the
Employer, and AFSCME Council 5, Local 450, hereinafter called Union.

It is the intent and purpose of this Agreement to:
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1.2
1.3

1.4

Maintain and increase individual productivity and quality of service.
Provide an orderly procedure for the resolution of grievances.

Prevent any interruptions of work or interference with the efficient operation of the
Department.

Express the complete agreement between the parties on hours, wages, holidays,
Flex Leave, health and welfare and conditions of employment.

ARTICLE Il RECOGNITION

2.1

2.2

2.3

The Employer recognizes the Union as the exclusive representative for all
employees of the Dakota County Community Corrections Department employed for
more than fourteen (14) hours per week and more than sixty-seven (67) workdays
per calendar year, excluding all supervisory, and confidential employees.

The Employer agrees that within ten (10) working days following the creation of a
new non-limited term classification the Union shall be notified of such action for
purposes of discussing the inclusion of such classification in the bargaining unit. If
no agreement can be reached, the issue shall be submitted to the Bureau of
Mediation Services, for determination.

The Union may designate one employee per forty (40) bargaining unit members to
act as stewards. In addition, one steward in each work location shall serve as a
chief steward. The President of the local Union shall be an alternate steward.
The Union shall provide the Employer with written notice of employees serving as
stewards.

ARTICLE Il DEFINITIONS

3.1
3.2
3.3
3.4
3.5
3.6
3.7

UNION: AFSCME Council 5, Local 450.

UNION MEMBER: A member of AFSCME Council 5, Local 450.

EMPLOYEE: A member of the exclusively recognized bargaining unit.
EMPLOYER: The County of Dakota.

DEPARTMENT: The Dakota County Community Corrections Department.

UNION OFFICER: Officer elected or appointed by AFSCME Council 5, Local 450.

NON-LIMITED FULL-TIME EMPLOYEE: An employee in the bargaining unit who
is normally scheduled to work a forty (40) hour week.



3.8 NON-LIMITED PART-TIME EMPLOYEE: An employee who is employed in a
position designated as non-limited part-time by the County Board who works less

than the normal work year.

3.9 TENURE: Tenure is the total length of continuous employment with Dakota County,
including approved leaves of absence and aggregate time served in limited
positions, since the most recent date of hire. The accumulation of those benefits
related to years of service (such as eligibility for service awards, Flex Leave accrual
rates) is based on tenure.

ARTICLE IV NON-DISCRIMINATION

4.1 The Employer and the Union agree that there shall be no discrimination by the
Employer or the Union against employees because of race, color, creed, religion,
national origin, gender, sexual orientation, age, or marital status or disability.

ARTICLE V EMPLOYER AUTHORITY

5.1 It is recognized that except as expressly stated herein, the Board retains the right to
operate and manage all facilities and equipment; to establish functions and
programs; to set and amend budgets; to determine the utilization of technology; to
establish and modify the organizational structure; to select, direct and determine the
number of personnel; to contract with vendors or others for goods and/or services
as long as the acts do not subvert the Agreement between the parties; and to
perform any inherent managerial function not specifically limited by this Agreement.

5.2 No Strikes. In accordance with the provisions of Minnesota Statutes 179A.19, the
Union, its officers or agents, or any of the employees covered by this Agreement,
shall not cause, instigate, encourage, condone, engage in, or cooperate in any
strike, work slowdown, mass resignation, mass absenteeism, the willful absence
from one's position, the stoppage of work, orin the abstinence in whole or in part of
the full, faithful, and proper performance of the duties of employment, regardless of

the reason for so doing.

5.3 Notification. In the event the Employer notifies the Union that an employee may be
violating this Article, the Union shall immediately notify such employee in writing of
the Employer's assertion and the provisions of this Article.

5.4 Discipline. Any employee who violates any provision of this Article may be subject
to disciplinary action including discharge.

ARTICLE VI UNION SECURITY

6.1 Dues Deduction. In recognition of the Union, as the exclusive representative, the
Employer shall:

a. Deduct from each payroll, an amount sufficient to provide payment of dues,
established by the Union from the wages of an employee authorizing, In
writing, such deduction; and

b. Remit such deduction to the appropriate designated officers of the Union.



6.2

6.3

6.4

Designation of Stewards. The Union may designate not more than three {3)
employees from the bargaining unit to act as Stewards and shall inform the
Employer, in writing, of such choice.

New Employees. The Employer agrees fo notify the Union within thirty (30) days
from the first day of employment of any new employee in any unit covered by this
Agreement.

Hold Harmless Clause. The Union agrees to indemnify and hold the Employer
harmless against any and all claims, suits, orders or judgments brought or issued
against the Employer as a result of an action taken or not taken by the Employer,
under the provisions of this Article.

ARTICLE VII GRIEVANCE PROCEDURE

7.1

7.2

7.3

7.4

Definition of a Grievance. A grievance is defined as a dispute or disagreement as
to the interpretation or application of the specific terms and conditions of this
Agreement.

Union Representatives. The Employer will recognize representatives designated by
the Union as the grievance representatives of the bargaining unit having the duties
and responsibilities established by this Article. The Union shall notify the Employer
in writing of the names of such Union representatives and of their successors when
so designated as provided by Section 6.2 of this Agreement.

Processing of a Grievance. It is recognized and accepted by the Union and the
Employer that the processing of grievances as hereinafter provided is limited by the
job duties and responsibilities of the employees and shall therefore be accomplished
during normal working hours only when consistent with such employee duties and
responsibilities. The aggrieved employee and a Union representative shall be
allowed a reasonable amount of time without loss in pay when a grievance is
investigated and presented to the Employer during normal working hours provided
that the employee and the Union representative have notified and received the
approval of the designated supervisor who has determined that such absence is
reasonable and would not be detrimental to the work programs of the Employer.

Procedure. Grievances, as defined by Section 7.1, shall be resolved in
conformance with the following procedure:

Step 1 An employee claiming a violation conceming the interpretation or application
of this Agreement shall, within twenty (20) calendar days after such alleged violation
has occurred, present such grievance to the employee's supervisor as designated
by the Employer. The Employer-designated representative will discuss and give an
answer to such Step 1 grievance within twenty (20) calendar days after receipt. A
grievance not resolved in Step 1 and appealed to Step 2 shall be placed in writing
setting forth the nature of the grievance, the facts on which it is based, the provision
or provisions of the Agreement allegedly violated, the remedy requested, and shall
be appealed to Step 2 within twenty (20) calendar days after the Employer-
designated representative's final answer in Step 1. Any grievance not appealed in

wri;in% to Step 2 by the Union within twenty (20) calendar days shall be considered
waived.

Step 2 If appealed, the written grievance shall be presented by the Union and
discussed with the Employer-designated Step 2 representative. The Employer-
designated representative shall give the Union the Employer's Step 2 answer in
writing within twenty (20) calendar days after receipt of such Step 2 grievance. A
grievance not resolved in Step 2 may be appealed to Step 3 within twenty (20)
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7.5

7.6

7.7

calendar days following the Employer-designated representative’s final Step 2
answer. Any grievance not appealed in writing to Step 3 by the Union within twenty
(20) calendar days shall be considered waived.

Step_3 If appealed, the written grievance shall be presented by the Union and
discussed with the Employer-designated Step 3 representative. The Employer
designated representative shall give the Union the Employer's answer in writing
within twenty (20) calendar days after receipt of such Step 3 grievance. A grievance
not resolved in Step 3 may be appealed to Step 4 within thirty (30) calendar days
following the Employer-designated representative’s final answer in Step 3. Any
grievance not appealed in writing to Step 4 by the Union within thirty (30) calendar
days shall be considered waived.

Step 4 A grievance unresolved in Step 3 and appealed to Step 4 by the Union shall
be submitted to arbitration subject to the provisions of the Public Employment Labor
Relations Act of 1971. The selection of an arbitrator shall be made in accordance
with the Rules and Regulations as established by the Bureau of Mediation Services.

Arbitrator's Authority.

a. The arbitrator shall have no right o amend, modify, nullify, ignore, add to, or
subtract from the terms and conditions of this Agreement. The arbitrator shall
consider and decide only the specific issue(s) submitted in writing by the
Employer and the Union and shall have no authority to make a decision on any
other issue not so submitted.

b. The arbitrator shall be without power to make decisions contrary to, or
inconsistent with, or modifying or varying in any way the application of laws,
rules, or regulations having the force and effect of law. The arbitrator's
decision shall be submitted in writing within thirty (30) days following close of
the hearing or the submission of briefs by the parties, whichever is later,
unless the parties agree fo an extension. The decision shall be binding on
both the Employer and the Union and shall be based solely on the arbitrator's
interpretation or application of the express terms of this Agreement and to the
facts of the grievance presented. If the grievance is covered by law or statute,
or not covered by the express provisions of this Agreement, the arbitrator shall
refer the grievance back to the parties without decision or recommendation.

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

Waiver. If a grievance is not presented within the time limits set forth above, it shall
be considered "waived." If a grievance is not appealed to the next step within the
specified time limit or any agreed extension thereof, it shall be considered settled
on the basis of the Employer's last answer. If the Employer does not answer a
grievance or an appeal thereof within the specified time limits, the Union may elect
to treat the grievance as denied at that step and immediately appeal the grievance
to the next step. The time limit in each step may be extended by mutual written
agreement of the Employer and the Union in each step.

Choice of Remedy. If, as a result of the written Employer response in Step 1, the

grievance remains unresolved, and if the grievance involves the suspension,

demotion, or discharge of an employee who has completed the required
5




probationary period, the grievance may be appealed either to Step 4 of Article VI
or a procedure such as: Civil Service Veterans Preference, or Fair Employment. If
appealed to any procedure other than Step 4 of Article VII, the grievance is not
subject to the arbitration procedure as provided in Step 4 of Article VII.

The aggrieved employee shall indicate in writing which procedure is to be utilized,
Step 4 of Article VII or another appeal procedure, and shall sign a statement to the
effect that the choice of any other hearing precludes the aggrieved employee from
making a subsequent appeal through Step 4 of Article VII.

ARTICLE VIiI SENIORITY

8.1

8.2

8.3

A reduction of work force will be accomplished on the basis of departmental seniority
within the job classification to be reduced. In the event of a tie in seniority, the order
of layoff shall be determined by the last four (4) digits of the employee's Social
Security Number, the higher the number the greater the seniority. An employee in
a position to be reduced from work force retains departmental seniority in each of
the bargaining unit classes in which the employee had worked. An employee may
choose demotion instead of layoff if a lower level vacancy exists or the employee
may choose the position of another employee with less departmental seniority in the
same or a formerly held class. An employee refusing either of these options shall
automatically terminate employment with the Department. An employee on layoff
shall have an opportunity to return to work within two (2) years of the time of layoff
before any new employee is hired, except that, any employee on layoff who is
notified by registered mail at the last mailing address listed by the employee with
the Employer, to retum to work and fails to do so within ten (10) workdays shall be
considered to have voluntarily terminated employment with the County. Qualified
employees on layoff status shall be recalled on the basis of seniority.

An employee in the bargaining unit who fransfers from another County department
shall accumulate total seniority at the County only for purposes of calculating Flex
Leave, and for retaining PERA benefits.

Job vacancies shall be announced in accordance with County Personnel System.
The Employer is committed to selecting the most qualified candidate to fill position
vacancies. Bargaining unit members who are currenily performing or have
performed the position on a temporary basis within the past two (2) years and are
listed on the hiring register will be offered the opportunity to interview. When
practicable, the most senior qualified bargaining unit member shall be considered.

ARTICLE IX PHYSICALS

9.1

Pre-employment physical examinations of employees may be required at County
expense,



ARTICLE X DISCIPLINE

10.1

10.2
10.3

10.4

10.5

10.6

Just Cause. The Employer will discipline employees who have completed the
required probationary period only for just cause. A written reprimand, suspension,
demotion or discharge of an employee who has completed the required probationary
period may be appealed through the grievance procedure as contained in Article Vil
of this Agreement subject to the limitations as set forth in Section 7.7 of this

Agreement.
Suspension and discharges will be in written form.

Written reprimands, to become part of an employee’s personnel file, shall be read
and acknowledged by signature of the employee. Employees and the Union will
receive a copy of such reprimands and notices of suspension and discharge. Such
information, more than eighteen (18) months old, may not be used for promotional

evaluation.

Employees may examine their own individual personnel files at reasonable times,
under the direct supervision of the Employer. Pursuant to the Minnesota
Government Data Practices Act, employees may obtain copies of all public and
private data within their personne! files, at their request, upon payment of the
reasonable costs associated with copying the data.

Where an employee is questioned regarding an investigation of a matter that may
lead to disciplinary action of said employee, such questioning will be conducted in
a manner not to unreasonably embarrass the employee before other employees or
the public. Ifin the course of an investigation, it is determined that disciplinary action
may be taken against an employee, the employee will be given an opportunity to
have a Union officer or representative present before the Employer proceeds further
to question the employee regarding the matter.

Grievances relating to this Article shall be initiated by the Union in Step 2 of the
Grievance Procedure, under Article VII.

ARTICLE XI WORK SCHEDULES

1.1

1.2

1.3

Work Schedule. The normal work year is two thousand eighty-eight {2088) hours,
to be accounted for by each employee. Nothing contained in this or any other Article
shall be interpreted to be a guarantee of a2 minimum or maximum of hours the
Employer may assign employees. Flexible work hours will be offered at

management discretion.

Senior Office Assistant, Program Associate, Senior Program Associate, Program
Analyst, Senior Program Analyst, Senior Information Systems Specialist,
Administrative Specialist, and Assistant Probation Officers. The sole authority in
establishing work schedules rests with the Employer. The normal workweek for
clerical and case aide emptorees shall be forty (40} hours Monday through Fridays
and the normal workday shall be 8:00 A.M. to 4:30 P.M.; however, the workday may
fall between 6:00 a.m. and 6:00 p.m. with supervisory approval.

Overtime. Overtime compensation will be based on status under the Fair Labor
Standards Act. Non-exempt employees shall receive approved overtime
compensation at the rate of time and one-half (1-1/2); exempt employees shall
receive approved overtime compensation at a straight time rate.
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11.4

11.5

11.6

Overtime/Compensatory time must be recorded in the pay period in which the extra
work is performed. In lieu of such overtime payment, an employee may request
compensatory time off for overtime worked in accordance with the rates as set forth
in Section 11.3. Compensatory overtime shall not exceed eighty (80) hours.
Compensatory time may be carried into a new calendar year.

Non-exempt Juvenile Services Center employees whose normal work week is 40
hours Monday through Friday, shall be paid overtime for all approved hours worked
in excess of 40 hours per week. All other non-exempt Juvenile Services Center
employees shall be paid for overtime hours worked according to the 207(K)
exemption. Non-exempt juvenile Services Center employees who work a shift
beyond their assigned shift rotation shall be paid time and one-half (1-1/2) for said
adlditional shifts. Such time will not count toward overtime for purposes of the 171
rule.

All Juvenile Services Center employees who are required by a supervisor to report
to work for training or mandatory meetings outside of their assigned rotation
schedule shall be paid a minimum of two (2) hours for said meetings that are beyond
the required forty (40) hours of annual training.

Juvenile Services Center employees working shifts in the secured facility may be
requested/required to extend their shift onto the next shift to a maximum of seven
(7) additional hours.

On-call Pay. When employees are outside normal work hours but are designated
by management to be on-call, they shall be compensated for on-call status at the
rate of two ($2.00) per hour for each hour they are designated on-call. An employee
called back to work outside of the employee's regular shift shall receive a minimum
of two (2) hours pay for such callback. Exempt employees are compensated at the
straight time rate and non-exempt employees are compensated at the rate of one
and one-half times the normal pay rate. This provision shall not apply to an
extension of a shift or early report to a regularly scheduled shift. An employee
designated by management to be on call shall receive three (3) hours straight time
pay for each full week designated on-call. One employee assigned to supervise ISR
caseloads shall be compensated three (3) hours straight time pay for each week of
a pay period assigned on-call responsibilities.

Non-traditional Work Schedules. Effective January 1, 2018, employees assigned
to recurring non-traditional work schedules shall receive an hourly differential of
$1.30 per hour. If a majority of hours are worked between 6:00 p.m. and 6:00 a.m.,
the employee shall receive the shift differential for all hours worked on the shift.

Trainer pay— APQ'’s designated by management to serve as certified trainers will
receive an additional $2.00 per hour (differential) for all hours served as a
management designated certified trainer for staff.

Field Training Office (FTO) Program: A Field Training Officer (FTO) is an Assistant
Probation Officer (APO) at the Juvenile Services Center (JSC), who applies, is
selected by, and designated by JSC management to be an FTO. The JSC
management will determine the total number of field training officers. When an
APO is assigned as an FTO for at least two (2) consecutive hours, the APO shali
receive $2.00 per hour added to the employee’s base rate of pay for each hour
worked as an FTO.




11.7  Interpreter Pay (New): An employee certified by the County who is specifically
assigned by management to translate or provide sign language services on a case
by case basis will receive a differential of $7.00 per day when providing such

service.

ARTICLE XIl MILEAGE

12.1  Any reimbursable mileage as approved by the Department Head to be paid as a
result of this Agreement shali be reimbursed in accordance with the rate as set forth
by the Dakota County Board of Commissioners in the Human Resources Policy and

Procedures Manual.

ARTICLE XIlll FLEX LEAVE
13.1 This bargaining unit shall be eligible to participate in the non-union Flex Leave Plan.

In the event that the County unilaterally modifies the provisions of the non-union
Flex Leave Plan, this bargaining unit has the option to accept the change or to
discontinue participation in the optional non-union Flex Leave Plan and revert back
to the official leave related Atticles in the collective bargaining agreement.

13.2  Vacation preferences which have been communicated in writing to the Department
Head by February 1 of each year shall be granted on the basis of seniority. Vacation
requests for five (5) days or more submitted in writing thereafter shall be granted on

the basis of first come first served.

13.3  Flex Leave Credit for Prior Service
New employees hired with a minimum of ten (10) years relevant recent work

experience will be eligible to begin employment at the six (6) year Flex Leave
accrual rate with approval of the Human Resources Director.

13.4 Current accrual rates are set forth below:

Hire through 5 years 160 hours/20 days
6.13 hours per pay period

6 through 10 years 192 hours/24 days
7.36 hours per pay period

11 through 15 years 240 hours/30 days
9.20 hours per pay period

16 or more years 304 hours/38 days
11.65 hours per pay period

13.5 Effective January 1, 2025, employees are not eligible to utilize leave for the purposes
listed under the Earned Sick and Safe Time Act, Minn. Stat. 181.9447, subd. 1, clause
(4), if the employee's preassigned or foreseeable work duties during a public
emergency or weather event would require the employee to respond to such an

emergency or event.



13.6

Effective January 1, 2025, the documentation provisions referenced in the Earned
Sick and Safe Time Act, Minn. Stat. 181.9447, subd. 3, shall not apply to paid leave
available to an employee for absences from work in excess of the minimum amount
required by ESST, as such absences are governed by the County Flex Leave Plan.

ARTICLE XIV HOLIDAYS

14.1

14.2

14.3

14.4

14.5

Each full-time employee covered by this Agreement shall receive the following paid
olidays:

Date Holiday Celebrated

January 1 New Year's Day

Third Monday in January Martin Luther King, Jr. Day

Third Monday in February Washington's & Lincoln's
Birthdays

Last Monday in May Memorial Day

Juneteenth June 19t

July 4 Independence Day

First Monday in September Labor Day

November 11 Veterans Day

Fourth Thursday in November Thanksgiving Day

Day after Thanksgiving Thanksgiving Friday

December 25 Christmas Day

In addition to the above listed paid holidays, each employee shall be eligible for
one (1) floating holiday per calendar year. The floating holiday must be taken as a
full day and requires supervisory approval prior to taking the time off. There shall
be no carryover of the floating holiday from one calendar year to the next. Non-
limited part-time employees shall be entitled to the floating holiday prorata
according to FTE designation.

When January 1, July 4, November 11 or December 25 fall on Sunday, the following
day shall be a holiday.

When January 1, July 4, November 11 or December 25 fall on Saturday, the
preceding day shall be a holiday.

Each full-time and non-limited part-time employee who works on a paid holiday shall
be paid one and one-half (1-1/2) times the employee’s regular straight time rate of
pay for all such hours worked, in addition to the holiday pay. A non-limited part-
time employee shall be entitled to holiday pay on a pro rata basis.

Employees assigned to work in the secured facility of the Juvenile Services Center
sh?g receive holiday compensation on the actual holiday rather than the observed
holiday.

In order to be eligible for holiday pay, an employee must be on pay status the full
shift of the last scheduled workday both the day before and the day after the
designated holiday.

10



ARTICLE XV LEAVES OF ABSENCE

15.1

156.2

15.21

Procedure. All requests for leaves of absence, except for leave requests totaling
five days or less, shall be forwarded to Human Resources by the Department Head.
Leave requests totaling five days or less shall be approved by the Department
Head. All leaves of absence shall be classified as either "paid” or "unpaid” in their
entirety. However, an employee may request a sequence of leaves, including the
use of accrued Flex Leave when appropriate, which will result in a combination of
both paid and unpaid leave provided that the Flex Leave is used prior to the
commencement of the relevant unpaid leave. An employee's salary review date for
purposes of Article XIX and Appendix A and B shall be modified for the amount of
any unpaid leave of absence in excess of ninety (90) days.

15.11 Paid Leave. Employees on paid leaves of absence shall receive the same
compensation and benefits they would otherwise receive had the leave
day(s) been covered by earned Flex Leave.

15.12 Unpaid Leave. Employees on unpaid leaves of absence shall not be
compensated for any workday or holiday which occurs during their leave
of absence, nor shall said employees earn any other benefit, privilege or
right on an unpaid leave day.

15.13 Benefit Accrual While on Unpaid Leave. Flex Leave shall not accumulate
during any unpaid leave of absence, but accrued amounts of both shall
remain on record at the inception of the leave and shall resume upon the
return of the employee. Seniority shall continue fo accrue during unpaid
leaves of absence of ninety (90) days or less. Except where otherwise
provided by law, Employer-paid insurance benefits described in Article XVl
shall terminate at the end of the month during which any unpaid leave of
absence commences unless the employee requests in writing to the
Director of Human Resources that the benefits continue at the employee's
own expense. Employer-paid insurance benefits shall be reinstated on
the first workday of the month following return to employment. If the first
day of the month is the first day of retum to employment, paid insurance
benefits shall commence immediately.

Tvpes of Leave.

An employee who has been employed for at least one (1) year and who has worked
for at least 1,250 hours during that time shall be eligible for a leave of absence
pursuant to the Family and Medical Leave Act (FMLA). The terms regarding such
leave shall be governed by the provisions of the County's FMLA Plan.

FMLA may be paid or unpaid leave. An employee on FMLA leave may choose to
utilize accrued Flex Leave or extended sick leave. FMLA leave will run concurrently
with all available paid time and unpaid time including short term or long-term

disability.

Military Leave (Paid). Employees who are members of any reserve component of
the military forces of the United States shall be granted military leave not to exceed
fifteen (15) workdays in one year in order to go on active duty for such training
periods as are necessary in fulfilling participation in a reserve training program. All
requests for military leave shall require four (4) weeks' notice. Copies of military
orders requiring leave shall be submitted to Human Resources prior to the approval
of the leave. An employee may supplement an approved military leave with either
approved use of Flex Leave or approved personal leave.

11



15.22

15.23

15.24

All existing federal and state statutes applicable to the rights of any employee who
is on leave of absence from the Employer for military service shall be applicable
under this Agreement.

Court Duty Leave (Paid). Employees subpoenaed as witnesses or called and
selected for jury duty shall be granted court duty leave. Pay received for jury or
witness duty must be given to the County by the employee. Pay for expenses may
be kept by the employee.

Medical Leave (Unpaid). An employee may request a medical leave in the event
that any mental or physical illness, injury or condition (including pregnancy) renders
the employee unable to safely perform normal duties. Said requests ‘shall be
accompanied by a physician's statement which, (1) identifies the medical condition,
(2) indicates the date on which the employee will become or became unable to
perform regular duties, and (3) the date on which the employee will be able to return
to work. The Employer reserves the right to require that any employee requesting
or engaging in a medical leave submit additional medical documentation or undergo
a medical examination by a physician selected by the Employer (at Employer's
expense). No medical leave shall, under any circumstances, extend beyond the
period of the employee's actual disability.

All employees returning from medical leave shall submit a physician's statement
which indicates what duties the employee is safely able to perform. - The Employer
reserves the right to require that any employee returning from a medical leave
submit additional medical documentation or undergo a medical examination by a
physician selected by the Employer (at Employer's expense).

For the purposes of this provision, an employee who is receiving disability related
compensation from the Employer or any other secondary source while on medical
leave will be regarded as on unpaid leave.

Except in unusual circumstances, a medical leave of absence shall not be granted
if the employee cannot provide a specific return to work date and shall not exceed
two (2) years from the beginning of such leave. This is not a guarantee of
authorization of leave if the employee cannot provide a specific return to work date.
If an employee is rehired after expiration of a medical leave the employee's seniority
dﬁﬁs 1;or purposes of benefit accrual shall be the date in effect as of commencement
of the leave.

Personal Leave. A personal leave is an unpaid leave of absence granted at the
approval of the Employer for any reasonable purpose. Personal leaves may be
granted for a period up to six (6) months. Leaves may be extended to a maximum
of six (6) additional menths. The employee on leave will supply the Employer with
an updated address. The Employer may terminate the personal leave upon
determination that leave time is not being utilized under the terms by which it was
granted. In the event a personal leave is terminated or ends of its own accord, the
employee will be notified by certified mail. An employee returning from an approved
leave of absence of less than sixty (60) calendar days will be returned to the position
previously held, contingent upon its continued existence. An employee returning
from an approved leave of absence of sixty (60) days or more will be ‘assigned the
first available position in the employee's classification in the event the Employer has
elected to fill the employee's previously held position with a permanent appointment.
If no position is available in the employee's classification, the employee may bump
the least senior employee in the classification pursuant to Article VIIl. When a
personal leave is taken in conjunction with Flex Leave, the Flex Leave shall be
applied first prior to any personal leave. A personal leave of up to five (5) working
days may be granted at the discretion of the Department Head, but shall not exceed
an aggregate of five (6) working days in a calendar year.
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15.3

15.4

16.5

Criteria for Granting Leaves. Requests for leaves of absence shall be granted or
denied on the basis of the following factors:

Applicable state and federal laws and regulations;

The length of the requested leave not to exceed 12 months;
The current and projected workload of the affected department;
The expense and availability of any required replacement; and
Any other legitimate business needs of the Employer.

eaocoL

Return from Leave. Except as otherwise provided herein, upon completion of the
leave of absence the Employer will, when practicable, return the employee to the
position held prior to the commencement of the leave; if said position is no longer
available, the Employer will offer the employee another available position for which

the employee is eligible.

In the event the Employer participates in the Minnesota Paid Family and Medical
Leave program versus an alternative private plan, effective January 1, 2026, the
Employer and employee will split the premiums for the Minnesota Paid Family and
Medical Leave on a 50/50 basis with the employee share payable through payroll
deductions pursuant to Minn. Stat. 268B.14.

ARTICLE XVI HEALTH AND WELFARE

16.1

Insurance benefits for each full-time employee shall be provided for in accordance
with the following:

a Life Insurance. The Employer shall provide $50,000 of life insurance coverage
for each non-limited employee. Coverage shall be term life insurance according

to the terms of the Master Policy.

b. Health Insurance. The Employer agrees to offer participation in a group medical
plan for each eligible employee. The Employer shall contribute 80% of the single
monthly premium of the Basic Plan. The Employer shall contribute 80% toward
the family monthly premium of the Basic Plan. As long as single plus one
coverage is offered, the Employer shall contribute 85% of the single monthly
premium of the Basic Plan. Any additional costs for such coverage under the
Basic Plan or optional plans shall be paid by the employee through payroll
deduction. In no case shall the Employer contribution exceed that of the actual

cost of the coverage selected.

The Basic Plan (Dakota Advantage Plan) shall include a Healthcare
Reimbursement Account (HRA) to be paid by the Employer. The Employer HRA
contribution equals fifty percent (50%) of the annual medical plan deductible.

Employees whose positions are designated as less than 0.5 FTE are not eligible
to participate in Employer offered group medical, dental, life, short-term

disability, and long-term disability plans.

For employees in an FTE of less than 1.0, the Employer contribution toward
medical and dental premiums shall be 87% of the full contribution for
employees in a position with a budgeted FTE of .75 to .99, and 62% of the full
contribution for employees in a position with a budgeted FTE of .50 to .74.

13



16.2

16.3

Affordable Care Act. In the event the health insurance provisions of this
Agreement fail to meet the requirements of the Affordable Care Act and its
related regulations or cause the Employer to be subject to a penalty, tax or
fine, the Union and the Employer will meet immediately to bargain over
alternative provisions so as comply with the Act and avoid any penalties, taxes
or fines for the Employer.

c. Dental Insurance. The Employer shall provide employees the option of
participation in a dental insurance program provided that a sufficient number of
County employees required by the insurance company elect to maintain
participation in the program. The amount of coverage and the definition of terms
included in such program are subject to the conditions of the policy selected by
the Employer. The Employer shall contribute up to $25.00 per month towards
the cost of the premium. Any additional costs shall be paid by the employee
through payroll deduction.

d. Retirement Benefits. Dakota County is 2 member of the Public Employee's
Retirement Association (PERA). This is a statewide organization that
administers the retirement funds of County employees. All new County
employees are required to join a coordinated PERA-Social Security Plan.

e. Bargaining _unit employees may participate in the non-union Flex Comp
Program. The Employer contribution for part-time non-limited employees who
are eligible to participate as defined by County policy shall be prorated based
on current County policy.

Workers' Compensation. An employee receiving compensation under Workers'
Compensation will be processed in the following manner, which applies only so long
as the employee has accumulated Flex Leave or Extended Sick Leave:

a. The employee will keep the Workers' Compensation check and provide the
Payroll Department with a copy of the check.

b. The County will pay the employee the difference between the Workers'
Compensation check and full salary.

c. The employee's Flex Leave or Extended Sick Leave will be reduced by the
amount of pay in Section 19.2(b) of this Article, translated into hours and days.

If any employee does not wish to have Flex Leave or Extended Leave reduced
through the process described above, such employee may choose the option of
declining compensation by Dakota County and retention of Workers' Compensation
checks. A doctor's certificate shall be required to show the ability to work at the
former job classification. The employee is obligated to inform the Auditor of the
amount of the Workers' Compensation payment immediately upon receipt of such
payment. Failure to notify the Auditor upon receipt of such payment shall subject
the employee to discharge from employment.

Malpractice. The County shall provide malpractice insurance coverage for
employees sued for alleged acts or omissions arising out of or occurring within the
scope of such employee’'s employment or official duties, in accordance with the
terms of the policy presently in existence in the County, or the equivalent self
insurance coverage up to the maximum limits established by Chapter 466 of
Minnesota Statutes.
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ARTICLE XVIl AMENDMENTS

174  Amendments may be made to this Agreement at any time by resolution of both the
Employer and the Union. However, approval of a two-thirds (2/3) majority of those
present at any meeting called by the Union shall be required.

ARTICLE XVIii CLOTHING ALLOWANCE

18.1 The employer will provide three shirts and one pullover as needed for each Juvenile
Services Center shift staff working in the secured facility.

18.2  The County will reimburse up to $75.00 for shoes, up to $50.00 for pants, and up to
$200.00 towards eyeglasses that are damaged in the course of duty to a maximum
of five incidents per year. Formal electronic documentation on the day of the
incident and receipts for replacement purchase are required.

ARTICLE XIX WAGE RATES

191  Effective January 1, 2025, full-time and non-limited part-time employees shall be
compensated according to Appendix A, attached hereto.

19.2  Effective January 1, 2026, full-time and non-limited part-time employees shall be
compensated according to Appendix B, attached hereto.

19.3  Hourly rates shall be computed by multiplying the monthly rate by twelve (12) and
dividing by two thousand eighty-eight (2088) hours.

19.4  Non-limited part-time employees shall be paid according to on a prorated basis
according to the number of hours worked per month. If a non-limited part-time
employee becomes full-time, said employee shall be credited with prior service for

range placement.

19.5 Probationary Period. All full-time employees and non-limited part-time employees
shall be required to serve a 12-month probationary period upon hire. A pay
increase equivalent to fitty (50) percent of the available “meet standards” will be
provided upon successful completion of the first six-months of the newly hired
employee’s probationary period. At the completion of the 12-month probationary
period the first annual review is conducted, 50 percent of the available increase
commensurate with the assigned rating level, based on current performance level
and matrix guidelines, is available and a full increase annually thereafter, subject
to the performance standards set forth in Appendix A and B.

19.6  Merit increases shall be effective the first day of the pay period in which the review
date falls. All employees in the bargaining unit shall have a salary review date of
March 1. An employee who is denied a merit increase based on “Below Standards’
performance rating may elect to grieve such review up to and including Step 3 of

Article V1.

19.7  Juvenile Services Center employees temporarily working in a higher classification
as a Shift leader for at least one full shift will be paid at the out of class rate according

to County policy.
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19.8

19.9

Employee training requests will be incorporated into the work of the Career
Development Committee for consideration.

Use of Volunteers — No employee’s regular hours or duties will be reduced as a
result of utilizing volunteers, interns, or other unpaid temporary workers.

ARTICLE XX LIMITED APPOINTMENT

201

For the purpose of this Agreement, employees hired on a limited appointment shall

be excluded from coverage of the benefit provisions of this Agreement. In the event

a limited appointment employee is subsequently hired for a permanent position,

during the term of their limited appointment employment, such employee shall be

ﬁ_ranted seniority and tenure (Flex Leave accrual) date from most recent date of
ire.

ARTICLE XXI DURATION

21.1

21.2

21.3

Term and Reopening Negotiations. This Agreement shall remain in full force and
effect for a period commencing January 1, 2025 through December 31, 2026, and
thereafter until modifications are made pursuant to the Public Employment Labor
Relations Act. If either party desires to modify or amend the Agreement
commencing January 1, 2027, written notice of such intent shall be given on or
before September 1, 2026. Retroactive pay to January 1, 2025, shall be paid only
to employees employed as of the date of County Board adoption of this Agreement.

Effect. This Agreement constitutes the full and complete agreement between the
Employer and the Union representing the employees in the appropriate unit of this
Agreement. The provisions herein relating to terms and conditions of employment
supersede any and all prior Agreements, resolutions, practices, Employer policies,
rules and regulations concerning terms and conditions of employment inconsistent
with these provisions.

Savings Clause. This Agreement is subject to the laws of the United States, the
State of Minnesota and Dakota County. In the event any provision of this Agreement
shall be held 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, or is
contrary to an administrative ruling or is in violation of legislation or administrative
regulations, such provision shall be voided. All other provisions shall continue in full
force and effect. The voided provision shall be renegotiated at the request of either
party.

ARTICLE XXiI LABOR MANAGEMENT COMMITTEE

22.1

The Employer and Union agree to convene a joint Labor Management Committee
specific to the JSC, which would include bargaining unit members and JSC
management. Union members participating on the LMC shall have no loss in pay,
but participation cannot result in overtime paid or earned compensatory time off.
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IN WITNESS WHEREOF, the parties hereto have caused this Agreement
to be executed this =22 __ day of Mocyc b, 2025.

FOR THE UNION FOR DAKOTA COUNTY

; /Z___..&,. BY

/(W“M ATTEST:

o CLEFSK TO THE COUNTY BOARD

APPROVED:
APPROVED AS TO FORM: ) 2 I [ju/ﬁ %/)E / Lr /‘-——
[VISION DIRECTOR
ViADDEN, GALANTER, HANSEN, LLP
1.30.2025 DEPARTMENT H
DATE

CGUNTWANAGER

APPROVED BY DAKOTA COUNTY
BOARD RESOLUTION NO. 24-580 DATED: .
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Grade 103
Sr. Office Assistant

Grade 104
Program Associate

Grade 105
Work Crew Supervisor
Sr. Program Associate

Grade 106

Asst. Probation Officer
Asst. Probation Officer-JSC
Program Analyst |

Sr. Info. Systems Specialist
Administrative Specialist
On-call JSC Relief

Grade 107
Sr. Program Analyst

Grade 108
Probation Officer
Probation Officer JSC

Grade 109
Program Coordinator

APPENDIX A

2025 SALARY RANGES
Minimum Q1 Q2
$40,014 $45,016 $50,018

$44,816 $50,418 $56,020
$50,194 $56,468 $62,742
$56,217 $63,244 $70,271
$62,963 $70,834 $78,704
$70,518 $79,333 $88,148
$78,981 $88,854 $98,726

Q3

$56,271

$63,023

$70,585

$79,055

$88,542

$99,167

Maximum

$62,523

$70,025

$78,428

$87,839

$98,380

$110,185

$111,067 $123,408

Effective January 1, 2025, current employees employed as of January 1, 2025, whose
salaries are within the salary range shall receive a 4.25% general increase or increase to
the range minimum, whichever is greater. The general increase is effective the first day of
the payroll period in which January 1 falls. In no event shall an employee’s salary be
increased above the salary range maximum.

If the general adjustment noted above results in an increase above the salary range
maximum, the employee's salary will be adjusted to the range maximum.
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Salary | Exceptional | Greatly " |Exceeds | Meets | Below
Range ‘ Performance | Exceeds Standards Standards | Standards
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Q4 4.0% base | 4.0% base | 3.0% base | 2.0% base | 0%
Q3 4.0% base 4.0% base | 3.0% base | 2.0% base 0%
Q2 4.0% base 4.0% base | 3.0% base |2.0% base 0%
’ Q1 ‘ 4.0% base 4.0% base | 3.0% base 2.0% base | 0%
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APPENDIX B

2026 Salary Ranges

Minimum Q1 Q2 Q3 Maximum
Grade 103
Sr. Office Assistant $41,714 $46,929 $52,143 $58.,661 $65,179
Grade 104
Program Associate $46,720 $52,560 $58,400 $65,700 $73,000
Grade 105
Sr. Program Associate $52,326 $58,867 $65,408 $73,584 $81,760
Work Crew Supervisor
Grade 106
Asst. Probation Officer $58,606 $65,932 $73,257 $82,414 $91,571
Asst. Probation Officer-JSC
Program Analyst
Sr. Info. Systems Specialist
On-call APO - JSC
Grade 107
Sr. Program Analyst $65,638  $73,843  $82,048 $92,304  $102,560
Grade 108
Probation Officer $73,515 $82,705 $91,894 $103,381  $114,868
Probation Officer JSC
Grade 109
Program Coordinator $82,337 $92,629 $102,921 $115,786  $128,651

Effective January 1, 2026, current employees employed as of January 1, 2026, whose
salaries are within the salary range shall receive a 4.25% general increase or increase to
the range minimum, whichever is greater. The general increase is effective the first day of
the payroll period in which January 1 falls. In no event shall an employee’s salary be
increased above the salary range maximum.

If the general adjustment noted above results in an increase above the salary range
maximum, the employee's salary will be adjusted to the range maximum.

The Employer shall, annually on the employee's salary review date, complete a formal
performance review of each employee to determine whether the employee shall receive a
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merit Increase. At least once during the review period, the supervisor shall conduct an
informal performance review to inform the employee of the interim performance status.

Employees below the maximum of the salary schedule shall be eligible for a merit increase

on the employee's anniversary date in class subject to the following. In no event shall an
employee’s base salary be increased above the salary range maximum.
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2026 Merit Matrix

| Salary Exceptional | Greatly | Exceeds Meets ' Below
Range Performance | Exceeds Standards Standards | Standards
Standards |
Q4 4.0% base 4.0% base | 3.0% base 20%base | 0%
Q3 4.0% base 4.0% base | 3.0% base 2.0% base | 0%
Q2 4.0% base 40%base |3.0% base |2.0%base | 0%
Q1 4.0% base 4.0% base | 3.0% base 2.0% base | 0%
| [UERR: S

The merit increase shall be calculated on the Q2 rate of the applicable salary range for
employees whose salaries fall below the Q2 rate. The merit increase shall be calculated
on the employee’s base salary for employees whose salaries fall above the Q2 rate.
Merit increases shall be effective the first day of the pay period in which the

review date falls.

If the merit increase exceeds the salary range maximum, the base increase is limited to
the salary range maximum. No employee's salary may exceed the range maximum. If a
full general increase or merit increase would resuit in a salary above the range maximum,
the increase will be limited to the salary range maximum. The remainder shall be paid in a
lump sum payment, which does not increase the employee’s base compensation for the
following salary review period.
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