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ARTICLE1 PURPOSE OF AGREEMENT

This AGREEMENT is entered into between the City of Savage, hereinafter called the EMPLOYER, and
AFSCME, Council 5, hereinafter called the UNION.

The intent and purpose of this AGREEMENT is to:

e Establish certain hours, wages and other conditions of employment;

e Establish procedures for the equitable and peaceful resolution of disputes concerning this
AGREEMENT'S interpretation and/or application;

® Specify the full and complete understanding of the parties; and

® Place in written form the parties' agreement upon terms and conditions of employment for the
duration of this AGREEMENT.

The EMPLOYER and the UNION, through this AGREEMENT, continue their dedication to the highest
quality of public service. Both parties recognize this AGREEMENT as a pledge of this dedication.

ARTICLE2 DEFINITIONS

2.1 UNION: American Federation of State, County, and Municipal EMPLOYEEs, Council 5, AFL-CIO.
2.2 EMPLOYER: The City of Savage, Minnesota.

2.3 UNION MEMBER: A member of AFSCME, Council 5, AFL-CIO, employed by the City of Savage.
24 EMPLOYEE: A member of the exclusively recognized bargaining unit.

2.5 BASE PAY RATE: The EMPLOYEE's hourly pay rate exclusive of longevity or any other special
allowance.

2.6 SENIORITY: Length of continuous service in any of the job classifications covered by ARTICLE 3
RECOGNITION. EMPLOYEEs, who are promoted from a job classification covered by this
AGREEMENT and return to a job classification covered by this AGREEMENT, shall have their
seniority calculated on their length of service under this AGREEMENT for purposes of
promotion, transfer and lay-off and total length of service with the EMPLOYER for other benefits
under this AGREEMENT.

2.7 OVERTIME: Work performed at the express authorization of the EMPLOYER in excess of either
the assigned work shift within a twenty-four (24) hour period (except for shift changes), and
more than forty (40) hours within a seven (7) day period. Vacation, sick leave, holidays and
compensatory time paid at the Employee's base hourly rate, count as hours worked.
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2.8

2.9

2.10

2.11

212

213
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CALL-BACK: Return of an EMPLOYEE to a specified work site to perform assigned duties at the
express authorization of the EMPLOYER at a time other than an assigned shift. An extension of,
or early report to, an assigned shift is not a call-back.

GRIEVANCE: A dispute or disagreement as to the interpretation or application of the specific
terms and conditions of this AGREEMENT.

CONTINUOUS SERVICE: Unbroken compensated hours of service from the last date of hire,
including any paid leave of absence, any unpaid leave of absence, medical leave of absence
without pay and any other status in which provisions of this Agreement provide for an approved
"break in" service from which return does not constitute a "new date of hire." EMPLOYEES on a
leave of absence pursuant to the Family and Medical Leave Act shall continue to accrue

seniority.

PREMIUM PAY: Additional compensation paid to EMPLOYEES who receive authorization from
the EMPLOYER to work special assignments scheduled outside of their normal work schedule
and begin three (3) hours after their regular work schedule ends.

BENCHMARK CITIES: For purposes of negotiation, the benchmark cities used for comparison will
be:

1. Andover 15. Lakeville

2. Apple Valley 16. Maplewood

3. Brooklyn Center 17. Oakdale

4, Burnsville 8. Prior Lake

5. Champlin 19. | Ramsey

6. Chanhassen 20. Richfield

7. Chaska 21 Rosemount

8. Coon Rapids 22. Richfield

9. Cottage Grove 23. | Saint Louis Park
10 Eagan 24, Scott County
11 Eik River 25 Shakopee

12, Fridley 26. | Shoreview

13. | Golden Valley . 27. | White Bear Lake
14. | Inver Grove Heights

IMMEDIATE FAMILY: The EMPLOYEE's spouse, child (includes stepchild and a biological,
adopted, and foster child), grandchild (includes step-grandchild and a biological, adopted, and
foster grandchild), parent, mother-in-law, father-in-law, grand parent or stepparent, sibling,
son/daughter-in-law, brother/sister-in-law or legal wards.



2.14  WELLNESS CHECK: A check of the water system while on standby. The tasks of the wellness
check may change from time to time, with the EMPLOYEE being able to do the wellness check
remotely via computer and taking less than 15 minutes per visit.

2.15  SUPPLEMENTAL UNIFORM ALLOWANCE: A lump sum payment to the EMPLOYEE to cover the
expense of purchasing and maintaining footwear, rain wear, and cold weather wear.

2.16  CITY OF SAVAGE PERSONNEL POLICY: The CITY OF SAVAGE PERSONNEL POLICY (PERSONNEL
POLICY) booklet adopted by council annually establishes a uniform and effective system of
personnel administration for employees of the EMPLOYER.

ARTICLE3 RECOGNITION

The EMPLOYER recognizes the UNION as the exclusive representative under Minnesota Statutes, Section
179A.03, Subdivision 14, in an appropriate bargaining unit consisting of all EMPLOYEEs employed by the
City of Savage Public Works and Building Services Departments, Savage, Minnesota, BMS Case Number
86-PR-961, who are public EMPLOYEEs within the meaning of Minnesota Statutes 179A.03, Subdivision
14, excluding supervisory and confidential EMPLOYEEs.

ARTICLE4 UNION SECURITY

41 In recognition of the UNION as the exclusive representative, the EMPLOYER shall:

A. Deduct each payroll period an amount sufficient to provide the payment of initiation fees
and dues established by the UNION from the wages of all EMPLOYEES authorizing in writing
such deductions; and

B. Remit monthly such deductions to the appropriate designated officer of the UNION with a
list of the names of the EMPLOYEESs from whose wages deductions were made and, deduct
fair share fees in accordance with the provisions of Minnesota Statutes, Section 179A.06,
Subd. 3.

4.2 The UNION shall certify to the EMPLOYER, in writing, the current amounts of regular dues to be
withheld.

4.3 The UNION may designate an EMPLOYEE from the bargaining UNION to act as steward and shall
inform the EMPLOYER in writing of such choice.

4.4 The UNION agrees to indemnify and hold the EMPLOYER harmless against any and all claims,
suits, orders, or judgments brought or issued against the CITY as a result of any action taken by
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the CITY under provisions of this Article.

45 The EMPLOYER agrees to recognize stewards certified by the UNION subject to the following
stipulations:

A. There shall be no more than three (3) stewards designated at any one time.

B. The three (3) stewards selected by the UNION ‘may be given permission to leave a work
station for UNION business to participate in meetings with the EMPLOYER for the
negotiation of annual or multi-year labor agreements. Permission to participate in this
activity shall be granted on a paid basis. Additionally, prior to the negotiation session
between the Union and the Employer, stewards shall be permitted up to meet for up to two
(2) hours while on duty to meet with fellow stewards to discuss labor agreement matters.

ARTICLE5 EMPLOYER SECURITY

The UNION agrees that during the life of this AGREEMENT, it will not cause, encourage, participate in or
support any strike, slow down, other interruption of or interference with the normal functions of the
EMPLOYER.

ARTICLE6 EMPLOYER AUTHORITY

6.1 The EMPLOYER retains the full and unrestricted right to operate and manage all manpower,
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 establish work schedules; and to
perform any inherent managerial function not specifically limited by this AGREEMENT.

6.2 Any term and condition of employment not specifically established or modified by this
AGREEMENT shall remain solely within the discretion of the EMPLOYER to modify, establish, or

eliminate.

ARTICLE7 EMPLOYEE RIGHTS — GRIEVANCE PROCEDURE

7.1 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.

7.2 UNION REPRESENTATIVE. The EMPLOYER will recognize representatives designated by the
UNION as the grievance representatives of the bargaining unit having the duties and
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7.3

7.4

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.

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 the 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 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 program of the EMPLOYER. The
EMPLOYER-designated supervisor shall schedule an approved absence within five (5) working
days after request for absence.

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

Step 1: An EMPLOYEE, with or without the steward, claiming a violation concerning the
interpretation or application of this AGREEMENT shall, within twenty-one (21) calendar days
after such alleged violation has occurred, present such grievance to the EMPLOYEE'S
supervisor and the Human Resource Director, or any other such employee as designated by
the EMPLOYER. The EMPLOYER-designated representative will discuss and give an answer to
the Step 1 grievance within ten (10) 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 provision or the provisions of the AGREEMENT allegedly violated, and the
remedy requested, and shall be appealed to Step 2 within ten (10) calendar days after the
EMPLOYER-designated representative’s final answer in Step 1. Any grievance not appealed
in writing to Step 2 by the UNION within ten (10) 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 ten
(10) calendar days after receipt of such Step 2 grievance. A grievance not resolved in Step 2
may be appealed to Step 3 within ten (10) 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 ten (10) calendar days shall be considered waived.

Step 3: If the grievance remains unsettled, the parties may, by mutual agreement, choose to
seek mediation services through the Bureau of Mediation Services or through an
independent, mutually acceptable mediation service, within ten (10) days following the
EMPLOYER designated Representative's final Step 2 answer. If the grievance is submitted to
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7.5

7.6

7.7

mediation and is not resolved, it may be appealed to arbitration within ten (10) calendar
days following the EMPLOYER designated Representative's final Step 3 answer.

Step 4: A grievance unresolved in Step 3 and appealed in Step 4 shall be submitted to
arbitration subject to the provisions of the Public Employment Labor Relations Act of 1971,
as amended. The selection of an arbitrator shall be made in accordance with the "Rules
Governing the Arbitration of Grievances" as established by the Bureau of Mediation

Services.

ARBITRATOR’S AUTHORITY. The arbitrator shall have no right to 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(s) not so submitted.

The arbitrator shall be without power to make decisions contrary to, or inconsistent with, or
modifying or varying in any way the application of 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 the close of the hearing or the submission of briefs by the parties, whichever be later,
unless the parties agree to 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.

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 agreement of the EMPLOYER and the UNION.

CHOICE OF REMEDY. If, as a result of the EMPLOYER response in Step 2, the grievance remains
unresolved, and if the grievance involves the suspension, demotion, or discharge of an
EMPLOYEE who has completed the required probationary period, the grievance may be
appealed either to Step 4 of ARTICLE 7.4 or a procedure specified by State or Federal Law. If
appealed to any procedure other than Step 4 of ARTICLE 7.4, the grievance is not subject to the
arbitration procedure as provided in Step 4 of ARTICLE 7.4. The aggrieved EMPLOYEE shall
indicate in writing which procedure is to be utilized - Step 4 of ARTICLE 7.4 or another appeal
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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
7.4,

ARTICLE8S WORK SCHEDULES

8.1

8.2

8.3

8.4

8.5

The sole authority for work schedules is the EMPLOYER. The normal work day for an EMPLOYEE
shall be eight (8) hours. The normal work week shall be forty (40) hours, Monday through Friday.

A normal work schedule is to be defined as a start time of 7:00 a.m. and an end time of 3:00
p.m. An exception to this schedule would be emergency situations (Ex. snow and ice) and the
Utilities summer schedule, which is 7:00 a.m. to 5:00 p.m.

Service to the public may require the establishment of regular shifts for some EMPLOYEEs on a
daily, weekly, seasohal, or annual basis other than the normal work day or work week identified
above. To change the normal work schedule, the EMPLOYER must give seven (7) days’ advance
notice AND the change must be valid for a period of more than two work weeks. A change in
work schedule that is not both noticed at least seven (7) days in advance and valid for a period
of more than two work weeks, shall entitle the EMPLOYEE to shift differential pay as outlined in
Article 37 for those hours worked that are outside of the employee’s designated normal work
schedule, unless such hours are being paid as overtime, in which case the shift differential pay
shall not apply. Shifts may be changed with less than seven (7) days’ notice or for periods of less
than two work weeks, however, in such cases the impacted EMPLOYEE(s) shall be eligible for
shift differential pay in accordance with Article 37.

Service to the public may require the establishment of normal work weeks that schedule work
on Saturdays and/or Sundays.

In the event that work is required because of unusual circumstances such as (but not limited to)
fire, flood or breakdown of municipal equipment or facilities, no advance notice need be given,
however, the shift differential provided for in Article 37 shall apply to hours worked outside of
the employee’s designated normal work schedule, unless such hours are being paid as overtime,
in which case the shift differential shall not apply.

In the event work is required as a result of a winter weather-related emergency (snow, sleet,
ice) the Employer shall contact employees prior to 7:00 p.m. for a report to work the following
morning. In the event the Employer fails to provide notification prior to 7:00 p.m., the
EMPLOYEEs reporting to work the following day shall receive one hour of additional
compensation at one and one-half times the EMPLOYEE's base pay.

Parks employees scheduled to work on weekends at the ball fields are eligible for two (2) hours
compensation per weekend, at the employee's regular base rate, due to cancellation of events
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8.6

for reasons other than inclement weather conditions. The EMPLOYER will pay the two (2) hours
if an event is cancelled after the Wednesday preceding the weekend event. This additional
compensation shall not be included in the computation for overtime (no compounding or
pyramiding) or leave payments.

In the event a shift change is imposed on an employee for the purpose of performing ice rink
establishment or maintenance, the assignment shall be in place no longer than 30 days per

calendar year.

ARTICLES OVERTIME

9.1

9.2

9.3

9.4

9.5

Hours worked in excess of the assigned work shift within a twenty-four (24) hour period (except
for shift changes), and more than forty (40) hours within a seven (7) day period, will be
compensated for at one- and-one-half (1-1/2) times the EMPLOYEE's regular base pay rate.
Vacation, sick leave, holidays, floating holidays, and comp time used count as hours worked.
EMPLOYEES working a normal Monday through Friday workweek, who are required to be on
duty on any holiday, shall be paid double time for the hours worked. For purposes of Article 9.1,
a twenty-four (24) hour period starts at the beginning of the employee's normally assigned work

shift.

For the purposes of computing overtime compensation, overtime hours worked shall not be
pyramided, compounded, or paid twice for the same hours worked.

Overtime may be taken as a monetary payment or as compensatory time off.
All compensatory time counted as hours worked shall be paid as straight time.

Overtime shall be offered according to a seniority list posted by the Employer. It shall first be
offered on a non-mandatory basis in the order of seniority. If all on the list decline the overtime,
then it shall be assigned based on a reverse order of seniority, so that the least senior available
qualified individual is required to work. When all qualification factors are equal, the list must be
adhered to. If certain skills or abilities are required to perform the overtime, the EMPLOYEE
possessing those skills or abilities may be offered the overtime first. Overtime shall be offered
by Division only, and whenever practicable, based upon seniority, when there are personnel
available. Overtime shall be subject to recognition that deviation from seniority may occur when
there is an emergency or other circumstance where time and skill is of the essence.
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ARTICLE 10 RELIEF AND MEAL PERIODS

10.1  Employees shall receive two (2) fifteen-minute relief periods during each normal work day,
which shall be taken back-to-back, as assigned by the employer. An unpaid thirty (30) minute
meal period will be after the end of the normal shift.

10.2  Breaks for working a shift longer than eight (8) hours in length shall be assigned by the
EMPLOYER.

10.3  If an EMPLOYEE is called back to work for a shift lasting 5 hours or more, the EMPLOYEE may
take a single meal period (with pay) of one-half (1/2) hour per shift, as assigned by the
EMPLOYER.

ARTICLE 11 HOLIDAYS

11.1  HOLIDAYS DEFINED: Holiday leave shall be granted for the following holidays:

1. New Year's Day January 1st

2. Memorial Day Last Monday in May

3. Juneteenth June 19th

4, Independence Day July 4th

5. Labor Day 1st Monday in September

6. Thanksgiving Day 4th Thursday in November

7. Post-Thanksgiving Day. Friday after the 4th Thursday in November
8. Christmas Eve Day December 24th

9. Christmas Day December 25th

10. Floating Holiday #1 Equal to non-Union floating holiday
11. Floating Holiday #2 In place of Martin Luther King Jr. Day
12. Floating Holiday #3 In place of President’s Day

13. Floating Holiday #4 In place of Veteran’s Day

11.2  When holidays fall on Sunday, the following day shall be observed as a holiday. When they fall
on Saturday, the preceding day shall be observed as a holiday.

11.3  EMPLOYEEs working a normal Monday thru Friday work week, who are required to be on duty
on any holiday, shall be paid double time for the hours worked, in addition to eight (8) hours pay
for the holiday as defined in 11.1. Hours so compensated shall not be pyramided, compounded
or paid twice for the same hours worked. Employees working on the actual and/or observed
holiday shall be paid at double time. Time worked by an employee on the actual and/or
observed holiday may be converted to comp time at double time by the employee.
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11.4

FLOATING HOLIDAYS: Floating Holidays shall be taken in eight (8) hour increments. Carry over of
the floating holiday to the next year will not be allowed. Scheduling of floating holiday to be
approved by the EMPLOYER. Employees called in to work on that day shall be paid double time
for the hours worked, in addition to eight (8) hours pay for the float leave day. An employee
who selects to terminate employment with the City during the first thirty (30) days of a new
contract year shall forfeit their right to the Floating Holidays.

ARTICLE 12 VACATION LEAVE

121

12.2

12.3

12.4

12.5

12.6

Regular full-time EMPLOYEEs shall earn vacation leave at a rate of:

Years of Continuous Service Annual Rate Biweekly Rate
0 through Year 4 80 Hours 3.076 Hours
Beginning Year 5 through Year 12 | 120 Hours 4.615 Hours
Beginning Year 13 through Year 15 | 160 Hours 6.154 Hours
Beginning Year 16 and Beyond 160 Hours, plus 8 hours for each additional year over
fifteen years (maximum 200 hours/7.692 hours)

EMPLOYEES using earned vacation leave or sick leave shall be considered to be working for
purposes of accumulating additional vacation leave.

USAGE: Vacation leave may be taken no sooner than the next pay period after earned, except
that the EMPLOYER shall approve the time at which the vacation leave may be taken.
EMPLOYEEs shall not be permitted to waive vacation leave and receive double pay.

EMPLOYEES shall be allowed to carry over from one calendar year to the next no more than one
and three quarter (1.75) times their annual allowed vacation.

Regular EMPLOYEEs will receive their regular rate of pay for all unused accrued vacation leave at
the time of their retirement or resignation. (The designated beneficiary of full-time regular
EMPLOYEEs who die shall be entitled to receive compensation for unused accrued vacation
leave.)

EMPLOYEEs with five or more years of full-time service with the Employer may cash in up to
eighty (80) hours of accrued vacation per calendar year providing that the employee retains at
least sixty (60) hours of accrued vacation. There will be an option of two requested payout dates
per calendar year- at the end of June and at the end of December. In order to elect the cash
payment for payout at the end of June the employee must notify their department manager no
later than May 31st of each year. In order to elect the cash payment for the payout at the end of
December, the employee must notify their department manager no later than November 30th
of each year. This cash payment shall be subject to all taxes.
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ARTICLE 13 SICK LEAVE

131

13.2

ELIGIBILITY. Sick leave with pay shall be granted to probationary and regular EMPLOYEEs at the
rate of eight (8) hours for each calendar month of full-time service or major fraction thereof.
Sick leave may be taken no sooner than the next pay period after earned and is subject to
approval by the EMPLOYER.

USAGE. Sick leave may be used as soon as it is accrued. Sick leave may be used for any of the
following reasons:

a. When an employee is unable to perform work duties due to mental or physical iliness,
injury, other health condition, or disability (including pregnancy).

b. For the employee’s medical, dental or other care provider appointments.

To care for the employee’s family member with a mental or physical illness, injury, other
health condition, disability, or health conditions due to pregnancy including prenatal
care, childbirth, adoption and bonding with child.

d. To take the employee’s family member to a medical, dental or other care provider
appointment.

e. To obtain medical attention, victim services, counseling, relocation or home security
services, or legal services related to domestic abuse, sexual assault, or stalking of the
employee or the employee’s family member.

f.  Closure of the employee’s workplace due to weather or public emergency or the
employee’s need to care for a family member whose school or place of care has been
closed due to weather or public emergency.

g. When an employee has been exposed to a contagious disease of such a nature that their
presence at the workplace could endanger the health of others.

h.  When health authorities or a health care professional has determined that the
employee’s or a family member’s presence in the community would jeopardize the
health of others because of exposure to a communicable disease.

i. Bereavement or attendance of a funeral service of immediate family.

Sick leave shall be granted in accordance with Minnesota’s Earned Safe and Sick Time and
Minnesota Paid Leave laws. Sick leave shall be granted only for absence from duty because of
one of the reasons listed above. For purposes of this policy, an employee’s family member
means: child, foster child, adult child, legal ward, child for whom the employee is legal guardian,
child to whom the employee stands or stood in loco parentis, spouse, registered domestic
partner, sibling, stepsibling, foster sibling, biological parent, adoptive parent, foster parent,
stepparent, person who stood in loco parentis when the employee was a minor child, mother-
in-law, father-in-law, grandchild, foster grandchild, step-grandchild, grandparent, step-
grandparent, a child of a sibling of the employee, a sibling of the parents of the employee, child-
in-law, sibling-in-law, any of the foregoing of the employee’s spouse or domestic partner, any
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other individual related by blood or whose close association with the employee is the equivalent
of a family relationship, and up to one individual annually designated by the employee.

13.3  ACCRUAL. Sick leave shall accrue at the rate of eight (8) hours per month until seven hundred
twenty (720) hours have been accumulated. Any new employee hired after December 31, 2025
shall have their sick leave cap set at three hundred sixty (360) hours.

EMPLOYEEs who have been continuously employed for twenty-one (21) through twenty-five
(25) years with the City of Savage shall have 8 hours added to their sick leave balance each year.
Employees with twenty-six (26) and above years of continuous service shall have sixteen (16)
hours added to their sick leave balance each year.

EMPLOYEESs using earned vacation leave or sick leave shall be considered to be working for the
purposes of accumulating additional vacation and sick leave.

Workers' Compensation benefits shall be credited against the compensation due EMPLOYEEs
during sick leave.

On an annual basis, EMPLOYEES may accrue sick leave above their cap during the calendar year.
At the end of each year EMPLOYEES with hours accrued over the sick leave cap shall be
compensated through a buy-back of all sick leave above the cap per the following schedule:

Employees with less than 10 years of service with the City: 50%
Employees with 10 - 14 years of service with the City: 60%
Employees with 15 - 19 years of service with the City: 70%
Employees with 20 - 24 years of service with the City: 80%
Employees with 25 - 29 years of service with the City: 90%
Employees with 30 years or more service with the City: 100%

This cash payment is subject to all taxes and may be received in the form of cash, a deposit into
the EMPLOYEE’s Roth deferred compensation account, or deposited into the EMPLOYEE’s
Health Savings Account (HSA). EMPLOYEES shall provide notification to their Department
Manager no later than December 31st of their payment selection. This payment amount shall be
paid by the EMPLOYER by January 15th of the following year. Any amount paid to the
employee’s HSA Account shall be subject to the IRS limits in place at that time.

13.4 PROCEDURE. In order to be eligible for sick leave with pay, an EMPLOYEE shall follow the
process outlined below.

1. Report the reason for the employee’s absence to the employee’s supervisor prior to the
start of the employee’s normally scheduled work shift, if possible. Employees should
receive an acknowledgment from the supervisor that the supervisor received the

message.
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135

13.6

13.7

Reporting options are:

e (Call the supervisor. Leave a voicemail if call not answered.

e Emall the supervisor. Ask for acknowledgement the email was received.

® Text or message the supervisor. It is employee’s responsibility to ensure the
communication went through.

2. Keep department manager informed of the anticipated duration of the absence.

BEREAVEMENT LEAVE. Each full-time employee may request up to three (3) shifts of
bereavement leave in the event of a death in the immediate family. For this paragraph,
immediate family includes the employee’s spouse, children (including step, adopted, or foster
children), grandchildren (including step, adopted, and foster grandchildren), siblings, parents,
grandparents, or legal wards, or spouse’s children, grandchildren, siblings, parents,
grandparents, or legal wards. Bereavement leave shall not be charged against an Employee's
leave balance. Employees may take bereavement, sick, or vacation leave for funeral services.
The City Administrator or designee will be responsible for approving or denying requests for
bereavement leave. Employees may be asked for verification.

MISUSE PROHIBITED. EMPLOYEES claiming sick leave when physically fit, except as otherwise
specifically authorized In ARTICLE 13.2, shall be subject to disciplinary actions up to and
including discharge.

FAMILY MEDICAL LEAVE. Eligible EMPLOYEES shall be entitled to use paid and unpaid sick leave,
vacation, and compensatory time concurrent and consistent with the provisions of the Family
Medical Leave Act and Minnesota State Law. Paid sick leave shall be in accordance with the
provisions of Article 13.2, permitted uses of sick leave.

ARTICLE 14 SEVERANCE PAY

141

14.2

UNUSED VACATION: Any EMPLOYEE who has satisfied the initial probationary period and is
leaving City service after giving proper notice of such termination of employment shall be
compensated for vacation leave accrued and unused to the date of separation.

UNUSED SICK LEAVE: Any employee who terminates employment in good standing shall receive
compensation for their accrued sick leave in an amount equal to the EMPLOYEEs base rate of
pay times the number of accrued hours according to the schedule listed below:

Employees with less than 5 years of service with the City: 0%
Employees with 5 - 10 years of service with the City: 50%
Employees with 11 - 14 years of service with the City: 60%
Employees with 15 - 19 years of service with the City: 70%
Employees with 20 - 24 years of service with the City: 80%
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Employees with 25 - 29 years of service with the City: 90%
Employees with 30 years or more service with the City: 100%

EMPLOYEESs eligible for receiving this benefit shall have the cash amount deposited into the
employees Minnesota State Retirement System (MSRS) Health Care Savings Plan (HCSP).

14.3 PAYMENT OF UNUSED SICK LEAVE AND VACATION UPON DEATH: In the case of employee
death or disability, any unused accrued vacation or sick leave of a regular full-time employee
shall be paid to the employee’s designated beneficiary as indicated on the employee's basic life
insurance with the City. In case of regular part-time employees, at the time of employment they
shall designate a beneficiary to receive this benefit in the event of their death or disability.

ARTICLE 15 SERVICE RECOGNITION

In recognition of EMPLOYEE dedication and support to the City of Savage, Service Recognition will be
granted to EMPLOYEEs upon their 10th employment anniversary with the City of Savage and every five
(5) years thereafter (e.g., 10, 15, 20, etc.). Service Recognition shall equal a monetary payment equal to
a percentage of the EMPLOYEE's annual salary on the date of their employment anniversary. Service
Recognition shall be granted in a one-time, lump sum payment as follows:

10 years of service 1.5%
15 years of service 2.0%
20 years of service 2.5%
25 years of service 3.0%
30 years of service 3.5%
35 years of service 4.0%
40 years of service 4.0%

The service recognition shall not accrue with the EMPLOYEE's base pay for purposes of calculating future

wage increases.

ARTICLE 16 EDUCATION AND TRAINING

Union EMPLOYEESs are encouraged to pursue educational and training opportunities in accordance with

the following guidelines:

16.1 MANDATORY TRAINING
Mandatory Training is defined as training which the EMPLOYER or other licensing agent requires

the employee to complete in order to maintain employment, licensing or certifications. The
EMPLOYER will monitor training programs and at the EMPLOYER's discretion, provide these
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opportunities to EMPLOYEEs. The EMPLOYER will assume all costs associated with mandatory
training in accordance with the following terms:

a.

Approval - Necessary prior approvals are secured from the EMPLOYEE’s Department Head
and/or City Administrator.

Attendance - EMPLOYEE must attend and successfully complete training. If EMPLOYEE
fails to attend and/or successfully complete training EMPLOYEE will be responsible for
assuming cost of attending training again unless non-attendance/completion is approved
by the City.

Travel Time - Travel time compensation shall apply only to that time required outside of
the normal work shift. Compensation for travel time outside the metro area will be based
upon actual travel time. Travel time outside the metro area will begin only after the
individual has passed the border of the seven county metro area. Travel time
compensation for travel within the metro area will be the lesser of two (2) hours or the
actual total time for travel to and from training.

Lodging - If the site of an educational opportunity is more than 80 miles from Savage and
the event cannot be reacthed or departed within a reasonable time, the Employer shall pay
for overnight lodging if the EMPLOYEE chooses to stay overnight. EMPLOYEE must turn in
lodging receipts to receive reimbursement.

Meals - EMPLOYER shall reimburse EMPLOYEE for associated meals outside the City. The
maximum allowed for reimbursement for meals and tips shall be limited to the amounts
established by the U.S. General Services Administration (GSA) at
https://www.gsa.gov/travel/plan-book/per-diem-rates/per-diem-rates-lookup. These are
maximum limits and not flat allowances. Actual costs, supported by receipts, shall be the
basis for reimbursement. Reimbursement for alcohol is excluded from per diem.
EMPLOYEE must turn in meal receipts to receive reimbursement.

16.2 OPTIONAL TRAINING
Optional Training is defined as training which the EMPLOYEE is not required to complete in
order to maintain employment, licensing or certification; the EMPLOYEE may decline attendance
at any optional training program The EMPLOYER will monitor optional training programs and at
the EMPLOYER's discretion, provide these opportunities to EMPLOYEEs. The EMPLOYER will
assume costs associated with optional training in accordance with the following terms:

a.

Approval - Necessary prior approvals are secured from the EMPLOYEE’s Department Head
and/or City Administrator. Prior agreement between EMPLOYEE and supervisor on
whether EMPLOYEE is subject to reimbursing the City (if training is not successfully
completed) must also be secured. If no agreement is reached, then EMPLOYEE is not
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16.3
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eligible to attend training.

b. Attendance - EMPLOYEE must attend and successfully complete training. If EMPLOYEE
fails to attend and/or successfully complete training, EMPLOYEE will be responsible for
reimbursing City, or assuming cost of attending training again.

c. Travel Time - EMPLOYEEs will be compensated only for travel time which occurs within
the normal work shift. There shall be no additional compensation for EMPLOYEE travel
time that occurs outside of normal work hours. EMPLOYEE may take a city vehicle for
travel if available; otherwise EMPLOYEE will receive mileage reimbursement in accordance

with IRS regulations.

d. Lodging - If the site of an educational opportunity is more than 80 miles from Savage and
the event cannot be reached or departed within a reasonable time, the EMPLOYER, at its
discretion, may pay for overnight lodging. EMPLOYEE must turn in lodging receipts to

receive reimbursement.

e. Meals - EMPLOYER shall reimburse EMPLOYEE for associated meals outside the City. The
maximum allowed for reimbursement for meals and tips shall be limited to the amounts
established by the U.S. General Services Administration (GSA) at
https://www.gsa.gov/travel/plan-book/per-diem-rates/per-diem-rates-lookup. These are
maximum limits and not flat allowances. Actual costs, supported by receipts, shall be the
basis for reimbursement. Reimbursement for alcohol is excluded from per diem.
EMPLOYEES must turn in meal receipts to receive reimbursement.

TUITION REIMBURSEMENT
Regular full-time EMPLOYEESs with at least one year of continuous service and satisfactory job

performance are eligible for reimbursement of tuition for job-related courses. A
recommendation by the employee’s Department Manager and final approval by the City
Administrator or designee is also required for eligibility. To receive reimbursement, the
employee must receive an academic grade of “B” or higher.

Eligible EMPLOYEEs may receive tuition reimbursement in the amount of 85% per course, up to
$3,000 per calendar year. In addition, the amount budgeted annually by the City for this
program shall serve as a cap for reimbursement payments. Reimbursement is available only for
tuition and not for books or other fees. If the employee’s employment is terminated within one
calendar year after receiving tuition reimbursement, the employee shall have deducted from
the employee’s final payroll the amount equal to the tuition reimbursement received. If the
tuition reimbursement received is more than the EMPLOYEE’s final payroll, the EMPLOYEE shall
pay the difference to the City upon demand.
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16.4

Requests for reimbursement must be approved by the Department Manager and City
Administrator prior to the employee registering for a course, and will be approved on a first-
come, first-served basis until all funds are exhausted. Requests will be considered in the order
received. Requests received on the same date or in advance of a funding period will be
evaluated and approved according to the eligible employee’s current job performance and the
perceived relationship of the coursework to the eligible employee’s current position. Requests
shall be submitted by completion of the City’s Application for Tuition Reimbursement Form.

Reimbursement requires the following documentation:

1. School statement or bill which identifies the course and its cost;
2. Areceipt for full payment of the tuition by the employee; and
3. A copy of the final grade for the course.

EDUCATIONAL INCENTIVES

a. Automotive Service Excellence (ASE) Certification - The Mechanic position classification
compensation schedule within this agreement includes additional compensation in the
amount of $.50 in base pay per hour. This compensation was granted to recognize the
educational value related to employees within the mechanic position classification that
have successfully passed and maintained Masters Mechanic ASE Certification
requirements. A recommendation by the employee’s Department Manager and final
approval by the City Administrator or designee is required for eligibility.

b. Public Works Certificate Program - EMPLOYEES that receive a Public Works Certificate
(issued by the American Public Works Association Minnesota Chapter) shall receive a
$0.50 increase in base pay per hour. EMPLOYEES shall be compensated for program
requirements including but not limited to tuition, registration, or test costs. EMPLOYEES
will not be compensated for their time to prepare or study. A recommendation by the
employee’s Department Manager and final approval by the City Administrator or designee
is required for eligibility.

c. Minnesota Local Technical Assistance Program (LTAP) Certificate - EMPLOYEEs that
receive a LTAP Certificate shall receive a $0.50 increase in base pay per hour. EMPLOYEES
shall be compensated for program requirements including but not limited to tuition,
registration, or test costs. EMPLOYEEs shall not be compensated for their time to prepare
or study. A recommendation by the employee’s Department Manager and final approval
by the City Administrator or designee is required for eligibility.

2026-2028 Labor Agreement between City of Savage & AFSCME Council 5 20



ARTICLE 17 LEAVES OF ABSENCE

17.1

17.2

17.3.1

17.4

JURY DUTY, OTHER LEGAL DUTIES, & VOTING IN NATIONAL AND STATE ELECTIONS
EMPLOYEES shall be granted leave with pay for required jury duty. Such EMPLOYEEs shall
receive their regular compensation during time spent on jury duties. Any compensation received
from county, state or federal governments for service on jury duty, excluding compensation for
mileage driven, shall be signed over to the City. An EMPLOYEE excused or released from jury
duty during their regular working hours shall report to their supervisor immediately.

EMPLOYEEs shall notify their supervisor as soon as possible after receiving notice to report for
jury duty. The EMPLOYEE will be responsible for ensuring that a report of jury duty is completed
by the Clerk of Court each week so the City will be able to determine the amount of
compensation due for the period involved.

EMPLOYEEs shall be granted leave with pay for appearance before a court, Legislative
Committee or other body as a witness in a proceeding involving the federal government, State
of Minnesota, or a political subdivision thereof in response to a subpoena, or direction by a
proper authority if such attendance is in connection with the EMPLOYEE’s official duties. Such

leave shall be approved by the City Administrator.

VOTING: Every EMPLOYEE who is entitled to vote in any state-wide general election or federal
general election shall be granted a reasonable amount of time off with pay to vote.

MILITARY LEAVE WITH PAY

An EMPLOYEE is entitled to a maximum of fifteen (15) working days off with pay during any
calendar year for reserve, National Guard or military duty as outlined in M.S. 192.26. Whenever
possible, the EMPLOYEE is to present a copy of their orders to the department head who must
secure the City Administrator's approval before such leave is approved.

An EMPLOYEE who engages in active service in time of war or other emergency in the military or
naval forces of the United States shall be granted a leave of absence without pay. In order to be
eligible for such leave, the EMPLOYEE is to present a copy of their orders to the department
head.

FAMILY MEDICAL LEAVE.
Leave may be taken as stated in Article 13.7.

LEAVES WITHOUT PAY

a. Sick Leave Without Pay
Sick leave without pay may be taken in accordance with the provisions of the Family &

Medical Leave Act.
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b. Personal Leave Without Pay
Department heads may authorize EMPLOYEES to be absent without pay for personal
reasons for a period, or periods, not to exceed thirty (30) days in a calendar year. Requests
for personal leaves beyond thirty (30) days must be approved by the City Administrator.
EMPLOYEES shall request such leaves in advance of the date so desired. The best interest
of the City shall be the only consideration in granting a personal leave without pay. In no
instances shall an EMPLOYEE be granted a personal leave without pay if he/she can use
accumulated vacation time. No benefits shall accrue during a personal leave without pay.

ARTICLE 18 CALL-BACK

18.1

18.2

18.3

184

18.5

18.6

An EMPLOYEE called in for work at a time other than their normal scheduled shift will be
compensated for a minimum of two (2) hours pay at one-and-one-half (1-1/2) times the
EMPLOYEES base pay rate. If the call-in or call-back is an extension of or early report to the
normal shift, then the provisions of this clause will not apply.

If the call-in or call-back is on a weekend, the EMPLOYEE will be compensated for a minimum of
four (4) hours pay at one-and-one-half (1-1/2) times the EMPLOYEE's base pay rate. For
purposes of call- back, "weekend" is defined as the end of the normal shift on Friday to the
beginning of the normal shift on Monday.

An EMPLOYEE called in for work on any holiday, shall be paid double time for a minimum of four
(4) hours.

In all cases involving call-back, no new trigger of call-back occurs until the 2 or 4 hour window of
call- back time has ended.

For the Utilities division in cases where a return to the City facility is not required, such as
responding to telephone calls or remotely accessing operations, the EMPLOYEE will be
compensated for a minimum of one (1) hour pay, and two (2) hours on a weekend.

For the Utilities division in cases where a call back is triggered requiring a site response within
the one-hour (weekdays) or two hours (weekends) period of paid compensation for responding
to a phone call, the entire event becomes a call back with the appropriate compensation. The
two and/or four-hour compensation would then start at the time the initial phone call was
received.

ARTICLE 19 LEGAL DEFENSE

19.1

The City shall, in accordance with Chapter 466 of MN Statutes, defend and indemnify
EMPLOYEEs sued for alleged acts or omissions arising out of or occurring within the scope of
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their employment, provided the EMPLOYEE was acting in the performance of the duties of the
position and the EMPLOYEE was not guilty of malfeasance, willful neglect of duty, or bad faith.

19.2  The City shall not reimburse an EMPLOYEE for attorney fees, court costs or other legal expenses
in connection with the defense of a criminal charge.

ARTICLE 20 STANDBY

20.1  Standby pay is a premium paid to be ready to respond. When an employee responds while on
standby, that is a callback (Article 18). Standby premium pay shall be paid at a rate of one-and-
one-half (1-1/2) times the EMPLOYEEs base rate of pay. All EMPLOYEESs shall receive minimum
standby premium pay equal to one and a half (1.5) hours of standby for each day Monday
through Thursday; said EMPLOYEE is required by the EMPLOYER to be immediately available for
work. Two and a half (2.5) hours of standby premium pay shall be paid for each Friday, Saturday,
Sunday, or Holiday for purposes of this article.

20.2  Wellness checks will be done once per day Monday through Friday, and twice per day Saturday,
Sunday, and holidays when required by the EMPLOYER. If and when the EMPLOYER requests
EMPLOYEES to perform "wellness checks" while on standby. 0.5 hours will be added per day to

standby hours.

20.3  The City retains the right to oversee, schedule, and assign standby for purposes of this article.
The EMPLOYER and the UNION agree the EMPLOYEE receiving standby pay will also be paid call-
back pay in accordance with the callback provision, Article 18, when applicable.

ARTICLE 21 WORKING OUT-OF-CLASS

Whenever an EMPLOYEE is directed by the EMPLOYER to perform the duties and responsibilities of a
position in the classifications of Supervisor, Superintendent, or Mechanic, that EMPLOYEE shall be paid a
differential of $2.00 per hour above the employee’s full hourly wage for each hour worked in those
classifications. Whenever an EMPLOYEE is directed by the EMPLOYER to perform the duties and
responsibilities of Building Services Supervisor, that EMPLOYEE shall be paid a differential of $2.00 per
hour above the employee’s full hourly wage for each hour worked as Building Services Supervisor. The
pay differential for working out of class shall be applied consistently with current practice amongst all
divisions. The working out-of-class pay begins immediately upon assuming those responsibilities.

ARTICLE 22 RIGHT OF SUBCONTRACT

The UNION recognizes that the EMPLOYER has statutory rights and obligations in contracting matters
relating to municipal operations. The right to contract or subcontract is vested in the EMPLOYER. The
EMPLOYER agrees that subcontracting will not cause layoffs of UNION members.
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ARTICLE 23 STEP ELIGIBILITY

23.1 EMPLOYEES who begin employment or accept a new position with the EMPLOYER after
December 31, 2025, will receive wage step increases annually, if eligible, effective the first full
payroll cycle in April.

23.2  EMPLOYEES will be ineligible for a wage step increase within three (3) months of a:

i. new hire or promotion,
ii. Suspension,
iii. Demotion,

v. active disciplinary performance improvement plan,

until such time as they have met the requirements under the associated action. Delayed step
increases for the reasons articulated herein are not eligible for retro payment.

ARTICLE 24 DISCIPLINE

24.1  The EMPLOYER will discipline EMPLOYEEs for just cause only. Discipline will be in one or more of
the following forms:

e Oral reprimand;

e  Written reprimand;
e Suspension;

e Demotion; or

e Discharge.

24.2  Suspensions, demotions and discharges will be in written form.

24.3  Written reprimands, notices of suspension, and notices of discharge which are 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/or notices.

244  EMPLOYEEs may examine their own individual personnel file at reasonable times under the
direct supervision of the EMPLOYER.

ARTICLE 25 SENIORITY

25.1  Seniority will be the determining criterion for transfers, newly created positions and promotions
only when all other qualification factors are equal.

25.2  Inthe event it becomes necessary to lay off EMPLOYEEs for any reason, EMPLOYEEs within a
given job classification shall be laid off in inverse order of their seniority in the following order:
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25.3

254

255

25.6

25.7

25.8

a. Probationary full-time EMPLOYEEs;
b. Regular full-time EMPLOYEEs.

In the event of layoffs, EMPLOYEES may exercise their seniority rights to a Labor Grade of equal
or lower pay within the bargaining unit for which they meet the minimum qualifications,
provided the EMPLOYEE replaced is the least senior person in said grade.

EMPLOYEEs shall be recalled from layoff according to seniority. No new EMPLOYEEs shall be
hired for a job classification for which a layoff has occurred until all EMPLOYEEs on layoff status
within that job classification have been given ample opportunity to return to work within
eighteen (18) months of said layoff. The City will notify EMPLOYEEs on layoff to return to work
by registered mail, at that EMPLOYEE's last recorded address. The EMPLOYEE must return to
work within three (3) weeks of receipt of this notice in order to be eligible for re-employment.

EMPLOYEEs promoted outside the bargaining unit shall maintain their seniority in the unit for
thirty (30) days.

The EMPLOYER agrees to provide the UNION, upon request, a seniority list two (2) times a year.

Disagreements between the EMPLOYER and EMPLOYEE relative to the use of seniority in
promotions, transfers, and newly created positions are a proper subject for the grievance
procedure outlined in ARTICLE 7 of this AGREEMENT.

For purposes of seniority, an EMPLOYEE’s continuous service record shall be broken by
voluntary resignation, discharge for just cause and retirement.

ARTICLE 26 PROBATIONARY PERIODS

26.1

26.2

26.3

26.4

26.5
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All newly hired or rehired EMPLOYEEs will serve a twelve (12) month probationary period.

All EMPLOYEEs will serve a six (6) month probationary period in any job classification in which
the EMPLOYEE has not served a probationary period.

At any time during the probationary period, a newly hired or rehired EMPLOYEE, not previously
on layoff, may be terminated at the sole discretion of the EMPLOYER.

At any time during the probationary period, a promoted or re-assigned EMPLOYEE may be
demoted or re-assigned to the EMPLOYEE’s previous position and previous pay, with no loss of
seniority, at the sole discretion of the EMPLOYER.

The EMPLOYER reserves the right to extend a probationary period for up to six (6) months for
newly hired, rehired, transferred or promoted employees. Employees on an extended probation
are not eligible to receive a step increase until they have satisfactorily completed the required
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26.6

probationary period. The probation ending date shall be the new anniversary date for purposes
of future step increases.

Step increase and anniversary dates shall not be affected by reasons that are not achievable in
the probationary period (Example: Operators license). The responsibility of determining exam
eligibility rests with the agencies. The EMPLOYEE responsible for preparation, application, and
test arrangements within the 7-county metro area. Test arrangements outside the seven-county
metro area will be at the expense of the EMPLOYEE. Once the reason is achievable, the step
increase and anniversary date will be retroactively credited provided the exam or other reasons
are successfully achieved on the first attempt.

ARTICLE 27 SEASONAL AND TEMPORARY EMPLOYEES

27.1

27.2

Seasonal employees are defined for the purposes of this contract as employees working less
than 67 days in a calendar year. For purposes of this Article, a "calendar year" shall begin on the
first day of January and end on the 31st day of December. Seasonal employees are not members
of the bargaining unit and have no union rights extended to them. Wages for seasonal
employees will be determined by the EMPLOYER, separate from the Union scale.

Temporary employees are defined for the purposes of this contract as employees working full-
time, up to twelve months. The EMPLOYER may maintain a level of three temporary employees
at any time. Temporary employees are not members of the bargaining unit and have no union
rights extended to them. Temporary employees who have completed 67 days employment with
the EMPLOYER will be given preference in filling vacant/new positions in the Public Works
Department. Temporary employees hired to fill vacant/new positions are required to complete
the standard six-month probationary period. If a temporary employee is not placed in a full-time
regular status position in the Public Works Department prior to the expiration of the 12 month
time frame, the EMPLOYER must terminate the employee. Wages for temporary employees will
be determined by the EMPLOYER, separate from the Union scale.

ARTICLE 28 SAFETY

The EMPLOYER and the UNION agree to jointly promote safe and healthful working conditions, to
cooperate in safety matters, and to encourage EMPLOYEESs to work in a safe manner, in accordance with
the safety policies adopted by the City Council. Failure of an EMPLOYEE to abide by safety rules and
regulations may be just cause for discipline.
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ARTICLE 29 JOB POSTINGS / JOB VACANCIES

29.1

29.2

293

294

29.5

29.6

The EMPLOYER and the UNION agree that regular job vacancies, or newly created job
classifications within the designated bargaining unit, shall be filled based on the concept of
promotion from within, provided that applicants:

a. Have the necessary qualifications to meet the standards of the job vacancy; and
b. Have the ability to perform the duties and responsibilities of the job vacancy.

EMPLOYEEs filling a higher job class, based on the provisions of this ARTICLE, shall be subject to
the conditions of ARTICLE 26, PROBATIONARY PERIODS.

The EMPLOYER has the right of final decision in the selection of EMPLOYEESs to fill posted jobs
based on qualifications, abilities and experience.

Job vacancies within the designated bargaining unit will be posted for five (5) working days so
that members of the bargaining unit can be considered for such vacancies.

Applicant qualifications will be evaluated in one or more of the following ways: training and
experience rating; written test; oral test; interview; performance or demonstrative test; physical

ability test; or another appropriate job-related exam.

Internal recruitment will be open to any City employee who: (1) has successfully completed the
initial training period; (2) meets the minimum qualifications for the vacant position; and (3)
currently is, and has been for the past year, in good standing with the City.

ARTICLE 30 UNIFORMS AND PRESCRIPTION SAFETY GLASSES

30.1
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EMPLOYEES are compensated annually for their expense of purchasing and maintaining
footwear, rain wear, cold weather wear and any other clothing item through a Uniform

Allowance.
The terms of the Uniform Allowance are as follows:

e Anannual Uniform Allowance of $920 shall be paid in a lump sum special payment no
later than January 31st of each year.

e Uniform Allowances are not PERA eligible wages, per PERA.

e The Uniform Allowance lump sum payments will be taxed at the EMPLOYEES’ current

federal and state tax rates.
e The annual Uniform Allowance will be pro-rated for new EMPLOYEES based on date of

hire.
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30.2  Additionally, for the duration of this contract, the EMPLOYEER will contract with a uniform
service to provide uniforms to EMPLOYEES, including probationary status EMPLOYEES.

30.3  EMPLOYEES are required to maintain a neat appearance at all times as defined in the City’s
PERSONEL POLICY and the City reserves the right to direct an EMPLOYEE to replace uniforms or
clothing items purchased by EMPLOYEES, at their own expense.

30.4 EMPLOYEES who are required to wear prescription glasses, and are required by the EMPLOYER
to wear safety glasses in the performance of duties, shall be eligible for reimbursement from the
EMPLOYER up to a maximum of three hundred fifty ($350) dollars for the purchase of
prescription safety glasses per contract period.

In the event an EMPLOYEE's eye prescription changes and documentation is provided verifying
said change, the EMPLOYEE shall be eligible for reimbursement from the EMPLOYER for up to a
maximum of three hundred fifty ($350) dollars.

In the event EMPLOYEE's safety glasses are damaged in the performance of duties, the
EMPLOYEE shall also be eligible for up to a maximum reimbursement of up to three hundred

fifty ($350) dollars.

EMPLOYEES must satisfactorily demonstrate to EMPLOYER that the prescription glasses qualify
as safety glasses as a condition of the reimbursement.

Any EMPLOYEE purchasing prescription glasses within 180 days of their termination of their
employment with the EMPLOYER, shall have deducted from their final severance check an
amount equal to the amount reimbursed except if the EMPLOYEE is terminated by the

EMPLOYER.

ARTICLE 31 DRIVERS LICENSE

31.1  The EMPLOYER shall provide for the cost of endorsements and renewals to CDLs. This does not
include the initial cost for acquiring the CDL.

31.2  EMPLOVYEES shall be responsible for immediately notifying the EMPLOYER of any withdrawal,
revocation or suspension to the EMPLOYEE's driver's license.

ARTICLE 32 NON-DISCRIMINATION

321  The provisions of this AGREEMENT shall be applied to all EMPLOYEES in the bargaining unit
without discrimination as to race, color, creed, religion, national origin, sex, disability, age,
marital status, sexual orientation or status with regard to public assistance.
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32.2

32.3

32.4

The City and the UNION agree not to interfere with the right of EMPLOYEES to become or not to
become members of the UNION, and, further, that there shall be no discrimination or coercion
against any EMPLOYEE because of UNION membership or non-membership.

The UNION accepts its responsibilities as exclusive representative and agrees to represent all
EMPLOYEEs in the bargaining unit without discrimination.

War Veterans: Nothing in this Agreement shall be construed to affect the status of war veterans
in contravention of existing laws relating to the employment, discharge or promotion of war
veterans.

ARTICLE 33 INJURY ON DUTY

33.1

DEFINITION: An EMPLOYEE, who in the ordinary course of employment, while acting ina
reasonable and prudent manner and in compliance with established rules and procedures of the
EMPLOYER, injured during the performance of their duties and thereby unable to work as
certified by a licensed practitioner, and therefore covered under Workers' Compensation law,
shall be paid their regular wage subject to all applicable withholdings.

EMPLOYEEs shall receive 100% of their wages in effect at the time of their injury through sick
leave supplement, until exhausted. EMPLOYEEs are required to endorse workers compensation
payments to the City in order to receive full wages from the City of Savage.

EMPLOYEES on probationary status who have not yet earned accumulated sick leave, shall
receive the workers' compensation benefit only and be considered on workers compensation
leave without pay until released to perform the essential functions of their job. An EMPLOYEE's
probation ending date shall be extended by the amount of time on workers compensation leave
without pay and shall be the new anniversary date for purposes of future step increases and

benefit accruals.

EMPLOYEEs unable to return to work within six (6) months following the date of injury or
immediately following the exhaustion of their sick leave account shall be placed on medical

disability.

Any injury that does not result in compensation under the Workers' Compensation law shall not
be compensable under this ARTICLE.

ARTICLE 34 WELLNESS PROGRAM

34.1
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ARTICLE 35 COMPENSATORY TIME

35.1  Up to a maximum of 60 hours of compensatory time per calendar year may be used by the
EMPLOYEE. To use accrued compensatory time, the EMPLOYEE must have prior approval from
the EMPLOYEE's supervisor.

35.2  Atcalendar year end, employees shall be paid for unused compensatory time. Compensatory
time will be cashed out at the final pay rate the EMPLOYEE was earning in that calendar year.
Cash-out payments will be made by direct deposit no later than two (2) pay periods following
calendar year end.

ARTICLE 36 INSURANCE

36.1 The EMPLOYER shall offer medical insurance, dental insurance, long-term disability, and short-
term disability, and a pre-tax benefits program to each EMPLOYEE as consistent with offerings to
other employee programs. The Employer agrees to provide a combined payment of wage and
insurance benefits to regular full time Employees. For computation of various benefits pursuant
to this Agreement, Union Employees will participate in and receive the same insurance benefits
as the City's non-union employees.

HSA Contributions provided by the EMPLOYER are calculated as 50% of the deductible of the
employee’s medical plan.

In the event the traditional plan no longer becomes available through health care providers,
both parties agree to reopen the contract for the sole purpose of discussing Health Insurance
costs to be paid by EMPLOYEE and EMPLOYER.

36.2  The UNION will appoint one (1) EMPLOYEE to serve on the Insurance Committee.

36.3 The EMPLOYER shall pay for the cost of a fifty-thousand-dollar ($50,000) life insurance policy for
all full-time EMPLOYEEs. EMPLOYEEs may elect to purchase additional life insurance at their
own expense.

ARTICLE 37 SHIFT DIFFERENTIAL PAY

An employee shall receive shift differential pay in addition to the employee’s regular rate of pay for
hours worked outside of the employee’s designated normal work schedule. The shift differential amount
will be as follows:

e Three dollars ($3.00) per hour for 2026
e Fourdollars ($4.00) per hour for 2027
e Six dollars ($6.00) per hour for 2028
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Shift differential pay shall not be compounded or pyramided with any other form of added
compensation. Shift differential pay shall not apply to any form of time off (vacation, sick leave, floating
holiday, comp time used, etc.) nor to hours worked that are eligible for time and a half due to being
overtime or part of call back. Nothing in this provision changes the application of overtime pay in Article
9.1

Example #1: If an employee’s normal work schedule is 7:00 a.m. to 3:00 p.m. and the employee is called
in to work from 2:00 a.m. to 10:00 a.m., the employee shall receive the shift differential plus the normal
rate of pay between 2:00 a.m. and 7:00 a.m., and just the normal rate of pay between 7:00 a.m. and
10:00 a.m.

Example #2: If an employee’s designated normal work schedule has been set at noon to 8:00 p.m. and
the employee is called in to work from 10:00 a.m. to 6:00 p.m., the employee shall receive the shift
differential plus the normal rate of pay between 10:00 a.m. and noon, and just the normal rate of pay
between noon and 6:00 p.m.

ARTICLE 38 WAIVER

38.1 Anyand all prior agreements, resolutions, practices, policies, rules and regulations regarding
terms and conditions of employment, to the extent inconsistent with the provisions of this
AGREEMENT, are hereby superseded.

38.2  The parties mutually acknowledge that during the negotiations which resulted in this
AGREEMENT, each had the unlimited right and opportunity to make demands and proposals
with respect to any terms or conditions of employment not removed by law from bargaining. All
agreements and understandings arrived at by the parties are set forth in writing in this
AGREEMENT for the stipulated duration of this AGREEMENT. The EMPLOYER and the UNION
each voluntarily and unqualifiedly waives the right to meet and negotiate regarding any and all
terms and conditions of employment referred to or covered in this AGREEMENT, or with respect
to any term or condition of employment not specifically referred to or covered by this
AGREEMENT, even though such terms or conditions may not have been within the knowledge or
contemplation of either or both parties at the time this contract was negotiated or executed.

ARTICLE 39 SAVINGS CLAUSE

This AGREEMENT is subject to the laws of the United States, the State of Minnesota, and the signed
municipality. 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, such provision shall be voided. All other provisions of this AGREEMENT shall continue
in full force and effect. The voided provision may be renegotiated at the request of either party.
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ARTICLE 40 DURATION

This AGREEMENT constitutes the full and complete AGREEMENT between the UNION and the
EMPLOYER representing the employees as described in this Agreement. The provisions herein relating to
terms and conditions of employment represent the complete understanding of the parties and said
AGREEMENT shall supersede any and all prior Agreements, resolutions, ordinances, amendments,
letters of understanding, MOU's, or practices, terms and conditions of employment.

This Agreement shall be effective January 1, 2026, and shall remain in full force and effect until the 31st
day of December, 2028. It shall be automatically renewed from year to year thereafter unless either
party shall notify the other in writing by May 1 of 2028 of its desires to modify this Agreement. in the
event that such notice is given, negotiations shall begin not later than July 1 of 2028; this Agreement
shall remain in full force and be effective during the period of negotiations.

IN WITNESS WHEREOQF, the parties hereto have executed this AGREEMENT on this day of

, 2026.
FOR THE CITY OF SAVAGE: M
C}YLLW ﬂ///f }’ 7 i SO
Mavo Date |t$r Admini rato Date
FOR? COUNCIL 5; l> p ;L ﬂJA)
At PO A oy 4 R
Up/n Steward “Date  AFSCME FIELD REPRESENATIVE Date
&N U /24
Union Steward Date AFSCME DIRECTOR Date
Union Steward Da e
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APPENDIX A — WAGES

2026 — 3% increase StepA | StepB | StepC | StepD | StepE | StepF | StepG | StepH Stepl | Stepl
Building Services Worker | $23.48 | $24.42 $25.40 | $26.29 | $27.21 | $28.03 | $28.87 $29.59 | $30.32 | $30.93
Maintenance Operator $31.66 | $32.92 | $34.24 | $35.44 | $36.68 | $37.78 | $38.91 | $39.88 | $40.88 $41.70
Utility Worker | $31.66 | $32.92 | $34.24 | $35.44 | $36.68 | $37.78 $38.91 | $39.88 | $40.88 | $41.70
Utility Worker 1l $35.45 | $36.87 | $38.35 | $39.70 | $41.08 $42.31 | $43.58 | $44.67 | $45.79 $46.70
Mechanic (non-cert.) $35.45 | $36.87 | $38.35 | $39.70 | $41.08 | $42.31 $43.58 | $44.67 | $45.79 | $46.70
Mechanic (ASE Cert) $35.95 | $37.37 | $38.85 | $40.20 | $41.58 $42.81 | $44.08 | $45.17 $46.29 | $47.20

2027- 3% increase StepA | StepB | StepC | StepD | StepE | StepF | StepG | StepH | Stepl |- Step J
Building Services Worker | $24.18 | $25.15 | $26.16 | $27.08 | $28.03 | $28.87 $29.74 | $30.48 | $31.23 | $31.86
Maintenance Operator $32.61 | $33.91 | $35.27 | $36.50 | $37.78 | $38.91 | $40.08 | $41.08 $42.11 | $42.95
Utility Worker | $32.61 | $33.91 | $35.27 | $36.50 | $37.78 | $38.91 $40.08 | $41.08 | $42.11 | $42.95
Utility Worker Il $36.51 | $37.98 | $39.50 | $40.89 | $42.31 | $43.58 | $44.89 | $46.01 $47.16 | $48.10
Mechanic (non-cert.) $36.51 | $37.98 | $39.50 | $40.89 | $42.31 | $43.58 | $44.89 | $46.01 | $47.16 $48.10
Mechanic (ASE Cert) $37.01 | $38.48 | $40.00 | $41.39 | $42.81 | $44.08 | $45.39 | $46.51 | $47.66 $48.60

2028- 3% increase StepA | StepB | StepC | StepD | StepE | StepF | StepG | StepH Stepl StepJ
Building Services Worker | $24.91 | $25.90 | $26.94 | $27.89 | $28.87 | $29.74 $30.63 | $31.39 | $32.17 | $32.82
Maintenance Operator $33.59 | $34.93 | $36.33 | $37.60 | $38.91 | $40.08 | $41.28 | $42.31 $43.37 | $44.24
Utility Worker | $33.59 | $34.93 | $36.33 | $37.60 | $38.91 | $40.08 | $41.28 | $42.31 $43.37 | $44.24
Utility Worker Il $37.61 | $39.12 | $40.69 | $42.12 | $43.58 $44.89 | $46.24 | $47.39 | $48.57 $49.54
Mechanic (non-cert.) $37.61 | $39.12 | $40.69 | $42.12 | $43.58 $44.89 | $46.24 | $47.39 | $48.57 $49.54
Mechanic (ASE Cert) $38.11 | $39.62 | $41.19 | $42.62 | $44.08 $45.39 | $46.74 | $47.89 | $49.07 $50.04
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