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ARTICLE 1 - PREAMBLE

This AGREEMENT, hereinafter referred to as the AGREEMENT, is entered into between the County of Hennepin, hereinafter called the
EMPLOYER, and the American Federation of State, County and Municipal Employees, Council No. 14 and its affiliated locals as identified
in the Article herein titled "Recognition,” hereinafter called the UNION. The parties hereto agree as follows:

ARTICLE 2 - RECOGNITION

Section1.  The EMPLOYER recognizes the UNION as the exclusive representative for the following unit of Hennepin County
employees under the Minnesota Public Employment Labor Relations Act (M.S. 179A.01-179A.25).

A.  Clerical Unit (AFSCME Council No. 14, Local 2822). Employees in all clerical and related classifications in Hennepin
County in the classifications of:

Account Clerk, Principal

CFAS Record Information Specialist
Clerk

Computer Operator

Credit/Collections Representative

IT Assistant Operations Analyst

Legal Secretary

Librarian, Associate

Medical Transcriber Sr.

Office Specialist |

Office Specialist I

Office Specialist Il

Office Specialist, Principal

Production Publishing Operator
Production Publishing Operator, Senior
Production Publishing Operator, Principal
Production Publishing System Operator, Senior
Public Service Assistant

Real Estate Clerk, Principal

Real Estate Clerk, Senior

Service Center Representative

Service Center Representative, Senior
Sheriff's Clerk

Sheriff's Custody Records Coordinator
Sheriff's Identification Clerk

Tax Clerk

Tax Clerk, Senior

whose employment is fourteen (14) hours or more per week and more than sixty-seven (67) work days per year, excluding
supervisory, confidential and those employees covered by the Charitable Hospitals Act.

Section2.  The UNION recognizes the Labor Relations Representative designated by the Labor Relations Director, as the
representative of the EMPLOYER and shall meet and negotiate exclusively with such representative, except as may be
otherwise specifically provided in this AGREEMENT. No agreement establishing terms and conditions of employment or
other matters made between the UNION and the EMPLOYER shall be binding upon the EMPLOYER unless the signature
of the EMPLOYER's designated Labor Relations Representative is affixed thereon.
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Section3.  The EMPLOYER, in accordance with the provisions of Minnesota Statute 179A.06, subd. 1, agrees not to enter into any
agreements establishing terms and conditions of employment with members of the bargaining unit under jurisdiction of this
AGREEMENT either individually or collectively which in any way conflict with the terms and conditions set forth in this
AGREEMENT, except through the certified representative.

Section4.  Disputes which may occur between the EMPLOYER and the UNION over the inclusion or exclusion of job classes, with
respect to the bargaining unit identified in Section 1 of this Article, may be referred to the Bureau of Mediation Services
(herein after BMS) for determination in accordance with applicable statutory provisions. Determination by the BMS shall
be subject to such review and determination as provided by statute and rules and regulations promulgated thereunder.

Section 5.  |f the EMPLOYER establishes new job classes within the bargaining unit identified in Section 1 of this Article, both parties
agree to negotiate on wages. However, it is understood that all other terms and conditions of this AGREEMENT will apply.

ARTICLE 3 - DEFINITIONS

The following terms used in this AGREEMENT shall be defined as follows:

A

B.

zZ - X«

BASE PAY RATE: The employee's basic hourly rate exclusive of overtime premium, shift premium, stability or any

other special allowances.

CLASS: One or more positions sufficiently similar with respect to duties and responsibilities that the same

descriptive title can be used with clarity to designate each position; that similar general qualifications are needed for

the performance of duties; that comparable selection procedures may be used to recruit employees, and that the
same schedule of compensation can be applied to all positions.

COMPENSATED PAYROLL STATUS: Receipt of cash payment for scheduled time worked or for time on approved

compensated leave.

CURRENT: Shall mean the present time period as designated such as hour, day, month, year.

DAYS: Unless otherwise indicated, means calendar days.

DEMOTION: A change from a position in one work classification to a position in another work classification with less

responsible duties and a lower salary range maximum.

DEPARTMENT: The term department(s) as referenced in this AGREEMENT shall be those established by the

EMPLOYER in its organizational structure. For reference purposes, a current description of such department(s) is

included in Attachment B.

EMERGENCY: An unforeseen crisis situation or condition so defined by the EMPLOYER.

EMPLOYEE: A member of the exclusively recognized bargaining unit as identified in the Article herein titled

"Recognition,” who has been employed on the basis of permanent appointment to a continuing position.

EMPLOYER: County of Hennepin or its designated representative(s).

FULL MONTH OF SERVICE: An average 173.33 compensated hours.

FULL TIME: A work schedule equivalent to an average of 2,080 regular hours per year.

LAYOFF: Separation from service with the EMPLOYER necessitated by lack of work, lack of funds or other reasons

without reference to incompetence, misconduct or other behavioral considerations. When such separation is due to

emergency circumstances, only a separation in excess of fifteen (15) calendar days shall be considered a layoff.

LEAVE OF ABSENCE: An approved absence from work duty during a scheduled work period with or without

compensation.

PART TIME: An individual so designated by the EMPLOYER whose normal work schedule consists of fewer hours

than the full-time schedule.

PERMANENT EMPLOYEE: A member of the exclusively recognized bargaining unit identified in the Article herein

titled "Recognition" who has completed the required probationary period for newly employed, re-employed or

reinstated employees, who has been employed on the basis of permanent appointment to a continuing position.

PROBATIONARY PERIOD: Probationary periods are as follows:

(1)  Newly Employed: The first one thousand forty (1,040) compensated regular hours of service of newly hired,
rehired or reinstated employees. (The probationary period for reinstated employees may be modified or
waived at the discretion of the EMPLOYER, provided such modification or waiver is stated in writing.)

(2) Promotional and Transfer: The first one thousand forty (1,040) compensated regular hours of service
following a promotional appointment or a transfer.
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Section 1.

Section 2.

Section 3.

PROMOTION: A change of an employee from a position in one work classification to a position in another work
classification with a higher salary range maximum.

REGULAR HOURS: Time on compensated payroll status exclusive of overtime hours and exclusive of on-call
hours.

REINSTATEMENT: Re-employment of a former permanent or probationary employee in a work classification to
which he/she was assigned prior to termination.

STEWARD: An employee designated by the UNION for the purposes of communicating with the EMPLOYER on
matters of interest to either party.

TEMPORARY EMPLOYEE: An individual designated by the EMPLOYER as temporary and whose employment is
not to exceed six (6) months duration in temporary status in a calendar year.

TERMINATION IN GOOD STANDING: Any termination other than dismissal for disciplinary‘ reasons and for which
terminating employee has given the required minimum notice in advance of leaving.

ARTICLE 4 - UNION SECURITY

In recognition of the UNION as the exclusive representative:

A

mo

The EMPLOYER shall once each month deduct an amount sufficient to provide the payment of regular dues estab-
lished by the UNION from the wages of all employees authorizing, in writing, such deduction on a form designated
and furnished for such purpose by the UNION. Only the duly certified exclusive representative shall be granted
payroll deduction of dues for employees covered by this AGREEMENT.

The EMPLOYER shall remit such deductions monthly to the appropriate designated officer of the UNION with a list
of the names of the employees from whose wages deductions were made.

The UNION shall certify to the EMPLOYER, in writing, the current amount of regular dues to be withheld and any fair
share assessments authorized by law.

Such dues deductions shall be cancelled by the EMPLOYER upon written request by the employee.

The EMPLOYER shall, once each calendar quarter or more frequently upon request of the UNION, make available
to the UNION a report listing all employees covered by the bargaining unit as identified by the Article herein titled
"Recognition.” Such report shall contain the name, classification, pay rate, work unit and mailing address of record.
The UNION shall compensate the EMPLOYER for the cost of producing each such report at the rate of $25.00 per
copy per bargaining unit. Such report will not be available more frequently than once each bi-weekly payroll period.

The UNION agrees to indemnify and hold the EMPLOYER harmless against any and all claims, suits, orders or judgments
brought or issued against the EMPLOYER as a result of any action taken or not taken under the provisions of this Article.

The UNION may designate certain employees from the bargaining unit to act as stewards and shall, within thirty (30) days
of the execution of this AGREEMENT and upon occurrence of any change thereafter, certify to the EMPLOYER a current
list of business representatives, officers and stewards who are authorized by the UNION to investigate and present
grievances to the EMPLOYER. The EMPLOYER agrees to recognize such representatives for the purpose of
investigating and presenting grievances to the EMPLOYER subject to the following stipulations:

A

B.

There shall be not more than thirty-five (35) bargaining unit employees designated as stewards, subject to alteration
upon mutual agreement between the UNION and the EMPLOYER.

Not more than one employee representative (steward or officer) will be authorized time off with pay to investigate or
present any one grievance matter to the EMPLOYER. Nothing in this clause is intended to limit the number of union
stewards who may request to use their own time (vacation, compensatory, or time without pay) fo investigate and
present grievances.

Bargaining unit employee stewards and officers may leave their work stations with the concurrence of their
designated supervisor(s), and they shall notify their designated supervisor(s) upon return to their work stations.
Concurrence of the supervisor to leave a work station for UNION business will be limited to the investigation and
presentation of grievances to the EMPLOYER.

Employee representatives of the UNION shall receive paid time off to participate in joint labor-management
committee meetings and meet and confer sessions with the EMPLOYER. Time off with pay under this subsection
shall be limited to those activities specifically initiated and/or approved by the EMPLOYER and occurring during the
employee's regularly scheduled work time.
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Section 4.

Section 5.

Section 6.

Section 7.

Section 8.

Section 9.

Section 10.

E. The EMPLOYER shall make reasonable adjustments to the workloads of employee representatives of the UNION
who receive paid time off for UNION related activities under the provisions of subsections B, C, and D above. Such
adjustments shall be made only for those employees who perform these activities on a regular, ongoing basis.

Non-employee business representatives of the UNION as previously designated to the EMPLOYER as provided herein
may, with concurrence of the EMPLOYER, come on the premises of the EMPLOYER for the purpose of investigating and
presenting grievances.

The UNION agrees there shall be no solicitation for membership, signing up of members, collection of initiation fees, dues,
fines or assessments, meetings or other union activities on the EMPLOYER's time.

The UNION may use the EMPLOYER's facilities for union business with prior approval of the EMPLOYER.

The UNION shall have access to the EMPLOYER's internal mail distribution system and electronic (e-mail) system
consistent with the practice existing on the effective date of this AGREEMENT. However, the UNION agrees to request
prior authorization from the EMPLOYER's Labor Relations Department prior to use of the e-mail system for any mass
communication.

The EMPLOYER agrees to allow the UNION to use designated bulletin boards for the purpose of posting notices of union
meetings, union elections, union election returns, union appointments to office, union recreational and social affairs,
arbitration awards, decisions of the BMS and the courts, and other items specifically approved by the EMPLOYER. Itis
agreed that items which reflect negatively on the UNION, employees, or the County shall not be posted. All posted
materials must be union publications or legibly signed by an authorized union representative.

Employees have the right to join or to refrain from joining the UNION. Neither the EMPLOYER nor the UNION shall
discriminate against or interfere with the rights of employees to become or not to become members of the UNION and
further, there shall be no discrimination or coercion against any employee because of union membership or
nonmembership. The UNION shall, in its responsibility as exclusive representative of the employees, represent all
employees without discrimination, interference, restraint or coercion.

- Nothing in this AGREEMENT shall be construed to affect the status of veterans in contravention of existing veterans

preference laws relating to the employment, discharge or promotion of veterans.

The EMPLOYER shall give all new bargaining unit employees, at the time of new employee orientation, a copy of this
AGREEMENT, which is to be provided by the UNION.

ARTICLE 5 - EMPLOYER AUTHORITY

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. All rights and authority which the EMPLOYER has not officially abridged, delegated or
modified by this AGREEMENT are retained by the EMPLOYER.

Section 1.

ARTICLE 6 - SENIORITY

Seniority is an employee's length of service for the EMPLOYER from the most recent date of employment, re-employment
or reinstatement.

A.  Seniority is not interrupted during the period an employee is on approved leave, including leave for union business
or layoff, if the employee returns to active work status having complied with all the terms and conditions of this
AGREEMENT and the conditions the EMPLOYER established in approving the leave.
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Section 2.

Section 3.

Section 4.

If in the event of layoff or recall from layoff two or more employees possess the same seniority date, seniority in
such cases shall be in order of the date of acquisition of permanent status in the class from which layoff is to occur
or has occurred. If the tie cannot be broken by this method, seniority shall be determined by the last four digits of
the employee's Social Security Number, with the employee having the highest such number being the more senior.

Seniority in work classes covered by this AGREEMENT shall be retained and continue to accrue during the
probationary period if an employee leaves a unit covered by this AGREEMENT for another position with the
EMPLOYER because of promotion, demotion or transfer.

An employee appointed to a permanent position in the same job class and department as he/she was employed as
a temporary employee shall have seniority for purposes of layoff and recall from the employee's most recent date of
hire as a temporary employee, provided such temporary and permanent appointments are contiguous and
sequential.

Seniority rights under this AGREEMENT shall terminate under the following conditions:

A
B.
C.

Termination of employment.
Layoff in excess of a period equal to an employee's length of employment but not more than three years.
Failure to return to work in accordance with the terms and conditions of an approved leave of absence.

Seniority lists shall contain the names of bargaining unit employees by class arranged in order of most to least senior.

A

Upon request of the UNION, but not more often than once each calendar year, the EMPLOYER shall establish a
seniority list for the designated class(es) and unit. A seniority list shall also be established for affected class(es)
within the unit at least ten (10) calendar days prior to the effective date of a layoff. A copy of seniority lists when
established shall be furnished to the UNION's designated representative.

Employees and the UNION shall be obligated to notify the EMPLOYER by certified mail of any error in the seniority
list within thirty (30) days of the date the seniority list is furnished to the UNION's designated representative. Within
thirty (30) days of notification of errors, the EMPLOYER shall correct errors in the seniority list and furnish the
corrected list to the UNION's designated representative. If no error is reported within thirty (30) days after the date
the seniority list is fumished or within thirty (30) days after the date a correction in such list is furnished to the
UNION's designated representative, the list will stand correct as posted.

Except in those instances where senior employees are not qualified to perform remaining work duties, seniority shall
determine the order of:

A

Layoff which shall be in inverse order of seniority within each work classification and department (except as
otherwise provided in Attachment B), provided that any employee who is to be laid off and has previously served in
a lower work classification covered by this AGREEMENT may request to exercise seniority rights in such lower
classification or its designated equivalent.

Recall from layoff which shall be in order of seniority within each work classification and department (except as
otherwise provided in Attachment B), provided that if an employee does not return to work upon recall, as directed
by the EMPLOYER or on an extended date mutually acceptable to the employee and EMPLOYER, he/she shall
automatically have terminated his/her employment.

If a senior employee requests exercise of seniority rights over a less senior employee for purposes of layoff, the
senior employee, as a condition of the EMPLOYER granting such a request, must accept the work schedule (days
of week, work shift, and number of hours per shift) and work location of the least senior employee. The senior
employee, as an alternative to replacing the least senior employee in the department (except as otherwise provided
in Attachment B) may, if such least senior employee's work location is outside the senior employee's geographical
work area, request exercise of seniority rights over the least senior employee in the senior employee's geographical
work area. Geographical work areas for the purposes of this section shall be as contained in Attachment A. In
situations when more than one (1) employee in a job class is simultaneously requesting to exercise seniority rights
to positions in the same lower job class, the EMPLOYER will make reasonable efforts to match scheduled hours by
seniority.
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Section 5.

Section 6.

Section 7.

Section 8.

Section 9.

Section 1.

Section 2.

Section 3.

The EMPLOYER shall issue written notice of layoff or recall from layoff to affected employees at least ten (10) calendar
days in advance of the effective date. Such notice shall be made by certified mail to the employee's last known address
as shown by the EMPLOYER's records except when the employees are present at the work site to receive notice.

Assignment of employees to designated departments shall be at the discretion of the EMPLOYER. When it is necessary
for the EMPLOYER to assign/re-assign an employee to a different work assignment, the EMPLOYER will provide such
employee with two (2) weeks advance notice when practicable.

The UNION will reimburse the EMPLOYER the expense of furnishing seniority lists required by this AGREEMENT in an
amount equal to $25.00 per list or $.05 per employee on each list, whichever is greater, up to @ maximum of $50.00.
When more than one copy of the list is requested or required by this AGREEMENT, the UNION shall reimburse the
EMPLOYER for such copies at the rate $.20 per page.

The above provisions shall not apply to the seniority list established by the EMPLOYER and provided to the UNION prior
to the effective date of a layoff as provided in Section 3A herein.

Employees on layoff will be recalled to fill vacancies in other classes and departments for which qualified, provided they
may not exercise seniority rights to create such vacancies. Such employees may waive the recall if the salary rate offered
by the EMPLOYER for the position to which recalled is more than twenty (20%) percent below the salary rate of the
employee when laid off. The name of an employee so recalled will remain on the layoff list for the class from which laid
off, subject to the conditions and limitations set forth in this AGREEMENT.

The parties agree to provide employees who are laid off and in the “Alternative Placement Process” the opportunity to
state their preference when there is more than one placement opportunity available to them. (The County would be
obligated to take the employees preference into consideration but would not be required to grant the employees
preference).

The parties agree that if there are alternative placement opportunities available and placement is not accomplished within
2 weeks of the layoff notice, the UNION may appeal the matter to the County Ombudsperson. If placement is not
accomplished within 3 weeks of the layoff notice, and if there is an alternative placement opportunity available, the
employee will be compensated at the rate of the available position subject to offset by any County derived earnings (i.e.
temporary or intermittent wages, or Reemployment Insurance).

ARTICLE 7 - GRIEVANCE PROCEDURE

A grievance shall be defined as a dispute or disagreement raised by an employee against the EMPLOYER involving the
interpretation or application of the specific provisions of this AGREEMENT.

Itis specifically understood that any matters governed by statutory provisions, County Human Resources Rules, or
departmental personnel rules, except as expressly provided for in this AGREEMENT, shall not be considered grievances
under this AGREEMENT. If by law an appeal procedure, other than the grievance procedure contained herein, is
available for resolution of a dispute arising from any provision covered by this AGREEMENT and the aggrieved party
pursues the dispute through such appeal procedure provided by law, the aggrieved employee(s) shall be precluded from
making an appeal under this grievance procedure.

Except that with respect to statutes under the jurisdiction of the United States Equal Employment Opportunity Commission

or Minn. Stat. §§ 363.01 - .20, an employee pursuing a statutory remedy is not precluded from also pursuing an appeal
under this grievance procedure.

GRIEVANCE PROCEDURE: Grievances, as herein defined, shall be processed in the following manner:

Step 1: INFORMAL. An employee claiming a violation conceming the interpretation or application of the express

provisions of this AGREEMENT shall:

A.  Within twenty-four (24) calendar days after the first occurrence of the event giving rise to the grievance, present
such grievance, with or without the union representative, to his/her supervisor who is designated as appropriate for
this purpose by the EMPLOYER.

B.  The supervisor shall give his/her oral or written answer within ten (10) calendar days after such presentation to the
employee and his/her steward.
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Section 4.

Section 5.

Section 6.

Section 7.

Step 2: FORMAL. If the grievance is not satisfactorily resolved in Step 1 and the UNION wishes to appeal the grievance
to Step 2 of the grievance procedure, it shall be referred, in writing, to the Department Head or his/her designated
representative and to the Labor Relations Director or his/her designee within ten (10) calendar days after the designated
supervisor's answer as provided for in Section 3, Step 1-B. The grievance appeal shall be initiated by means of a written
grievance to be signed by the employee and the union representative. The written grievance shall set forth the nature of
the grievance, the facts on which it is based, the provisions of the AGREEMENT allegedly violated, and the relief
requested. The Department Head and/or his/her designated representative shall discuss the grievance with the UNION
within ten (10) calendar days after the date presented at a time agreeable to the parties. If the grievance is resolved as a
result of such a meeting, the settiement shall be reduced to writing and signed by the Department Head or histher
designated representative and the union representative. If no settlement is reached, the Department Head or his/her
designated representative shall give written answer to the union representative within ten (10) calendar days following
their meeting. '

Step 3: MEDIATION. If the grievance is not settled in accordance with the procedure set forth in Step 1 or Step 2, it may
be submitted to mediation provided that the UNION and the Labor Relations Director or his/her designee, by mutual
agreement, jointly petition the Minnesota BMS for assistance in resolving the grievance within ten (10) working days after
the employee and UNION's receipt of the EMPLOYER's written answer in Step 2. The parties shall have thirty (30)
calendar days in which to resolve the grievance through mediation.

ARBITRATION - If the grievance is not settled in accordance with the foregoing procedure, the UNION may refer the
grievance to arbitration within ten (10) calendar days after the employee and UNION's receipt of the EMPLOYER's written
answer in Step 2. The parties shall mutually agree upon an arbitrator. If the parties are unable to agree on an arbitrator,
the selection of an arbitrator shall be made in accordance with the "Rules Governing the Arbitration of Grievances” as
established by the Public Employment Relations Act and administered by the State of Minnesota BMS. The arbitrator
shall hear the grievance at a scheduled meeting subject to the availability of the EMPLOYER and the union
representatives. The arbitrator shall notify the union representative and the EMPLOYER of his/her decision within thirty
(30) calendar days following the close of the hearing or submission of briefs by the parties, whichever is later, unless the
parties agree to an extension thereof. 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. Employees who serve as such representatives or witnesses shall not be compensated at
a rate in excess of their base pay rate. If either party desires a verbatim record of the proceedings, it may cause such a
record to be made, provided it pays for the record. If both parties desire a verbatim record of the proceedings, the cost
shall be shared equally. The arbitrator shall not have the right to amend, modify, nullify, ignore, add to, or subtract from
the provisions 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 decision shall be based
solely upon the arbitrator's interpretation or application of the express terms of this AGREEMENT and on the facts of the
grievance presented. If the arbitrator determines that the grievance is covered by law or statute, or not covered by the
express provisions of this AGREEMENT, the arbitrator shall refer the grievance back to the parties without decision or
recommendation. The parties may, by written agreement, agree to submit more than one grievance to the arbitrator
provided that each grievance will be considered as a separate issue and each on its own merits.

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 employee/UNION may elect to treat the grievance as denied at that step. The UNION may
then immediately appeal the grievance to the next step. The time limit in each step may be extended by mutual written
agreement of the EMPLOYER and UNION representatives involved in each step.

Employees serving an initial probationary period shall have right of appeal only through Step 2 of this grievance procedure
except for a grievance alleging an error in salary or benefits due.

Temporary employees and employees serving in the unclassified service shall have right of appeal only through Step 2 of
this grievance procedure, provided employees of the Law Library shall also have right of appeal to the arbitration step of
this grievance procedure.
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Section 8.

Section 9.

Section 1.

Section 2.

Section 1.

Section 2.

Section 3.

Section 4.

A permanent employee serving a promotional probationary period shall have right of appeal under this grievance
procedure provided that such employee shall not have right to appeal beyond Step 2 of this grievance procedure, a
demotion to his/her previous classification upon failure to satisfactorily complete the required promotional probationary
period. When feasible, a demoted employee shall be returned to the geographical area from which originally promoted.

The grievant shall not suffer loss of regular pay while the grievant's presence is necessary at a grievance presentation
meeting with the EMPLOYER or an arbitrator, except where such grievance presentation meeting or arbitration hearing
occurs during the period the grievant has been removed from his/her job for disciplinary reasons. The time spent by the
grievant in an arbitration hearing shall not be counted as time worked for overtime eligibility.

ARTICLE 8 - NO STRIKE-NO LOCKOUT

In recognition of the provisions included in this AGREEMENT for a grievance procedure to be used for resolution of
disputes, the UNION agrees that neither the UNION, its officers or agents, nor any of the employees covered by this
AGREEMENT will engage in, encourage, sanction, support or suggest any strikes, slow downs, mass absenteeism, mass
use of sick leave, the willful absence from one's position, the stoppage of work or the abstinence in whole or in part of the
full, faithful and proper performance of the duties of employment. Any violation of any provisions of this Article may be
cause for disciplinary action including discharge.

No lockout shall be instituted by the EMPLOYER during the life of this AGREEMENT provided Section 1 of this Article is
not violated by employees or the UNION.

ARTICLE 9 - WORK SCHEDULES/PREMIUM PAY

This Article is intended only to define the normal hours of work and to provide the basis for the calculation of premium pay,
if any. Nothing herein shall be construed as a guarantee of hours of work per day or per week.

A payroll period shall be an averaged eighty (80) hours of work within a fourteen (14) calendar day period, except as may
otherwise be defined in this AGREEMENT.

Work shifts, work breaks, staffing schedules and the assignment of employees thereto, shall be established by the
EMPLOYER.

A.  Where staffing schedules are routinely subject to change, a staffing schedule showing the regular work days and
work hours of all employees shall normally be prepared and posted at least fourteen (14) calendar days in advance
of their effective date. Such staffing schedules, once posted, will only be modified when necessitated by
unscheduled employee absences and unscheduled changes in work load. A temporary change in the staffing
schedule of a part-time or temporary employee is not a staffing schedule change for purposes of this Article.
Employees may mutually agree to exchange days, shifts or hours of work with the approval of their supervisor
provided such change does not result in the payment of overtime.

B.  If changes conceming length and/or start and end of shifts for a work unit are to be made in existing full-time shifts,
the EMPLOYER shall notify the UNION in advance of implementing the proposed changes and will provide the
UNION the opportunity to meet and confer with respect to the proposed changes and their effect on employees.
Such meet and confer sessions shall be conducted prior to the implementation of the change, except where an
emergency or other unpredictable condition makes this impractical.

C. Employees shall normally be granted an unpaid lunch break and two (2) fifteen (15) minute relief periods during
each full work shift of eight hours or more at times designated by the EMPLOYER. In some situations work
demands may on occasion preclude the granting of an uninterrupted lunch break or relief period.

Worked hours in excess of forty (40) hours per work week shall be overtime and compensated at one and one-half (1 1/2)
times the employee's base pay rate or one and one-half (1 1/2) hours compensatory time for each hour worked, subject to
the provision that no employee shall be eligible for overtime premium unless prior approval of the overtime work was
granted by the employee's immediate supervisor or his/her designee. Overtime premium shall be provided in the form of
either cash payment or compensatory time as determined appropriate by the EMPLOYER, provided employees shall have
the right to indicate their preference to the EMPLOYER.
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Section 5.

Section 6.

Section 7.

Section 8.

Section 9.

Section 10.

Section 11.

Section 12.

Section 13.

Section 14.

Section 15.

Employees shall be available for overtime work, holidays and night shifts when assigned to such unless excused by the
EMPLOYER.

Unless specifically provided in another section of this Article, the base pay rate or premium compensation shall not be paid
more than once for the same hours worked under any provisions of this AGREEMENT.

A shift differential of $.65 per hour shall be paid to all employees who work on an assigned shift where at least five (5)
hours of the shift occur between 5 p.m. and 6 a.m. Such shift differential shall be paid in addition to other forms of
premium compensation for which the employee qualifies. Employees of the Department shall be subject to the same
eligibility criteria for shift differential as applies to the majority of employees in their work unit.

Employees called to the work site by the EMPLOYER shall be paid for hours actually worked at their base pay rate but not
less than three (3) hours. Such payment shall be either in cash or compensatory time off as determined by the
EMPLOYER.

Should the EMPLOYER intend to institute alternate work schedules (i.e. 10 hour shifts), flex time, job sharing or work
tasking, it shall first meet and confer on any of the above-mentioned items with the UNION.

When an employee is expressly assigned to perform the duties of a position allocated to a different classification that is
temporarily unoccupied, and such assignment is for forty (40) or more continuous regular hours, the employee shall be
paid for all such hours at the employee's current salary rate when assigned to work in a lower or equal class or at a rate
within a higher range which is equal to the minimum rate for the higher class or one (1) step higher than the employee's
current salary, whichever is greater. In order to qualify for such higher rate, the employee must perform that work which
distinguishes the higher classification from the employee's regular class in terms of level of responsibility, types of duties,
and/or quality and quantity. Rotation of employees through a position in a higher class for the purpose of avoiding
payment of out of class pay is a violation of the intent of the out of class pay agreement.

Work shifts shall be considered part of the day and date on which they begin provided that in the Sheriff's Department and
the Information Services Department a work shift shall belong to the day on which the majority of the hours worked occur.

A weekend differential of $.45/hour shall be paid to all full-time employees required to work on any shift(s) that start on
either Saturday or Sunday as part of their regular schedule.

Rather than being paid the weekend differential based on a work shift that starts on either Saturday or Sunday, Computer
Operators in the Information Technology Department shall be paid the differential for all hours worked between 12
midnight Friday and 12 midnight Sunday where those hours are part of their regular schedule.

Such weekend differential shall be paid in addition to other forms of premium compensation for which the employee
qualifies.

Approved vacation hours shall count as hours worked for purposes of computing overtime.
In the Sheriff's Department, overtime shall be distributed as equally as practicable.

Employees who are specifically required or authorized by the EMPLOYER to use foreign or sign language skills shall be
compensated for such work according to the following terms and conditions:

A.  Fulltime employees who are regularly required to use foreign language or sign language skills in addition to other
job duties shall receive a salary differential of $35.00 per payroll period. This differential shall be pro-rated on the
basis of scheduled hours for part-time employees. This differential will be in effect for all compensated hours
including compensated leaves.

B.  Employees who provide foreign language or sign language interpretation on an occasional or irregular basis at the
request of the EMPLOYER shall receive $6.00 in addition to their regular salaries for any work day on which such
services are performed. This additional compensation shall not exceed $35.00 for any one payroll period.
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Section 16.

Section 17.

Section 18.

Section 19.

Section 1.

The provisions of Sections 7 and 12 of this Article shall be modified to be consistent with those negotiated in the Health
General Service Unit represented by AFSCME Local #977 if, during the duration of this AGREEMENT, the EMPLOYER
voluntarily agrees to different provisions with AFSCME Local #977.

Employees in the job class of Senior Service Center Representative who are expressly designated to direct the operations
of a Service Center in the absence of a Public Service Unit Supervisor (Service Center Supervisor) shall receive a
differential of $.75 for each hour or portion thereof so designated.

Employees in the job class of Public Service Assistant who are expressly designated to direct the support functions of a
library in the absence of a supervisor or a Lead Worker shall receive a differential of $.75/hour for each hour or portion
thereof so designated.

The total rate paid to the employee under the provisions of this section shall not be less than the total rate provided by

Section 10 of this Article (“work out of class” pay), provided the employee qualified for payment under the provisions of
Section 10.

In the event the EMPLOYER exercises its discretion to close a department, work site or workplace due to an emergency,
including inclement weather, employees who were scheduled to work but could not due to such EMPLOYER decision may
use accrued leave (vacation, sick leave, compensatory time, deferred holiday) to cover the hours missed. Further, with
the approval of the EMPLOYER, an employee may be allowed to make up the time by working additional hours.

For the job classes of Sheriff's Clerk and Sheriffs ID Clerk, the parties agreed to increase the shift and weekend
differentials as follows:

Sheriff's Clerk and Sheriff's ID Clerk shift differential shall be $1.00 per hour.
Sheriff's Clerk and Sheriff's ID Clerk weekend differential shall be $.60 per hour.
The parties agree that such increases in shift and weekend differential shall be considered an experiment for the life of our

- 2004 - 2005 AGREEMENT. The EMPLOYER expects that these increases in shift and weekend differentials may

positively impact the ability to attract and retain staff. Upon expiration of our AGREEMENT, the parties shall meet and
confer about the impact of these increases on attraction and retention factors. Upon expiration of the 2004 — 2005
AGREEMENT, these shift and weekend differentials shall expire and the parties shall again negotiate such differentials.

ARTICLE 10 - HOLIDAYS

Employees shall be entitled to compensated time off for designated holidays, provided the employee is on compensated
payroll status the last work day preceding the holiday and the first work day following the holiday.

Designated holidays shall be eight (8) hours each and are as follows:

New Years Day January 1

Martin Luther King Day Third Monday in January

Presidents Day Third Monday in February

Memorial Day Last Monday in May

Independence Day July 4

Labor Day First Monday in September

Veterans Day November 11

Thanksgiving Day Fourth Thursday in November

Thanksgiving Friday The day immediately following Thanksgiving Day
Christmas Eve Day The work day immediately preceding the Christmas holiday
Christmas Day December 25

12 of 38



AFSCME Council 14, Clerical Unit Local #2822 — 2004-2005

Section 2.

Section 3.

Section 4.
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Section 1.

Section 2.

Section 3.

Section 4.

Section 5.

Employees who work a holiday with the exception of Christmas Eve Day shall receive compensation of two and one-half
(2 1/2) times their base pay rate for hours worked on the holiday. Employees who work the Christmas Eve holiday shall
receive compensation of two (2) times their base pay rate for hours worked on that holiday. Compensation for holiday
hours worked shall be provided either in compensated time off or cash payment as approved by the EMPLOYER.

Except for operations which are seven (7) days per week and twenty-four (24) hours per day, when a holiday, as
designated in this Article, falls on Sunday, the following day (Monday) shall be considered the holiday for employees, or
when such holiday falls on Saturday, the preceding day (Friday) shall be considered the holiday for employees. An
employee, regardless of histher work schedule, shall receive the same number of holidays as an employee whose normal
work week is Monday through Friday.

Holidays which occur within an employee's approved and compensated vacation or sick leave period will not be
chargeable to the employee's vacation or sick leave time.

Employees may observe a religious holiday on days which do not fall on Sunday or a legal holiday. Observance of such
religious holiday shall be charged against accumulated vacation, compensatory leave or taken as leave without pay. The
EMPLOYER may arrange to have the employee work an equivalent number of hours to the hours taken for such holiday if
arrangements can be made for the employee to work another day. The employee must notify the EMPLOYER at least ten
(10) days in advance of the religious holiday of his/her intent to observe such holiday. The EMPLOYER may waive this
ten (10) day requirement if the EMPLOYER determines that absence of such employee will not substantially interfere with
the department's function.

ARTICLE 11 - VACATIONS
Al full-time employees shall be eligible for vacation leave benefits at their current base pay rate.

Full time employees shall accrue vacation benefits in accordance with the following schedule:

Total Length of Compensated Full Time Annual Vacation
Regular Hours of Service Since Most Recent Date of Hire Accrual Rate
Less than six (6) months (1,040 compensated regular hours) 64 hours
More than six (6) months but less than five (5) years (10,400 compensated regular hours) 96 hours
More than five (5) years but less than eight (8) years (16,640 compensated regular hours) 120 hours
More than eight (8) years but less than twelve (12) years (24,960 compensated regular hours) 144 hours
More than twelve (12) years but less than eighteen (18) years (37,440 compensated regular hours) 160 hours
Over eighteen (18) years 184 hours

Vacation leave shall not accumulate in excess of two hundred eighty (280) hours. The EMPLOYER shall not be
responsible for managing an employee's vacation leave balance so as to ensure no loss of the benefit because the
balance is at or near the 280 hour limit. Correspondingly, the EMPLOYER will not force employees to take vacation for
such purpose.

Requests for vacation leave must be submitted to the employee's designated supervisor at least forty-eight (48) hours in
advance of the absence requested and are subject to the supervisor's written approval. The forty-eight (48) hour advance
notice requirement may be waived if, in the judgment of the supervisor, the leave will not cause undue inconvenience to
the EMPLOYER. The EMPLOYER shall respond in writing to written employee vacation requests within seven (7)
calendar days of the date the request is received provided the request is received by the EMPLOYER at least seven (7)
calendar days prior to the beginning of the requested vacation period. Such employer approval must be received by the
employee in order for such vacation request to be considered approved. Vacations, once approved, shall not be cancelled
by the EMPLOYER except for unforeseen circumstances.

When it is necessary for the EMPLOYER to disapprove vacation leave requests because the number of employees
requesting leave exceeds the number of employees the EMPLOYER determines it possible to grant such vacation leave,
the EMPLOYER shall consider seniority, job assignment and order of submission in granting such requests.
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Section 7.
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Section 2.

Section 3.

Section 4.

Section 5.

Upon the complete termination of employment, employees shall be eligible to receive their unused accumulated vacation
as a severance payment. Any vacation severance shall be paid at the employee's base pay rate at the time of
termination, and shall be subject to the limitations on severance payment stated in the Article herein titled "Severance
Pay."

Employees may use accumulated vacation leave benefits as an extension of sick leave, provided all sick leave benefits
have been exhausted. Vacation leave benefits utilized as an extension of sick leave shall be subject to the same
conditions regulating the use of sick leave.

The parties agree to meet and confer for the purpose of evaluating and modifying the terms of the Vacation Donation Pilot
program.

At the discretion of the Department Director, employees hired after the execution date of this AGREEMENT, may receive
vacation accrual rate credit for previous relevant experience with another employer. Further, at the discretion of the
Department Director, additional vacation accrual may be granted for the purposes of retaining a valuable employee.

ARTICLE 12 - SICK LEAVE

Sick leave shall be earned by full-time employees at the rate of eight (8) hours for each full month of service except that
newly hired, re-employed or reinstated employees who have completed less than six (6) months (1,040 compensated
regular hours) of full-time service, shall earn sick leave benefits at the rate of 5.33 hours for each full month of service.

Sick leave benefits shall only accrue when an employee is on compensated regular hours or, in accordance with state and
federal laws, is on approved military leave.

An employee may accumulate seven hundred twenty (720) hours of sick leave. For every eight (8) hours of sick leave
accumulated in excess of seven hundred twenty (720) hours, the employee will be given credit for four (4) hours of
additional vacation and four (4) hours of sick leave. Sick leave shall be charged off only for hours that would normally
have been worked.

Upon complete termination of employment in good standing of any permanent employee, such employee shall be paid for
his/her accumulated unused sick leave at the employee's base pay rate subject to the limitations on severance payment
stated in the Article herein titled "Severance Pay."

An employee may utilize his/her allowance of sick leave on the basis of application therefor approved by the EMPLOYER
for absences necessitated by inability to perform the duties of his/her position by reason of illness or injury, by necessity
for medical care or dental care, or by exposure to contagious disease under circumstances in which the health of
employees with whom he/she is associated or members of the public with whom he/she deals would be endangered by
his/her attendance on duty, or by iliness in his/her immediate family for such periods as his/her absence shall be
necessary subject to certification by medical authority. The term "immediate family" shall be limited to spouse, children, a
person regularly residing in the employee's immediate household, or parent where the parent has no other person to
provide the necessary nursing and care. Sick leave usage shall be subject to approval and verification by the EMPLOYER
who may, after three (3) consecutive days' absence, reuire the employee to furnish a report from a recognized physical or
mental authority attesting to the necessity of the leave, and other information the EMPLOYER deems necessary, as
provided in the Article herein titled "Fitness for Duty." Employees whose use of sick leave is habitual, patterned or
inappropriate may be required to submit such report for absences of less than three (3) days duration.
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Sick leave benefits when authorized shall be paid at the employee's current base pay rate.

To be eligible for sick leave payment, an employee must notify his/her supervisor or his/her designee as soon as possible
but not later than the starting time of his/her scheduled shift. This notice may be waived if the employee can conclusively
establish that he/she could not reasonably have been expected to comply with this requirement because of circumstances
beyond the control of the employee. Except that, to be eligible for sick leave payment, an employee of the Sheriff's Office
who works in a twenty-four (24) hour operation must notify his/her designated supervisor or his/her designee as soon as
possible but not less than (2) hours prior to the starting time of his/her scheduled shift. This notice may be waived if it is
determined that the employee could not reasonably be expected to comply with this requirement.

A disabled employee who, because of iliness or injury, has exhausted all sick leave benefits may be granted a medical
leave of absence without pay. The seniority status of a disabled employee who is granted a medical leave of absence
shall be determined in accordance with the provisions of the Article herein titled "Seniority." An employee requesting a
medical leave of absence without pay shall be required to furnish conclusive evidence of disability to the EMPLOYER. If
the employee fails to fumish conclusive evidence that the absence from duty is necessary, or if the employee fails to
undergo an evaluation or furnish a medical report as requested by the EMPLOYER in accordance with the Article herein
titled "Fitness for Duty,” the EMPLOYER shall have the right to require the employee to retum to work on a specified date.
Should the employee not return to work on such specified date, the employee may be considered to have resigned in
accordance with the Article herein titled "Absence Without Leave.”

All sick leave that has been accumulated by an employee shall be cancelled upon the date of separation from the County
service.

Employees may utilize sick leave to pay for approved heaith and fitness activities, to a maximum of $1,200.00 per year.

ARTICLE 13 - LEAVES OF ABSENCE

Except as otherwise provided in this AGREEMENT, written request for leave shall be made by employees prior to the
beginning of the period(s) of absence and no payment for any absence shall be made until the leave is properly approved.
All leaves of absence without pay shall be granted at the discretion of the EMPLOYER and must be approved by the
EMPLOYER in advance. Upon application by the employee, leaves of absence may be extended or renewed at the
discretion of the EMPLOYER.

Authorization for or denial of a requested leave of absence without pay of more than ten (10) working days duration, shall
be furnished to the employee in writing by the EMPLOYER within seven (7) working days of its receipt. All leave of
absence requests shall be given reasonable consideration by the EMPLOYER.

Deductions from leave accumulations for an employee on leave with pay shall be made on a work shift basis, and no such
deductions shall be made from leave accumulations for holidays or non-work days falling within such leave with pay,
subject to the provisions set forth in the Article herein titled "Holidays."

Accrual of vacation leave and sick leave benefits during the period of leave of absence with pay shall continue. If an
employee is granted leave without pay, he/she will not be credited with vacation or sick leave accruals for the period of
leave without pay with the exception of approved military leave when required by law.

A leave of absence for birth or adoption of a child shall be in accordance with the policy set forth in Section 12, Hours of
Work and Leaves of Absence, of the Hennepin County Human Resources Rules.

All leaves of absence without pay shall be subject to the condition that the EMPLOYER may cancel the leave at any time
upon prior notice to the employee specifying a date of termination of the leave. Military leave, leave for purposes of union
business or educational leave approved by the EMPLOYER in writing as non-cancelable for a specific duration shall not
be subject to such cancellation. Notwithstanding the above, the EMPLOYER, upon prior notice to the employee, may
cancel any approved leave of absence at any time the EMPLOYER has evidence that the employee is using the leave for
purposes other than those specified at the time of approval.
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Section 7. No leave of absence without pay shall be granted for the purpose of accepting or continuing other employment.

Section 8. Any employee returning from an approved leave of absence as covered by this Article who has complied with all the
conditions upon which the leave was approved shall:

A.  Bereinstated in the position held at the time the leave was granted if the leave was for a period of less than six
months duration, or

B. Inthe event the position held at the time the leave was granted has been filled or abolished, the employee shall be
reinstated to a vacant position for which qualified in the class, bargaining unit and department from which leave was
granted, or

C. Inthe event no vacancy exists in the class, bargaining unit and department from which leave was granted, the
employee may either exercise County seniority to replace the least senior employee in the class, bargaining unit and
organizational unit from which the leave was granted, provided the employee is qualified to perform the work of the
less senior employee, or if mutually agreeable to the employee and the EMPLOYER, be placed on a layoff list for
the class, bargaining unit and department from which leave was granted. The salary rate for an employee reinstated
following a leave of absence shall be the rate the employee held at the time the leave was granted or such rate as
adjusted by a general adjustment to the class.

Section9. A leave of absence for purposes of union business shall be in accordance with M.S. 179A.07, subd. 6.

Section 10.  An employee acting in his/her official capacity within the limits of the authority established by the EMPLOYER who
receives a disabling injury during the performance of assigned official duties wherein the injury is sustained through a
physical assault by a client or a member of the public, and wherein the employee has not contributed to the cause of the

- injury through negligence or provocation, may be granted leave with pay for any period of disability up to ninety (90)
calendar days. Request for such leave shall be presented to the EMPLOYER together with supporting documentation
including appropriate physician(s) reports. Such leave, if granted, shall not be charged to normal sick leave and shall be
subject to the provisions of the contractual Article herein titled "Leave Benefits and Workers’ Compensation Benefits.”

ARTICLE 14 - ABSENCE WITHOUT LEAVE

Any absence of an employee from scheduled duty that has not been previously authorized by the EMPLOYER may be deemed an
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