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PREAMBLE 

This Agreement entered into between the City of Saint Paul, hereinafter referred to as 

either the "Employer" or the "City", and the A.F.S.C.M.E. Local 3757-Legal hereinafter referred 

to as the Union, for the purpose of fostering and promoting harmonious relations between the 

City and the Union in order that a high level of public service can be provided to the citizens of 

the City. 

This Agreement attempts to accomplish this purpose by providing a fuller and more 

complete understanding on the part of both the City and the Union of their respective rights and 

responsibilities. 

The provisions of this Agreement shall not abrogate the rights and/or duties of the 

Employer, the Union, or the employees as established under the provisions of the Public 

Employee Labor Relations Act of 1984, as amended. 
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ARTICLE 1 - RECOGNITION 

1.1 The City recognizes the Union as the exclusive representative for AFSCME Local 3757-Legal, 
as certified by the State of Minnesota Bureau of Mediation Services, dated July 29, 1998, Case 
No.77 PCL-48. This unit above consists of attorneys employed in the City who serve in the 
following job classifications: 

Associate Attorney 
Attorney 
Senior Attorney 
Senior Prosecutor 

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

1.3 It is recognized that temporary employees are within the unit covered by this Agreement 
if they work for more than 67 days per calendar year or are anticipated upon hire to be 
employed greater than 67 days, and meet the hours' requirements of Minnesota Statutes 
179A.03, subd. 14. A temporary employee, for purposes of this contract, is a person 
employed to fill a position of a specific limited duration, not to exceed one year. 
Temporary employees shall not be eligible for vacation accrual, holiday pay, sick leave 
accrual, health or other insurance premium contributions by the Employer, except as are 
specifically provided for elsewhere in this Agreement. 

ARTICLE 2 - SEVERANCE PAY 

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

2.2 An employee must meet the following requirements to receive a severance benefit. 

2.1(1) The employee must be voluntarily separated from the City employment or have 
been subject to separation by layoff or compulsory retirement. Those 
employees who are discharged for cause, misconduct, inefficiency, in­
competency, or any other disciplinary reason are not eligible for the city 
severance pay program. 

2.2(2) The employee must file a waiver of re-employment with the Human Resources 
Director, which will clearly indicate that by requesting severance pay, the 
employee waives all claims to reinstatement or re-employment ( of any type) 
with the City. 

2.2(3) The employee must have a minimum of 12 years of service and 600 hours of 
sick leave credits at the time of his/her separation of service from the City. 
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ARTICLE 2 - SEVERANCE PAY (Continued) 

2.2( 4) If an employee requests severance pay and if the employee meets the eligibility 
requirements set forth above, he or she will be granted severance pay in the 
amounts shown below: 

Accumulated Sick Severance 
Leave 

600 $4,000 
700 $5,000 
800 $6,000 
900 $7,000 
1000 $8,000 
1100 $9,000 
1200 $10,000 
1300 $11,000 
1400 $12,000 
1500 $13,000 
1600 $14,000 
1700 $15,000 

2.2(5) For the purpose of this severance program, the death of an employee shall be 
considered as separation of employment and if the employee would have met all 
of the requirements set forth above, (at the time of his/her death), payment of 
the severance pay shall be made to the employee's spouse or estate. 

2.3 Post Employment Health Plan (PEHP): Any employee entitled to severance pay as set forth in 
the articles above shall receive 105% of such pay into a PEHP. Such account shall only be 
made up of severance benefits and shall not be funded with unused vacation. 

ARTICLE 3 - MANAGEMENT RIGHTS 

3 .1 The Union recognizes the right of the Employer to operate and manage its affairs in all 
respects in accordance with applicable laws and regulations of appropriate authorities. 
The rights and authority which the Employer has not officially abridged, delegated, or 
modified by this Agreement are retained by the Employer. 

3 .2 A public employer is not required to meet and negotiate on matters of inherent 
managerial policy, which include, but are not limited to, such areas of discretion or policy 
as the functions and programs of the Employer, its overall budget, utilization of 
technology, and organizational structure and selection and direction and number of 
personnel. 
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ARTICLE 3 - MANAGEMENT RIGHTS (Continued) 

3.3 Employees may request in writing that the City Attorney consider a job-sharing 
arrangement. The City Attorney shall be free to deny or approve such proposed 
arrangements at his/her sole discretion. If approved, both job-sharing employees must 
agree to the arrangement for its implementation. If so approved and agreed to, vacation, 
holiday, and sick leave benefits for the position shall be pro-rated based upon the hours 
each employee is assigned, but in no case may any employee work less than 50 percent 
time. Health insurance benefits shall be administered in accordance with Article 12. In 
the event that one of the employees is terminated or terminates employment, the 
Employer may with 10 calendar days' notice, increase the remaining employee's work 
hours. Should the City Attorney determine that the arrangement does not meet work 
needs of the office, he/she may return both employees to full-time with 30 calendar days' 
notice. No aspect of these arrangements, including the approval or denial, is subject to 
either the grievance or arbitration procedure. 

ARTICLE 4 -ASSIGNMENT OF WORK/FILLING OF VACANCIES 

4.1 The City Attorney retains the inherent managerial right to assign work and fill vacancies. 
These management decisions are not subject to grievance or arbitration. 

4.2 Classification Specifications. Each position represented by this bargaining unit shall be 
assigned to one of four job classes (Associate Attorney, Attorney, Senior Attorney, 
Senior Prosecutor) as defined by the advisory class specifications which shall include 
such information as the description of the duties normally associated with the 
classification, the competencies normally demonstrated by the incumbents, and the 
minimum qualifications for the classification. These classification specifications are 
subject to modification by the City Attorney at his/her discretion and are not 
grievable/arbitrable. 

4.3 Vacancy. A vacancy exists when a new position is created, or when an incumbent 
transfers or permanently separates from a position that is represented by this bargaining 
unit. The City Attorney maintains the right to determine when a vacancy exists, the 
classification of the vacancy, and retains the right to fill the vacancy, reassign the duties 
of the vacancy among other positions or eliminate the duties of the vacancy. 

4.4 Notification. The City Attorney or his/her designee, agrees to provide a general 
notification to current employees by e-mail or other suitable means of a vacancy which 
the City Attorney intends to fill and to permit employees to express interest in the 
vacancy. Such notification shall include: a description of the duties assigned to the 
vacant position, the classification of the position, the salary range for the classification, 
the timelines for expressing interest in the position, the selection process and, to the 
extent not included in the class specification, the minimum and preferred qualifications 
for the position. 

4.5 Expression of interest. Employees expressing an interest in a vacancy will be given 
consideration for the position, and will be provided an interview if they meet the 
minimum qualifications listed for the vacant position. The final decision on whether an 
employee meets minimum qualifications or is appointed to a vacancy is the City 
Attorney ' s and may not be grieved or arbitrated. 
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ARTICLE 4 - ASSIGNMENT OF WORK/FILLING OF VACANCIES 
(Continued) 

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

4.7 Probation. An internal candidate who is selected to fill a vacancy in a higher 
classification shall serve a probationary period of twelve months in the new job class. If 
the employee successfully completes the probationary period, he/she shall be classified 
into the higher class. If he/she does not successfully complete probation, he/she may 
return to his/her prior job classification. 

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

4.8(1) Guideline. An employee is presumed to be working within the correct 
classification if the employee's minimum qualifications, level of expertise, and 
at least fifty percent (50%) of his/her regularly assigned duties are those 
normally associated with his/her job class. 

4.8(2) Petition for reclassification evaluation. An individual employee or the Union on 
behalf of an employee may file a petition for reevaluation of the job class of an 
employee who believes in good faith that the employee's level of expertise and 
more than fifty percent (50%) of his/her regularly assigned duties are those 
commonly attributed to a higher classification and that s/he meets the minimum 
qualifications for the higher classification. Such a petition may not be filed 
within one year of the date a previous petition was filed and must be submitted 
to the City Attorney, with a copy to the Office of Human Resources. The 
petition for reclassification is considered "filed" with the City Attorney on the 
date the employee provides a copy to the City Attorney and Office of Human 
Resources. The petition is "filed" regardless of whether the employee's direct 
supervisor and/or City Attorney have completed any supplemental portions. 
When the petition is "filed" it shall be considered fully completed by the 
employee. 

4.8(3) Evaluation by the City Attorney. Once a petition for reevaluation has been filed, 
the City Attorney Office of Human Resources shall conduct an evaluation of the 
position and issue a written determination as to whether reclassification is 
appropriate. Whenever possible, the City Attorney shall attempt to complete the 
evaluation within 90 days of receipt of a petition. 

4.8( 4) Implementation by City Attorney's Office. The City Attorney, in consultation 
with the Office of Human Resources, shall make a written finding regarding the 
employee's request for Reclassification. If the City Attorney's determination is 
to reclassify the position upward, the City Attorney must either reclassify the 
position or eliminate from the position those duties that are not consistent with 
the employee's existing classification. The City Attorney's choice between 
reclassification or elimination of duties shall not be grievable/arbitrable. If the 
decision to reclassify the position leads to a pay increase for the employee, such 
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ARTICLE 4 - ASSIGNMENT OF WORK/FILLING OF VACANCIES 
(Continued) 

pay increase shall become effective the beginning of the first pay period 
following the written determination by the City Attorney. 

4.8(5) Appeal to the Office of Human Resources. An employee who does not feel that 
the City Attorney has adequately studied the employee's position or objects to 
the City Attorney's conclusion, may, within five (5) days of the City Attorney's 
determination appeal to the Director of Human Resources for a review. Such an 
appeal must be made in writing and set forth the basis of the appeal. The 
Director of Human Resources, or designee, will review the employee's appeal 
and issue a final determination. This determination is not subject to Article 9 of 
this agreement. 

ARTICLE 5 - RESIDENCE 

5.1 Employees covered by this Agreement shall have no residency requirements or 
restrictions. 

ARTICLE 6 - CHECK OFF 

6.1 The Employer agrees to deduct the Union membership initiation fee assessments and 
once each month dues from the pay of those employees who individually request in 
writing that such deductions be made. The amounts to be deducted shall be certified to 
the Employer by a representative of the Union and the aggregate deductions of all 
employees shall be remitted together with an itemized statement to the representative by 
the first of the succeeding month after such deductions are made or as soon thereafter as 
is possible. 

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

6.3 The Union agrees to indemnify and hold the Employer harmless against any and all 
claims, suits, order or judgments brought or issued against the City as a result of any 
action taken or not taken by the City under the provisions of this Article. 
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ARTICLE 7 - DISCIPLINE 

7.1 The Employer may discipline employees in any of the forms listed below: 

7.1(1) 
7.1(2) 
7.1(3) 
7.1(4) 
7.1(5) 

Oral reprimand; 
Written reprimand; 
Suspension; 
Demotion; 
Discharge 

The Employer will discipline for just cause only. 

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

ARTICLE 8 - STRIKES, LOCKOUTS, WORK INTERFERENCE 

8.1 The Union and the Employer agree that there shall be no strikes, work stoppages, slow­
downs, sit-down, stay-in, or other concerted interference with the Employer's business or 
affairs by said Union and/or members thereof, and there shall be no bannering during the 
existence of this Agreement without first using all possible means of peaceful settlement 
of any controversy which may arise. Employees engaging in same shall be liable for 
disciplinary action. 

8.2 No lockout, or refusal to allow employees to perform available work, shall be instituted 
by the Employer and/or its appointing authorities during the life of this Agreement. 

ARTICLE 9 - GRIEVANCE PROCEDURE 

9 .1 A grievance is defined as a dispute or disagreement as to the interpretation or application 
of the specific terms and conditions of this Agreement. The procedure established by this 
Article shall be the sole and exclusive procedure for the processing of grievances. 
However, this Article does not abridge grievance rights possessed by eligible veterans 
under applicable veterans' rights statutes. 

9.2 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 designated. The Employer shall notify the 
Union in writing to its designated representatives. 
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ARTICLE 9 - GRIEVANCE PROCEDURE (Continued) 

9.3 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 when 
consistent with such employee duties and responsibilities. The aggrieved employee and 
an Union Representative shall be allowed a reasonable amount oftime without loss of 
pay when a grievance is investigated and presented to the Employer during normal 
working hours provided that the employee and Union Representative have notified and 
received the approval of designated supervisor and provided that such absence is 
reasonable and would not be detrimental to the work programs of the Employer. It is 
understood that the Employer shall not use the above limitation to hamper the processing 
of grievances. 

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

Step 1. An employee 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 as 
designated by the Employer. The Employer-designated representative will 
discuss and give an answer to such 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 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 by the Union 
within fifteen (15) 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 fifteen (15) 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 Employer's Step 2 answer in writing 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 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 ten 
( 10) calendar days after receipt of such Step 3 grievance. A grievance not 
resolved in Step 3 may be appealed to Step 4 within ten (10) 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 ten (10) 
calendar days shall be considered waived. 
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ARTICLE 9 - GRIEVANCE PROCEDURE (Continued) 

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, as amended. The arbitration proceedings shall be 
conducted by an arbitrator to be selected from a permanent panel of five (5) 
arbitrators. Arbitrators shall be selected by lot within twenty (20) work days 
after notice has been given. 

In the event the Employer and the Union cannot mutually agree to five (5) 
arbitrators for the permanent panel, the parties will petition the Director of the 
Bureau of Mediation Services for a list of ten (10) arbitrators for each panel 
member for which the parties did list(s), the Employer striking first, until one 
(1) name remains. Vacancies occurring on the permanent panel during the life 
of this Agreement shall be filled by mutual agreement of the parties. If the 
parties cannot mutually agree, the vacancy shall be filled by the process noted in 
the preceding paragraph. 

The arbitrator shall have no right to amend, modify, nullify, ignore 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. 
The arbitrator shall be without power to make decisions contrary to, or 
inconsistent with, or modifying or varying in anyway the application of laws, 
rules, or regulations having the force and effect of law. The arbitrator's 
decision shall be submitted in writing, copies to both parties and the Bureau of 
Mediation Services 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. 

9.5 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. 

9.6 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 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. 
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ARTICLE 10-WAGES/MERIT PAY 

IO.I General wage adjustment. Effective January 1, 2021, (or closest pay period) all salary 
rates applicable to individuals in this bargaining unit (as well as minimum, midpoint and 
maximum rates for each salary range) shall be maintained at their current rates. Effective 
January 1, 2022, ( or closest pay period) all salary rates applicable to individuals in this 
bargaining unit ( as well as minimum, midpoint and maximum rates for each salary range) 
shall be increased 1.5%. 

Retroactive wage adjustments shall only apply to employees who were employed by the 
City as of the date of signing this Agreement. 

10.2 Merit-based increases. Beginning with the July 2007 - June 2008 performance 
evaluations, the City Attorney shall determine which members of this bargaining unit 
shall be entitled to merit pay each performance evaluation year (July - June). This 
determination shall be based on the employee's performance rating for the entirety of the 
previous year. (The City Attorney retains the right to determine how and when to 
administer merit-based increases for employees who have not been employed in the City 
Attorney's Office for the entirety of the evaluation period). Such merit pay raises shall 
be effective on the first full pay period following July 1st of each year, and shall be for 
the amounts listed below, based on the "midpoint" for each classification as defined and 
listed in Appendix A: 

Performance rating 

4. Level 
3. Level 
2. Level 
1. Level 

4.0% of midpoint added to base 
2.5% of midpoint added to base 
0% 
0% 

All merit increases will be calculated as a percentage of the midpoint of the salary range 
assigned to the employee's class title. An employee's base salary shall not be increased 
above the salary range maximum for his/her title. If the merit increase awarded would 
result in an increase above the salary range maximum, the employee's base salary will be 
adjusted to the range maximum and the balance of the increase will be paid to the 
employee in a lump sum. If employee is at the salary range maximum, the entire merit 
based increase will be paid to the employee in a lump sum. 

The City Attorney shall make a reasonable good faith effort to have performance 
evaluations completed by July 1 of each applicable year. If for some reason, the 
evaluations are not complete, merit increases shall apply retroactively to the first full pay 
period after July 1st of that year. The substantive judgment of the employee's supervisor 
regarding the employee's performance shall not be subject to the grievance procedure of 
this agreement nor shall it be subject to arbitration. The employee may request a meeting 
with his/her supervisor and the City Attorney for the purpose of reviewing the 
employee's performance evaluation. 

10.3 City Attorney adjustments. The City Attorney reserves the right to increase salaries 
during the mid-term of the Agreement for internal promotion, equity treatment, 
assumption of increased responsibility or authority, employee retention or other business-

9 



ARTICLE 10 - WAGES/MERIT PAY (Continued) 

related reasons. The decision of the City Attorney, both as to the amount of such merit 
raise and as to the method by which it shall be given, shall be at the sole discretion of the 
City Attorney and shall not be subject to the grievance procedure of this agreement, nor 
shall it be subject to arbitration. 

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

10.5 Salary upon position change within the same classification. An employee's salary rate 
shall not be changed upon transfer from one position within a classification to another 
position within the same classification, except as deemed necessary by the City Attorney 
under 10.4 above. 

10.6 Salary upon class change to a lower title. An employee who is demoted/laid 
off/reallocated to a lower class for any reason other than demotion for cause shall retain 
his/her current rate of pay unless that rate is higher than the range maximum for the new 
classification. In that case, the employee's pay rate shall normally be adjusted to the 
maximum for the new lower classification. Exceptions to this general rule (i.e., to allow 
the pay rate to remain above the maximum) shall be made at the discretion of the City 
Attorney. 

ARTICLE 11 - SAVINGS CLAUSE 

11.1 This Agreement is subject to the laws of the United States and the State of Minnesota. In 
the event any provisions 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 provisions shall be voided. All other provisions shall 
continue in full force and effect. The voided provision may be renegotiated at the written 
request of either party. All other provisions of this Agreement shall continue in full force 
and effect. 
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ARTICLE 12 - INSURANCE 

Retiree Insurance 

12.1 Employees who retire must meet the following conditions at the time ofretirement in 
order to be eligible for the Employer contributions, listed in Sections 12.2 through 12.5 
below, toward a health insurance plan offered by the Employer: 

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

12.1 (2) Have severed his/her relationship with the City of Saint Paul for reasons other 
than misconduct, and 

12.1 (3) Have completed at least 20 years with the City of Saint Paul. 
12.1(4) Be appointed prior to October 1, 2013. 

Early Retirees 

12.2 This Section shall apply to full time employees who: 

12.2(1) Retire on or after January 1, 1996, and 
12.2(2) Were appointed on or before December 31, 1995, and 
12.2(3) Have not attained age 65 at retirement, and 
12.2(4) Meet the terms set forth in Section 12.1 above, and 
12.2(5) Select a health insurance plan offered by the Employer. 

Until such employees reach sixty-five (65) years of age, the Employer agrees to 
contribute a maximum of $350 per month toward the cost of single or family health 
insurance coverage. Any unused portion of the Employer's contribution shall not be paid 
to the retiree. In addition, the Employer will contribute the cost for $5,000 life insurance 
coverage until the retiree attains the age of sixty-five (65). 

When such early retiree attains age 65, the provisions of Section 12.4 will apply. 

12.3 This Section shall apply to full time employees who: 

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

October 1, 2013, and 
12.3(3) Have not attained age 65 at retirement, and 
12.3(4) Meet the conditions of Section 12.1 above, and 
12.3(5) Select a health insurance plan offered by the Employer. 

Until such retirees reach sixty-five (65) years of age, the Employer agrees to contribute a 
maximum of $300.00 per month toward the cost of single or family health insurance 
coverage. Any unused portion shall not be paid to the retiree. In addition, the Employer 
will contribute the cost for $5,000 life insurance coverage until the retiree attains the age 
of sixty-five (65). 

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

Regular Retirees (Age 65 and over) 

12.4 This Section shall apply to full time employees who: 

12.4(1) Retire on or after January 1, 1996, and 
12.4(2) Were appointed on or before December 31, 1995, and 
12.4(3) Have attained age 65 at retirement, and 
12.4( 4) Meet the terms set forth in Section 12.1 above, and 
12.4(5) Select a health insurance plan offered by the Employer 

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

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

12.5 This Section shall apply to full time employees who: 

12.5(1) Retire on or after January 1, 1996, and 
12.5(2) Were appointed on or after January 1, 1996 and were appointed prior to 

October 1, 2013, and 
12.5(3) Have attained age 65 at retirement, and 
12.5(4) Meet the conditions of Section 12.1 above, and 
12.5(5) Select a health insurance plan offered by the Employer plan. 

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

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

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

Employees hired on or after October 1, 2013, shall not be eligible for retiree health 
insurance but will be eligible for an annual Employer contribution of $350 to be paid into 
a Post-Employment Health Plan (PEHP). 

Any employee who is receiving a PERA disability benefit, or who is eligible for or 
receiving a retirement annuity from a Minnesota public pension plan, may continue to 
participate indefinitely in the City's group medical insurance plan at his/her own expense. 

12.7 A retiree may not carry his/her spouse as a dependent if such spouse is also a City retiree 
or City employee and eligible for and is enrolled in the City health insurance program. 
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ARTICLE 12 - INSURANCE (Continued) 

12.8 A retiree's participation in the City's health insurance plan must be continuous. The 
retiree must be participating in a City health insurance plan at the time of retirement. If a 
retiree chooses not to participate at the time of his/her retirement or if a retiree 
discontinues his/her participation at a later date, such retiree will not be eligible for any 
future participation or for any Employer contribution. 

Survivor Insurance 

12.9 The surviving spouse of an employee carrying family coverage at the time of his/her 
death due to a job connected injury or illness which was determined to have arisen out of 
and in the course of his/her employment under worker's compensation law shall continue 
to be eligible for city contribution in the same proportions as is provided for retired 
employees. 

In the event of the death of an early retiree or a regular retiree, the dependents of the 
retiree shall have the option, within thirty (30) days, to continue the current 
hospitalization and medical benefits which said dependents previously had, at the 
premium and Employer contribution accorded to the eligible deceased retiree. 

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

12.9(1) Subsequent remarriage of the surviving spouse of the deceased employee or 
retiree. 

12.9(2) The employment of the surviving spouse or dependent where health insurance is 
obtained through a group program provided by said Employer. In this event, 
however, the surviving spouse or dependent shall have the right to maintain City 
health insurance for the first ninety (90) days of said employment. 

Active Employee Insurance 

12.10 Effective January 2021, for each eligible employee covered by this Agreement who is 
employed full-time and who selects City-provided employee health insurance coverage, 
the Employer agrees to contribute the following amounts per month: 

Choice Passport Plan: 
2020 contributions plus eighty-two and one-half percent (82.5%) of the premium increase 
for 2021, after any plan design changes; employees shall be responsible for the 2020 
employee contribution, plus seventeen and one-half percent (17.5%) of the premium 
increase for 2021, after any plan design changes. 

Based on a 3.5% premium increase, this results in the following Employer contributions: 

Single: $671.62, plus $225 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of 2020 Wellness Program). 
Employee share: $16.88/month. 
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ARTICLE 12 - INSURANCE (Continued) 

Family: $1580.76, plus $135 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of 2020 Wellness Program). 
Employee share: $216. 72/month. 

Elect Plan: 
The lesser of the Employer's contribution for the Choice Passport Plan for 2021; or the 
actual cost of the Elect Plan premium. Employees shall be responsible for the difference 
between the monthly premium and the Employer's monthly contribution. 

Based on a 3.5% premium increase for the Choice Passport Plan, this results in the 
following Employer contributions: 

Single: $640.84, plus $225 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of 2020 Wellness Program). 
Employee share: $0.00/month. 

Family: $1580.76, plus $135 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of 2020 Wellness Program). 
Employee share: $92.92/month. 

ACOPlan: 
The lesser of the Employer's contribution for the Choice Passport Plan for 2021; or the 
actual cost of the ACO Plan premium. Employees shall be responsible for the difference 
between the monthly premium and the Employer's monthly contribution. 

Based on a 3.5% premium increase for the Choice Passport Plan, this results in the 
following Employer contributions: 

Single: $620.54 plus $225 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of 2020 Wellness Program). 
Employee share: $0.00/month. 

Family: $1580.76, plus $135 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of 2020 Wellness Program). 
Employee share: $39.88 /month. 

Passport Copay Plan: 
Single: $398.88 (Employee share: $481.08 /month) 
Family: $748.22 (Employee share: $1560.02/month) 

Effective January 2022, for each eligible employee covered by this Agreement who is 
employed full-time and who selects City-provided employee health insurance coverage, 
the Employer agrees to contribute the following amounts per month: 
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ARTICLE 12 - INSURANCE (Continued) 

Choice Passport Plan: 
2021 contributions plus eighty-two and one-half percent (82.5%) of the premium increase 
for 2022, after any plan design changes; employees shall be responsible for the 2021 
employee contribution, plus seventeen and one-half percent (17.5%) of the premium 
increase for 2022, after any plan design changes. 
Based on a 3.5% premium increase, this results in the following Employer contributions: 

Single: $691.46 plus $225 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of2021 Wellness Program). 
Employee share: $21.08 /month. 

Family: $1632.66, plus $135 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of2021 Wellness Program). 
Employee share: $227.72 /month. 

Elect Plan: 
The lesser of the Employer's contribution for the Choice Passport Plan for 2022; or the 
actual cost of the Elect Plan premium. Employees shall be responsible for the difference 
between the monthly premium and the Employer's monthly contribution. 

Based on a 3.5% premium increase for the Choice Passport Plan, this results in the 
following Employer contributions: 

Single: $663 .26, plus $225 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of 2021 Wellness Program). 
Employee share: $0.00/month. 

Family: $1632.66 plus $135 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of2021 Wellness Program). 
Employee share: $99.58 /month. 

ACO Plan: 
The lesser of the Employer's contribution for the Choice Passport Plan for 2022; or the 
actual cost of the ACO Plan premium. Employees shall be responsible for the difference 
between the monthly premium and the Employer's monthly contribution. 

Based on a 3.5% premium increase for the Choice Passport Plan, this results in the 
following Employer contributions: 

Single: $642.26, plus $225 per quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of 2021 Wellness Program). 
Employee share: $0.00/month. 

Family: $1632.66, plus $135 quarter to be deposited in a VEBA account (plus an 
additional $225 per quarter in a VEBA for completion of2021 Wellness Program). 
Employee share: $44. 70/month. 

Passport Copay Plan: 
Single: $398.88 (Employee share: $511.88/month) 
Family: $748.22 (Employee share: $1640.80/month) 
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ARTICLE 12 - INSURANCE (Continued) 

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

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

Part-time employees who are permanently appointed to a full-time (80 hours per biweekly 
period) position after the commencement of the plan year, shall be made eligible for the full­
time benefits after they have completed at least forty hours in a monthly qualifying pay period 
as a full-time employee. Full-time employees who are permanently appointed to a part-time 
(less than 80 hours per biweekly period) position after the commencement of the plan year 
shall be reduced to the benefit level applicable for the hours scheduled by the department. 
Such reduction shall take effect on the first month the employee does not complete a monthly 
qualifying pay period as a full-time employee. 

12.11 For the purpose of this Article, full-time employment is defined as appearing on the payroll 
an average of at least 30 hours per week for the twelve (12) month period preceding the 
annual open enrollment or special enrollments or the period preceding initial enrollment. 

Three-quarter time employment is defined as appearing on the payroll an average of at least 
26 hours per week but less than 30 hours per week for the twelve (12) month period preceding 
the annual open enrollment or special enrollments or the period preceding initial enrollment. 

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

Employees not utilizing part-time health insurance as of the date of the signing of the 2018-
2020 collective bargaining agreement shall not be eligible for part-time health insurance. 
Once employees utilizing part-time health insurance no longer choose part-time health 
insurance coverage from the City, they shall be ineligible to re-enroll for part-time benefits. 

12.12 For each employee the Employer agrees to provide life insurance in an amount equal to $50,000. 

12.13 The contributions indicated in this Article 12 shall be paid to a third-party administrator 
and shall not be considered salary. 
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ARTICLE 13 - VACATION 

13 .1 Vacation credits shall accumulate at the rates shown below for each full hour on the 
payroll, excluding overtime. 

Years of Service 
1st year thru 8th year 
9th year thru 15th year 
16th year and thereafter 

Hours of Vacation 
.0654 (17 days) 
.0846 (22 days) 
.1039 (27 days) 

13 .2 The head of the department may permit an employee to carry over into the "vacation 
year" up to one hundred twenty (120) hours of vacation. For the purpose of this article 
the "vacation year" shall be the calendar year. 

13.3 The above provisions of vacation shall be subject to the Saint Paul Salary Plan and Rates 
of Compensation, Section I, Sub. G. 

13 .4 If an employee has an accumulation of sick leave credits in excess of one hundred and 
eighty days, the employee may convert any part of such excess of sick leave at the rate of 
one-half days' vacation for each day of sick leave credit. No employee may convert 
more than ten ( 10) days of sick leave in each calendar year under this provision. 

13.5 The City Attorney may permit an employee to carry over into the following IRS payroll 
reporting year up to one hundred twenty (120) hours of vacation. However, if requested by 
an employee, the City Attorney may, in his/her sole discretion, compensate the employee in 
cash at the end of each IRS payroll reporting year for any or all hours over one hundred and 
twenty hours (120) for which the employee requests payment. The payment, if any, shall be 
at the rate of pay in effect at the time payment is made. Additionally, such payments will 
only be made if such payments are within the Department's budget. The decision whether to 
make such payments shall not be grievable. 

13. 6 For the purposes of this Article, qualifying years of service shall be determined based on 
original employment date. 

13. 7 "Years of Service" may include the amount of time worked by an employee at any 
previous public sector agency or private entity as an attorney or law clerk. This "years of 
service" credit, if granted, may only be applied to affect vacation accrual and will have 
no impact on the employee's seniority or other rights and benefits of employment based 
on years of service either to the Employee or in the employee's job classification. Years 
of Service credits may only be requested and evaluated at the time the Employee initially 
enters the bargaining unit (within thirty (30) calendar days of hire date. For those 
employees initially hired in 2021, a request must be made within sixty (60) calendar days 
of hire date). 

13.8 Application of additional years of service credit is not subject to Article 9 of this 
Collective Bargaining Agreement. 
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ARTICLE 14-HOLIDAYS 

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

New Year's Day 
Martin Luther King Day 
Presidents' Day 
Memorial Day 
Juneteenth Day 
Independence Day 

Labor Day 
Veterans' Day 
Thanksgiving Day 
Day after Thanksgiving 
Christmas Day 

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

14.2 Eligibility Requirements. 

In order to be eligible for a holiday with pay, an employee must be employed as of the 
date of the holiday and have paid hours on the payroll for that pay period. The amount of 
holiday time earned shall be based upon the number of non-holiday hours paid to the 
employee during that pay period (see proration charts in Salary Plan and Rates of 
Compensation). For the purpose of this section only, non-holiday hours paid includes 
hours actually worked, vacation time, compensatory time used, paid leave and sick leave. 
It is further understood that neither temporary nor other employees, not heretofore 
eligible, shall receive holiday pay. 

14.3 Notwithstanding 14.2, a temporary employee shall be eligible for holiday pay after such 
employee has been employed as a temporary employee for sixty-seven (67) consecutive 
work days. 

ARTICLE 15 - LEAVES OF ABSENCE 

15.1 Each eligible employee shall accumulate sick leave credits at the rate of .0500 for each 
hour on the payroll, excluding overtime. 

15.2 Any employee who has accumulated sick leave credits as provided above shall be granted 
leave with pay, for absences due to an illness or injury of the employee for such period of 
time as the employee's supervisor deems necessary and may be granted leave with pay 
for such time as is actually necessary for office visits to a doctor, dentist, optometrist, etc. 

An employee may use personal sick leave benefits provided by the Employer for 
absences due to an illness or injury to the employee's child for such reasonable periods as 
the employee's attendance with the child may be necessary, on the same terms the 
employee is able to use sick leave benefits for the employee's own illness or injury. An 
employee may also use up to the maximum number of hours of sick leave allowed by 
state statute in the case of sudden sickness or disability of a member of his/her household 
in order to care for or make arrangements for the care of such sick or disabled person. 
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ARTICLE 15 - LEAVES OF ABSENCE (Continued) 

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

15 .3 Any employee who has accumulated sick leave credits, shall be granted one day of such 
leave to attend the funeral of the employee's grandparent or grandchild, and as much time 
as the employee's supervisor deems necessary for the death of the employee's mother, 
father, spouse, child, brother, sister, mother-in-law, father-in-law, or other person who is 
a member of the household. 

15 .4 An employee shall be granted up to a total of sixteen ( 16) hours during a school year to 
attend school conferences or classroom activities related to the employee's child, 
provided the conferences or classroom activities cannot be scheduled during non-work 
hours. When the leave cannot be scheduled during non-work hours and the need for the 
leave is foreseeable, the employee must provide reasonable prior notice of the leave and 
make a reasonable effort to schedule the leave so as not to disrupt unduly the operation of 
the Employer. An employee shall be allowed to use vacation or compensatory time for 
this leave; otherwise, this leave shall be without pay. 

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

15.6 Adoption Leave. In case of an employee adoption of a child up to five years of age, 
employees shall be permitted to carry over into the following fiscal year up to 80 
additional hours of accrued vacation time each year up to a total of 240 hours. 

These two adoption provisions shall apply only to one City employee in the event that 
both adoptive parents are City employees. 

15.7 Employees will be granted leaves of absence in accordance with the Family Medical 
Leave Act (FMLA). The employer agrees that under FMLA each eligible employee is 
entitled to take up to twelve (12) weeks of unpaid leave in any twelve month period for 
any of the following reasons: (According to City policy, available sick leave must be 
supplemented for conditions specified as eligible for sick leave in this agreement). 

• Birth of a child of the employee and in order to care for the child. 
• Placement of a child with an employee for adoption or foster care. 
• Take time off from work because of the employee's own serious health 

condition. 
• In order to care for the spouse, parent or child of the employee when said 

spouse, parent or child has a serious health condition. 
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ARTICLE 15 - LEAVES OF ABSENCE (Continued) 

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

Pregnant employees of the City of Saint Paul shall be eligible for the use of paid sick 
leave and unpaid leave of absence in the same manner as any other disabled or ill City 
employee. Such paid sick leave eligibility shall begin upon certification by the 
employee's attending physician that the employee is disabled in terms of her ability to 
perform the duties of her position. 

15 .9 A twelve (12) month Parental leave of absence without pay shall be granted to a natural 
parent or an adoptive parent, who requests such leave in conjunction with the birth or 
adoption of a child. Such leave may be extended an additional twelve (12) months by 
mutual agreement between the employee and the Employer. Refusal on the part of the 
Employer to grant an extension of such leave shall not be subject to the provisions of 
Article 9 of this Agreement. Employees who return following such leaves of absence 
shall be placed in a position of equivalent salary and tenure as the one held just prior to 
the beginning of their leave. 

ARTICLE 16 - NON-DISCRIMINATION 

16.1 The terms and conditions of this Agreement will be applied to employees equally without 
regard to, or discrimination for or against, any individual because of race, color, creed, 
sex, age, or because of membership or non-membership in the Union. 

16.2 Employees will perform their duties and responsibilities in a non-discriminatory manner 
as such duties and responsibilities involve other employees and the general public. 

ARTICLE 17 - LEGAL SERVICES/FEES 

1 7 .1 Except in cases of malfeasance in office or willful or wanton neglect of duty, the 
Employer shall defend save harmless and indemnify employee against tort claim or 
demand whether groundless or otherwise arising out of alleged acts or omission occurring 
in the performance or scope of the employee's duties. 

17 .2 Notwithstanding Article 17 .1, the Employer shall not be responsible for paying any legal 
service fee or for providing any legal service arising from any legal action where the 
employee is the Plaintiff. 

17.3 The Employer shall pay for the cost of the license fee for retention of the employees' 
attorney license. Employees shall provide the appropriate license renewal form to the 
Union president who shall present said forms to the accounts payable staff in a timely 
manner such that payment may be made prior to any deadlines for renewal. 
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ARTICLE 18 - SENIORITY 

18.l Seniority, for the purpose of this Agreement, shall be defined as follows: The length of 
continuous, regular or probationary service with the City Attorney's Office from the date 
an employee was first appointed to an attorney position represented by this bargaining 
unit. 

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

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

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

18.5 Employees who have held class titles represented by this bargaining unit who 
subsequently accept appointments or assignments to attorney positions which are not 
represented by this bargaining unit shall be allowed, in all cases, to return to the currently 
held or comparable class title represented by this bargaining unit upon completion of 
such appointments or assignments. The two attorneys providing legal services in the area 
of Labor Relations were allocated to the Senior Attorney classification as part of the 
February 18, 2000 classification study. Any Deputy City Attorney or Supervisor 
incumbents who have rights back into the bargaining unit and who were not allocated as 
part of the February 18, 2000 study will be allocated to one of the new classes when and 
if they return to an appointment/assignment represented by this bargaining unit. Nothing 
in this section shall be construed to negate any other agreements with regard to these 
employees. 

ARTICLE 19 - CITY MILEAGE 

19.l Chapter 33 of the Saint Paul Administrative Code shall be superseded for members of 
this bargaining unit and replaced by sections 19 .2 and 19 .3 below. 

19.2 To be eligible for mileage reimbursement, an employee must receive written 
authorization in advance from the Department Head. 

19.3 When an employee is required to use his/her personal automobile to conduct authorized 
City business, the City shall reimburse the employee at the then current Federal I.R.S. 
mileage reimbursement rate on the most direct route. 

19 .4 When an employee is required to park his/her automobile at an off-site location while 
conducting City business, the City shall reimburse the employee for the parking expense. 
Nothing in this section shall be construed to authorize the City's payment of the 
employee's normal daily parking expenses. 
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ARTICLE 20 - DEFERRED COMPENSATION 

20.1 Effective January 1, 2018, employees with at least one (1) year of service will be 
eligible for a deferred compensation match of $800.00 per year by the Employer subject 
to the criteria listed below. 

20.2 Eligibility and implementation: 

a) For initial match, employees must have been employed by the City of Saint Paul for a 
minimum of one (1) calendar year. 

b) Employees must be on the payroll as of the date of deferred compensation match. 
c) If an employee takes a leave of absence to serve as a full-time union official, time 

served in such capacity, up to six (6) years, will be counted toward the years of 
service requirement. 

ARTICLE 21 - PROBATION 

21.1 All new employees shall serve a one and a half year (1 ½ year) probation. All promoted 
employees shall serve a one (1) year probation subject to Article 4.7. 

ARTICLE 22 - DURATION AND EFFECTIVE DATE 

22.l Complete Agreement With Waiver of Bargaining. This Agreement shall represent the 
complete Agreement between the Union and the Employer. The parties acknowledge 
that during the negotiations which resulted in this Agreement, each had the unlimited 
right and opportunity to make requests and proposals with respect to any subject or 
matter not removed by law from the area of collective bargaining, and that the complete 
understandings and agreements arrived at by the parties after the exercise of that right and 
opportunity are set forth in this Agreement. Therefore, the Employer and the Union, for 
the life of this Agreement, each voluntarily and unqualifiedly waives the right, and each 
agrees that the other shall not be obligated to bargain collectively with respect to any 
subject or matter referred to or covered in this Agreement. 

22.2 Except as herein provided this Agreement shall be effective as of January 1, 2021, and 
shall continue in full force and effect through December 31, 2022, and thereafter until 
modified or amended by mutual agreement of the parties. Either party desiring to amend 
or modify this Agreement shall notify the other in writing so as to comply with the 
provisions of the Public Employment Labor Relations Act of 1984. 

22.3 This constitutes a tentative agreement between the parties which will be recommended by 
the Director of Labor Relations, but is subject to the approval of the Administration of the 
City, the City Council and is also subject to the ratification by the Union. 
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ARTICLE 22-DURATION AND EFFECTIVE DATE (Continued) 

WITNESSES: 

CITY OF SAINT PAUL 

ns Manager 
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LOCAL UNION NO. 3757, DISTRICT 
COUNCIL NO. 5 OF THE AMERICAN 
FEDERATION OF STATE, COUNTY 
AND MUNICIPAL EMPLOYEES-LEGAL 

C 

C; .J 1- /lL ,. in/J, 
David Palm Date 
President 

\.,~~ I o/Q.f at 
Melinda Pearson, Business Representative Date 
AFSCME District Council 5 

Dan~entative 
AFSCME District Council 5 



APPENDIX A 

Salary ranges applicable to titles covered by this Agreement shall be as shown below: 

Effective January 1, 2021 (or closest pay period): 

Job Class Range Minimum Mid Point Range Maximum 

Associate Attorney $62,420.80 $81 ,307.20 $100,193 .60 
Bi-Weekly $2,400.80 $3,127.20 $3 ,853.60 

Hourly $30.01 $39.09 $48.17 
Attorney $79,393.60 $103,064.00 $126,734.40 

Bi-Weekly $3,053.60 $3,964.00 $4,874.40 
Hourly $38.17 $49.55 $60.93 

Senior Attorney $94,827.20 $122,564.00 $150,300.80 
Bi-Weekly $3,647.20 $4,714.00 $5,780.80 

Hourly $45.59 $58.93 $72.26 
Senior Prosecutor $85,737.60 $112,247.20 $138,756.80 

Bi-Weekly $3,297.60 $4,317.20 $5,336.80 
Hourly $41.22 $53.97 $66.71 

Effective January 1, 2022 (or closest pay period): 

Job Class Range Minimum Mid Point Range Maximum 

Associate Attorney $63 ,356.80 $82,576.00 $101,179.52 
Bi-Weekly $2,436.80 $3,176.00 $3 ,915.20 

Hourly $30.46 $39.70 $48.94 
Attorney $80,579.20 $104,665.60 $128,752.00 

Bi-Weekly $3,099.20 $4,025.60 $4,952.00 
Hourly $38.74 $50.32 $61.90 

Senior Attorney $96,241.60 $124,488.00 $152,734.40 
Bi-Weekly $3,701.60 $4,788.00 $5,874.40 

Hourly $46.27 $59.85 $73.43 
Senior Prosecutor $87,027.20 $114,004.80 $140,961.60 

Bi-Weekly $3,347.20 $4,384.80 $5,421.60 
Hourly $41.84 $54.81 $67.77 
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APPENDIX B - WORK SCHEDULES 

1.1 All bargaining unit employees are exempt from the overtime pay provisions of the federal 
Fair Labor Standards Act and similar state legislation as professional employees and are 
salaried employees of the City who are not compensated on an hourly basis. 

1.2 The normal work schedule for full-time employees covered by this Agreement shall 
consist of a minimum of eighty (80) hours within each biweekly payroll period. 
Employees are generally expected to be working during the normal business hours, 
weekdays between 8:00 a.m. and 5:00 p.m., or as otherwise established by the Employer 
for the employee's work group, subject to the leave provisions of this Agreement, and 
applicable state and federal statutes. Due to the nature of their work, however, the job 
duties of persons in this bargaining unit may require the employees to work irregular 
hours, and work on holidays and weekends. Such work requirements are considered an 
integral part of the job. Therefore, maintaining consistent starting and quitting times and 
scheduling specific numbers of hours worked in any day or week may be impractical. 
Where their assigned duties and responsibilities permit, however, and where their 
Department Head or Supervisor approves, bargaining unit employees may exercise 
reasonable and prudent discretion in scheduling or varying the normal business hours at 
which their work is performed. 

1.3 Employees who work more than eighty (80) hours in a two-week payroll period may be 
granted administrative leave with the approval of their department head or his/her 
designee. The City Attorney or designee, in his or her sole discretion, will determine if 
and when administrative leave has been accrued and in what amount. Except for 
weekend phone duty, administrative leave shall not be awarded unless the employee 
works a minimum of four ( 4) hours beyond the normal work expectation. The maximum 
balance an employee may hold of paid administrative leave is eighty (80) hours. 

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

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

1.6 Effective January 25, 2014, employees represented by this bargaining unit shall no longer 
be eligible for compensatory time. Employee will be required to use any outstanding 
compensatory balance by December 31, 2015. 

1. 7 Employees and the Union accept the fact that employees are required to attend to the 
ethical obligations associated with the practice of law, must act to fully serve the needs of 
their clients and are obligated to observe scheduled court appearances, depositions, 
agency and other scheduled meetings, and other such requirements of the practice of law, 
and agree that this provision affecting hours of work does not remove those requirements. 

1.7 Decisions made or not made under this clause on any individual case are not grievable or 
arbitrable. However, systematic or repeated decisions which are contrary to the spirit of 
this Appendix may be grieved under the process set forth in Article 9. 
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APPENDIX C - MERIT PAY SYSTEM 

This letter confirms that the parties entered into the 2021-2022 agreement with the following 
intentions and expectations regarding the merit pay system: 

• The performance system and criteria used under this contract shall be the same performance 
system and criteria in place at the time of the signing of this agreement. 

• An employee's performance rating shall be based solely on the employee's performance and 
not on the financial situation of the City or the City Attorney's Office. 

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

• In the event that the percentage of employees rated below a "3" increases from the four-year­
average (1997-2000) by more than 10% of the number of employees in the bargaining unit; 
or in the event that the percentage of employees rated a "4" decreases from the four-year­
average (1997-2000) by more than 20% of the four-year-average of"4" ratings; the Union 
could file a class action grievance alleging that the City has artificially decreased ratings in 
order to garner cost savings. The Union shall bear the burden of proving allegations under 
this provision. 

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

• All of the above numbers are based on net changes in the numbers of employees rated at 
various levels. It is understood that the performance rating of individual employees may 
vary from year to year, based on performance. 

• The City agrees to provide the Union with aggregate data indicating the number of 
employees rated at each rating level within 30 days after the performance ratings are 
completed each year. 

• This letter in no way abridges the City Attorney's rights to evaluate performance as outlined 
in Article 10.4 of this Agreement. 

CITY OF SAINT PAUL LOCAL UNION NO. 3757, DISTRICT 
COUNCIL NO. 5 OF THE AMERICAN 
FEDERATION OF STATE, COUNTY 

· ~ICIP Y1 EMPLOYEES-LEGAL 

;!J_ 10 13 
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or Relations Manager 

~ - lolJ':fd~I 
Melinda Pearson, Business Representative r Date 
AFSCME District Council 5 

D Date 
AFSCME District Council 5 
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APPENDIX D - Labor Management Committee 

A Labor Management Committee shall be formed consisting of at least one management 
representative and no more than four union representatives. This committee shall meet at the 
request of either party, not to exceed once every other month (unless mutually agreed to meet 
more often). Both parties agree that a labor management committee is a forum for discussion of 
issues; not a forum for negotiations. Management retains all rights as expressed in Article 3 
(Management Rights) of this agreement. The City and the Union agree that this labor 
management committee shall not extend beyond the term of this Agreement unless both parties 
act affirmatively to renew or modify this clause in bargaining for the next contract. 
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