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LABOR AGREEMENT 

Between 

THE MINNEAPOLIS PARK & RECREATION BOARD 

and 

THE POLICE OFFICERS' FEDERATION OF MINNEAPOLIS 

THIS AGREEMENT (hereinafter referred to as the Labor Agreement or the Agreement) is 
entered into between the Minneapolis Park& Recreation Board (hereafter refetTed to as the lVIPRB 
or the Employer), and the Police Officers' Federation of Minneapolis (hereafter referred to as the 
Federation). 

It is the purpose and intent of this Agreement to achieve and maintain sound, hannonious and 
mutually beneficial working and economic relations between the Patties hereto; to provide an 
orderly and peaceful means of resolving differences or misunderstandings which may arise under 
this Agreement; and to set forth herein the complete and full agreement between the Patties 
regarding tenns and conditions of employment except as the same may be established by past 
practices which are detennined to be binding by an arbitrator and not included in this contract. The 
Patties hereto agree as follows: 

ARTICLE 1 
RECOGNITION 

Section 1.1 The MPRB recognizes the Federation as the exclusive representative for the unit 
consisting of all sworn law enforcement personnel who are all ce1tified employees in the 
classification of: Park Police Captain, Park Police Lieutenant, Park Police Sergeant, Park Police 
Officer, and Park Police Officer (Pait-Time). Prior to the ratification of this Agreement, the 
Employer shall provide to the Federation copies of its Table ofOrganization, including the number 
and rank of police personnel assigned to Park Police positions and applicable Minneapolis Civil 
Service Commission job specifications. Nothing herein shall be construed as a limitation upon the 
Employer's managerial prerogatives including the right to modify the Table of Organization (i.e., 
its organizational structure) and to select, direct and detennine the number of personnel in 
accordance with the provisions of the Minnesota Public Employment Labor Relations Act, as 
amended, except as expressly set forth in this Agreement. 

Section 1.2 Duty assigmnents shall be made by the MPRB which are consistent with Minneapolis 
civil service job classifications. Disputes which may arise over alleged worla'ng out of class 
violations (i.e. , violations of Minneapolis Civil Service Commission Rule No. 4.04), shall be first 
discussed by representatives of the Federation and the MPRB. If the issue is not resolved by such 
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infonnal discussions, either party may proceed under the dispute resolution procedures set forth in 
Article 5 of this Agreement. 

Section 1.3 Disputes which may occur over the inclusion or exclusion of new or revised or other 
classifications in the unit described in Section 1.1 above shall be referred to the State Bureau of 
Mediation Services for detennination pursuant to the provisions of the Public Employment Labor 
Relations Act, as amended. 

Section 1.4 Seniority as provided for in this Agreement shall be established from the date of initial 
employment and assignment as described in Aiticle 1, Section 1.1 of this Agreement. Time while 
absent from the MPRB without compensation, except while on disability leave, active military 
service, or a disciplina1y suspension up to one regular shift (eight, nine, or ten hours), shall not be 
counted for seniority. Separate seniority lists to determine seniority within each rank shall be 
maintained and shall be computed from the date of promotion to that rank. In the event of 
promotion to superviso1y positions not within the unit and upon return to the unit, all service so 
perfo1med shall be computed for seniority purposes to the rank held upon return to the unit. In the 
event of a demotion to a lower rank, the seniority accrned in the higher rank shall be applied to the 
seniority of the lower rank to which demoted. 

ARTICLE2 
PAYROLL DEDUCTION FOR DUES 

Section 2.1 - Dues Deductions. The MPRB shall, upon request of any employee in the unit, 
deduct such sum as the Federation may specify as the regular dues of the Federation. The Iv1PRB 
shall remit monthly such deductions to the appropriate designated officer of the Federation. 

Section 2.2 - Administration. 

(a) The MPRB shall annually select a single payroll period in each month for which all 
monthly membership dues and fair share fees shall be deducted. In the event an 
employee covered by the provisions of this Aiticle has insufficient pay due to cover 
the required deduction, the Iv1PRB shall have no ft.nther obligations to effect 
subsequent deductions for the involved month. 

(b) All ce1tifications from the Federation respecting deductions to be made as well as 
notifications by the Federation and/or bargaining unit employees as to changes in 
deductions must be received by the Iv1PRB at least fomteen (14) calendar days in 
advance of the date upon which the deduction is scheduled to be made in order for 
any change to be effected. 

(c) The Iv1PRB shall remit such membership dues and fair share fee deductions made 
pursuant to the provisions of this Aiticle to the approp1iate designated officer of the 
Federation within fifteen (15) calendar days of the date of the deduction along with 
a list of the names of the employees from whose wages deductions were made. 
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Section 2.3 - Hold Harmless Provision. The Federation will indemnify, defend and hold the 
MPRB harmless against any and all claims made and against any suits instituted against the 
MPRB, its officers or employees, by reason of deductions under this article. 

ARTICLE3 
MANAGEMENT RIGHTS 

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

ARTICLE4 
DISCIPLINE 

Section 4.1 The MPRB will discipline employees who have completed the required probationary 
period only for just cause. The unit of measurement for any suspensions which may be assessed 
shall be in hours. Investigations into an employee's conduct which do not result in the imposition 
of discipline shall not be entered into the employee's official personnel file. 

Section 4.2 A suspension, w1itten reprimand, demotion or discharge of an employee who has 
completed the required probationary period must be provided in writing to both the employee and 
the Federation, and may be appealed through the grievance procedure as contained in AI1icle 5 of 
this Agreement. In the alternative, where applicable, an employee may seek redress through a 
procedure such as Civil Service, Veteran's Preference, or Fair Employment. Except as may be 
provided by Minnesota law or by Section 5 .11 of this Agreement, once a written grievance or an 
appeal has been properly filed or submitted by the employee or the Federation on the employee's 
behalf through the grievance procedure of this Agreement or another available procedure, the 
employee's right to pursue redress in an alternative fornm or manner is tenninated. 

Section 4.3 Employees shall receive copies of and be pennitted to respond to all letters of 
commendation or complaints that are entered and retained in the official personnel file . Upon the 
written request ofemployees, the contents of their official persom1el file shall be disclosed to them. 

Section 4.4 - Investigatory Interviews. 

(a) Before taking a formal statement from any employee, the MPRB shall provide to 
the employee from whom the formal statement is sought a written summary of the 
events to which the statement relates. To the extent known to the MPRB, such 
smmnary shall include: the date and time ( or period of time if relating to multiple 
events) and the location(s) of the alleged events; a summaiy of the alleged acts or 
omissions at issue; and the policies, mies or regulations allegedly violated. 
Except where impractical due to the inlmediacy of the investigation, the summaiy 
shall be provided to the employee not less than two (2) days prior to the taking of 
his/her statement. If the summaiy is provided to the employee just prior to the 
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taking of the statement, he/she shall be given a reasonable opportunity to consult 
with a Federation representative before proceeding with the scheduled statement. 

· (b) In cases where the MPRB believes that providing the pre-statement summary 
would cause a violation of the Minnesota Government Data Practices Act or cause 
undue risk of endangering a person, jeopardizing an ongoing criminal 
investigation or creating civil liability for the MPRB, the MPRB shall notify the 
Federation' s President or attorneys of the reasons it believes that the pre­
statement summary should not be given. 

(c) Nothing herein shall preclude an investigator, whether during or subsequent to the 
taking of a fo1mal statement, from soliciting inf01mation which is beyond the 
scope of the pre-statement summary but which relates to infonnation provided 
during the taking of the statement and which could fonn the basis of a disciplinary 
action. 

(d) An employee from whom a fonnal statement is requested is entitled to have a 
Federation representative present during the taking of such statement. 

(e) For the purpose of this Section 4.4, a "formal statement" is a written, recorded or 
transc1ibed record, whether in a nairntive f01m or in response to questions, which 
is requested to be provided by any sworn employee as pai1 of an investigation of 
alleged acts or omissions by a sworn employee(s) which may result in the 
imposition of discipline against any sworn employee(s). 

ARTICLE 5 
SETTLEMENT OF DISPUTES 

Section 5.1- Scope. This ai1icle shall apply to all members of the bargaining unit, but only as to 
resolution of grievances and not to interest arbitration. · 

Section 5.2 - Letter of Inquiry. Any employee may 1111tiate a "letter of inquiry" for the 
purpose ofrequesting from the MPRB or the Federation info1mation on salary, working conditions 
and/or benefits. The request shall be presented to the Federation in writing. A Federation 
representative shall process the letter of inquiry. Where the Federation representative believes it 
necessary, he/she may request in writing from the Superintendent such infonnation or 
interpretation necessary to enable the Federation to prepare a response to the inquiry. The 
Superintendent shall respond to such request by the Federation within ten (10) calendar days of 
receipt. The Federation then will respond to its member. 

Section 5.3 - Informal Problem Resolution. From time to time, concerns regarding 
possible violations of this agreement may arise. Many of these concerns can be resolved 
info1mally. A concern that cannot be resolved infonnally and which is subsequently presented to 
the Employer fomrnlly pursuant to the procedures set fo11h in this Article is called a grievance. 

Section 5.4 - Grievance Procedure. This grievance procedure is established to resolve any 
specific dispute between the Federation on behalf of any employee or group of employees and the 
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MPRB concerning, and limited to, the interpretation or application of the provisions of this 
Agreement. 

Subd. 1. - Step One. 

Within the time period specified below, an employee shall inform the Director, Park Safety 
and Security of the grievance in writing on the standard grievance form. If the employee 
has initiated the grievance without the assistance of a Federation representative, the 
employee shall present a copy of the grievance to the Federation at the time it is presented 
to the Director, Park Safety and Security. If an employee expressly requests a discussion 
with the Director, Park Safety and Security concerning the written grievance, such 
discussion shall take place within seven (7) calendar days after filing the grievance, unless 
the time is mutually extended. The discussion with the Director, Park Safety and Security 
shall be held with one of the following: 

a. The employee accompanied by a Federation representative; 
b. The employee alone on his/her own behalf. 

Within ten (10) calendar days after the grievance is filed or the discussion meeting 
concludes, whichever is later, the Director, Park Safety and Security shall state his/her 
decision in writing, together with the supporting reasons, and shall furnish one (1) copy to 
the employee who filed the grievance and one (1) copy to the Superintendent. Each step 
one decision shall be clearly identified as a "step one decision." 

A grievance must be commenced at step one no later than twenty (20) calendar days from 
the discovery of the grievable event(s) or from when the event(s) reasonably should have 
been discovered, or twenty (20) calendar days from the receipt of the Employer's 
response to a related letter of inquiry, whichever is earlier. 

Subd. 2 - Step Two. 
If a grievance is not resolved in Step 1 and the Federation wishes to continue the 
grievance, the Federation shall, within twenty (20) calendar days after receipt of the 
answer of the Director, Park Safety and Security, present the written grievance and 
replies to the MPRB Superintendent. The MPRB Superintendent, or this person's 
designee, shall consider the grievance and state his/her decision in writing to the 
Federation, together with the supp01iing reasons, within fomieen (14) calendar days after 
the receipt of the grievance. 

Subd. 3 - Step Three. 

Within twenty (20) calendar days of the date of the step two decision the Federation shall 
have the right to submit the matter to arbitration by inf01ming the Human Resources 
Director and Superintendent of Parks that the matter is to be arbitrated. 
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If the matter is to be arbitrated, a single arbitrator shall be selected from the panel of 
mutually agreed upon arbitrators. The initial panel of arbitrators and the process for 
removing, replacing and renewing the arbitrators on the panel shall be established by the 
mutual written agreement of the paiiies within thi1iy (30) calendar days of the ratification 
of this agreement or as soon thereafter as the paiiies are able to do so. Arbitrators shall be 
selected from the panel on a rotating basis. If a grievance is refeITed to arbitration before 
the pa1iies are able to agree on the selection of a panel of arbitrators, the paiiy refening the 
grievance to arbitration shall petition the Bureau of Mediation Services to provide a list of 
nine (9) qualified arbitrators from which the paiiies may select an arbitrator to hear the 
grievance. The MPRB and the Federation shall select an arbitrator using the alternate strike 
method with the paiiy exercising the first strike selected by coin flip . 

One representative of the Federation, the Grievant and all necessaiy employee witnesses 
shall receive their regular salaiy and wages for the time spent in the arbitration proceeding, 
if during regular work hours. 

The arbitrator shall render a written decision and the reasons, therefore resolving the 
grievance, and order any appropriate relief within thirty (30) calendar days following the 
close of the hearing or the submission of briefs by the paiiies. The decision and award of 
the arbitrator shall be final and binding upon the MPRB, the Federation and the 
employee(s) affected. 

The arbitrator shall have no authority to amend, modify, nullify, ignore, add to, 01' subtract 
from the provisions of this agreement. The arbitrator is also prohibited from making any 
decision that is contraiy to law or to public policy. 

Section 5.5- Mediation. The MPRB and the Federation, by mutual agreement, may 
utilize the grievance mediation process in an attempt to resolve a grievance before going 
to arbitration. 

The objective of mediation is to find a mutually satisfacto1y resolution to the dispute. The 
pmiies shall mutually choose a mediator or have a media.tor assigned by the Bureau of 
Mediation Services. 

One representative of the Federation, the Grievant and all necessaiy employee witnesses 
shall receive their regular salaiies or wages for the time spent in the grievance mediation 
proceeding, if during regular working hours. 

The following procedures shall apply to mediations conducted under this Section: 

(a) Arbitration time frames shall be tolled during the mediation procedure; however, 
there shall be no additional extensions without written mutual agreement. 

(b) Grievances that have been appealed to arbitration may be refeITed to mediation if 
both the Federation and the MPRB agi·ee. 

- 6 -



(c) Mediation conferences shall be scheduled in the order in which the grievance is 
appealed to mediation with the exception of suspension or discharge grievances, 
which shall have priority. 

( d) Promptly after both patties have agreed to mediate, the parties shall notify the 
Bureau of Mediation Services. The Bmeau of Mediation Services shall atrnnge for 
the conference. 

( e) The mediation proceedings shall be informal in nature, and the goal will be to 
mediate up to tlu·ee (3) grievances per calendar day. 

(f) Each patty shall have one (1) principal spokesperson that will have the authority to 
agree upon a remedy of the grievance at the mediation conference. 

(g) One (1) Grievant will have the right to be present for each grievance. 

(h) The issue mediated will be the same as the issue the parties have failed to resolve 
tlu·ough the grievance process. The mies of evidence will not apply, and no 
transcript of the mediation conference shall be made. 

(i) The mediator may meet separately with the parties during the mediation 
conference. The mediator will not have the authority to compel the resolution of a 
grievance. 

(j) Written material presented to the mediator or to the other patty shall be returned to 
the patty presenting the material at the te1mination of the mediation conference, 
except that the mediator may retain on (1) copy of the written grievance to be used 
solely for the purposes of statistical analysis. 

(k) If no settlement is reached during the mediation conference, the mediator shall 
provide the patties with an immediate oral advisory opinion. The opinion will 
involve the interpretation or application of the collective bargaining agreement and 
the reasons for his/her opinion. The patties may agree that no opinion shall be 
provided. 

(1) The advisory opinion of the mediator, if accepted by the parties, shall not constitute 
a precedent, unless the patties othe1wise agree. 

(m) If no settlement is reached as a result of the mediation conference, the grievance 
may be scheduled for arbitration in accordance with "Step Five" of the grievance 
procedure. 

(n) In the event a grievance that has been mediated is subsequently arbitrated, no 
person who served as the mediator may serve as the arbitrator. In the arbitration 
hearing, no reference to the mediator ' s advice or ruling may be entered as testimony 
nor may either party advise the arbitrator of the mediator ' s advice or ruling or refer 
at arbitration to any admissions or offers of the settlement made by the other patty 
at mediation. 
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(o) By agreeing to schedule a mediation conference, the MPRB does not acknowledge 
that the case is properly subject to arbitration and reserves the right to raise this 
issue notwithstanding Its agreement to schedule such a conference. 

(p) The fees and expenses of the mediator and mediation office, if any, shall be shared 
equally by the pmiies. 

Section 5.6 - Expedited Arbitration. Upon the mutual agreement of the pmiies, any 
grievance to be arbitrated may be refened to expedited arbitration where the time frame for 
effective resolution is so sh01i that the nonnal arbitration procedure would be untimely. Upon 
such refenal, the Federation and the MPRB will make i1m11ediate (within twenty-four (24) hours) 
arrangements with the panel selected by the pmiies, or if none has been selected, with the Bureau 
of Mediation Services. The expedited arbitration procedure shall begin as soon as the pmiies and 
the arbitrator can initiate a hearing. It shall be the specific request of both the Federation and the 
MPRB to have a decision within seven (7) calendar days of the hearing, and that no briefs will be 
filed. 

Section 5. 7 - Time Limits. Time limits, specified in this procedure may be extended by written 
mutual agreement of the pmiies. The failure of the MPRB to comply with any time limit herein 
means that the Federation may automatically process the grievance to the next step ofthe grievance 
procedure. Failure of the Federation or its employees to comply with any time limit herein renders 
the alleged violation untimely and no longer subject to the grievance procedure. 

Section 5.8 - Grievance Forms. The pmiies shall use jointly developed fonns to be used for 
the grievance procedure. Until such fonns are developed, a grievance may be commenced by any 
written statement which describes or identifies: the factual basis of the dispute; the contract 
provisions at issue; and the name of the grievant. 

Section 5.9 - Arbitration Expenses. The fees and expenses of the Arbitrator shall be 
divided equally between the MPRB and the Federation provided, however, that each Paiiy shall 
be responsible for compensating its own representatives and witnesses. If either Pa1iy desires a 
verbatim record of the proceedings, it may cause such record to be made provided it pays for the 
cost of preparing the record. Futiher, if the pmiy requesting the record requests submitting post­
hearing briefs, such pmiy shall at its cost provide a copy of the record to the other Pmiy and to the 
Arbitrator. 

Section 5.10 - Election of Remedy. Employees covered by Civil Service systems created 
under Chapters 43A, 44, 375, 387,419, or 420 of Minnesota Statutes, by a home rnle chaiier under 
Chapter 410 of Minnesota Statutes, or under Laws of Minnesota, 1941, Chapter 423 , may pursue 
a grievance through the procedure established under this section. When a grievance is also within 
the jurisdiction of appeals boards or appeals procedures created by Chapters 43A, 44, 375, 387, 
419, or 420 ofMinnesota Statutes, by a home rnle cha1ier under Chapter 410 ofMinnesota Statutes, 
or under Laws of Minnesota, 1941 , Chapter 423, the employee may proceed through the g1ievance 
procedure or the Civil Service appeals procedure, but once a written grievance or appeal has been 
properly filed or submitted by the employee or on the employee ' s behalf with the employee's 
consent, the employee may not proceed in the alternative manner. 
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Nothing in this contract shall prevent an employee from pursuing both a grievance under this 
contract and a charge of discrimination brought under Title VII, The Americans with Disabilities 
Act, the Age Discrimination in Employment Act, or the Equal Pay Act. 

"ARTICLE 6 
STRIKES AND LOCKOUTS 

Section 6.1 The Federation, its officers or agents, or any of the employees covered by this 
Agreement shall not cause, instigate, encourage, condone, engage in or cooperate in any strike, the 
stoppage of work, work slowdown, the willful absence from one's position, or the abstinence in 
whole or in pait from the full, faithful and proper performance of the duties of employment, 
regardless of the reasons for so doing. 

Section 6.2 In the event the MPRB notifies the Federation in writing that an employee may be 
violating this Aiticle, the Federation shall immediately notify such employee in writing of the 
MPRB's asse1tion and the provisions of this Aiticle. 

Section 6.3 Any employee who violates any provision ofthis A1ticle may be subject to disciplinary 
action or discharge. 

Section 6.4 The MPRB will not lock out any employee during the-te1m of this Agreement as a 
result of a labor dispute with the Federation. 

ARTICLE 7 
SALARIES 

Section 7.1 All salaiies shall be computed and paid on a biweekly basis. The regular amount of 
pay shall be the biweekly rate regardless of the number of hours on duty for that period, provided 
that the employee is on duty as scheduled or is on authorized paid leave. 

Section 7.2 

(a) Appendix "A", which is attached hereto and incorporated herein, shall be the 
schedule ofhourly salaries for employees during the period January 1, 2022 through 
December 31 , 2022. 

(b) Appendix "B" , which is attached hereto and incorporated herein, shall be the 
schedule ofhourly salaries for employees during the period January 1, 2023 through 
December 31 , 2023. 

(c) Appendix "C", which is attached hereto and incorporated herein, shall be the 
schedule ofhourly salaries for employees during the period January 1, 2024 through 
December 31, 2024. 
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The new salaty schedule shall be implemented on the first day of the payroll period closest to 
Januaty 1. 

Section 7.3 - Longevity. 

(a) Longevity Schedule. A longevity payment shall be paid to each employee at the beginning 
of the seventh year of police service in the amount specified in the attached Appendices A, 
Band C. Employees ofrecord as ofFebrnaiy 1, 1985 shall be regarded as having staiied 
at the 2nd Year step for longevity progression purposes. The dollar amounts specified in 
the Appendix shall be adjusted by the same percentage and at the same time as across the 
board increases in the base wages for the seventh step of the patrol officer wage schedule. 
An employee shall move to the next step in the longevity schedule on the anniversaiy of 
his/her employment with the Park Police Depatiment. 

Section 7.4 - Shift Differential. Employees in the Park Police who work or are assigned a 
regularly scheduled shift in which a majority of the work hours fall between the hours of 2:00 p.m. 
and 6:00 a.m. shall be paid a shift differential in the amount specified in the attached Appendices 
A and B for all hours worked. Shift Differential compensation shall not apply to voluntaiy changes 
of shifts as described in 9.5(b). "Voluntary" means: a request initiated by an employee; or a request 
initiated by the Employer for which an employee may decline without sanction. Changes for 
"Career Enrichment Assignments" are considered voluntary. The dollar amounts specified in the 
Appendix shall be adjusted by the same percentage and at the same time as across the board 
increases in the base wages for the seventh step of the patrol officer wage schedule. 

Section 7.5 - Pay Progressions. Employees shall be eligible to be considered for 
advancement to the next higher step within the pay range for their classification, if applicable, 
upon the completion of each twelve (12) months of actual paid service in such classification. 
Eligible employees shall receive timely step progressions, subject to satisfacto1y or better 
perfonnance. Such increases may be withheld or delayed in cases where the employee's job 
perf01mance has been of a less than satisfacto1y level in which case the employee shall be notified 
that the increase is being withheld or delayed and of the specific reasons therefor. All such denials 
or delays shall be subject to review under the provisions of Aliicle 5 (Grievance and Arbitration) 
of this Agreement. All increases approved pursuant to this section shall be made effective on the 
work day immediately following the employee's completion of each twelve (12) months of actual 
paid service as defined above. 

Section 7.6 - Pay Upon Promotion. The salaiy of an employee who is promoted to a position 
which provides for a higher maximum salaty than the employee's cun-ent position shall be the next 
increment higher than the salaty last received by such employee in the lower classification; 
provided, however, that if the next increment is not at least four percent ( 4%) higher than the salaty 
last received, the employee shall be advanced an additional increment ifone so exists and thereafter 
shall increase in accordance with Section 7.5 of this atiicle. The provisions of this subdivision 
shall also be applicable whenever an employee is detailed by the Minneapolis Civil Service 
Cmmnission to perfonn all or substantially all of the duties of a higher-paid classification. 

Section 7.7 - Lateral Entry. 
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(a) Vacation accrual and initial placement on the salary schedule in the classification of Police 
Officer, Parks for a new hire with prior experience as a sworn law enforcement officer shall 
be as follows: 

(1) One year of Park Police service shall be credited for every two full years of prior 
service with a large department or depai1ments. 

(2) One year of Park Police service shall be credited for every three full years ofprior 
service with a small depa11ment or depai1ments. 

(3) "Prior service", as referenced in subsections (a)(l) and (a)(2) does not include: 

1. service to an agency while licensed as part-time officer; 

11. service to an agency for which the employee ' s regular work 
schedule, except in the case of limitations on work hours for 
medical reasons, was less than an average of f011y ( 40) hours per 
week; or 

111. military service. 

(4) With regards to initial placement on the vacation accrual schedule, no new 
employee shall be placed at an initial annual accrual rate higher than 128 hours 
regardless of the years of his/her prior service. 

(5) The threshold for large/small depai1ment is 50 sworn employees as dete1mined by 
the most recent FBI "Crime in the United States" annual report. 

(6) For purposes of calculating qualified prior years of service, all full calendar 
months worked in qualified large or small depai1ments shall be summed before 
applying the service credit conversion for that type ofjurisdiction (i.e. large or 
small) as described in subsections (a)(l) and (a)(2), above. 

(7) The resulting full-credit-years as determined for both large and small depai1ments 
shall be added together to determine the total number of years of service credit 
that shall be awarded to the new employee. 

(8) A break in sworn service longer than six months between any of the prior 
jurisdiction jobs shall break the line of eligible work experience from work 
experience preceding the 6-month break in service. 

(9) Prior service credit will be considered only if the new employee's last day of 
active service in the prior sworn position was within two years of the date of an 
offer of employment by the Minneapolis Park Police. 

(b) Transfers between the Minneapolis Police Depai1ment and the Minneapolis Park Police 
Department are not pennitted. However, sworn personnel employed by the Minneapolis 
Police Depai1ment may be eligible to be considered as a lateral ently candidate for the 
classification of Park Patrol Officer in accordance with the terms set forth herein. 
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Notwithstanding any provisions of Section 7.7 (a), to the contrary, if a Minneapolis Police 
Officer is hired as a Police Officer, Parks time served in the Minneapolis Police shall be 
included as Department seniority for the purpose of determining the employee's vacation 
accrnal and placement on the salary schedule. Time served in the Minneapolis Police 
Depaitment will not count toward fulfilling in-service time requirements for competing in 
promotional examinations; computing seniority in promotional examinations; determining 
the order of bids for vacations; determining the order of layoffs; or determining other 
priorities among employees. 

Section 7.8 - Health Care Savings Account Contribution. Effective April 6, 2003 the Patties 
have adopted the Post-Retirement Health Care Savings Plan, as established in Minn. Stat. §352.98, 
as administered by the Minnesota State Retirement System ("MSRS"). Subject to the terms and 
conditions established by MSRS, said program will provide a totally tax-free reimbursement for 
eligible medical expenses to those fonner employees who have an account balance consisting of 
the contributions from the Employer, mandatory employee contributions, and investment returns. 

The Patties have negotiated that employees in this bargaining unit will make mandatory employee 
contributions in lieu of cash payment for the following items: 

• $100.00 bi-weekly per employee. 
• 100% of Sick Leave Severance due at retirement (see Section 28.02); 
• 100% of any unused vacation pay at the time of voluntary separation from service (see 

Section 11.6) 

ARTICLE 8 
CLOTHING AND EQUIPMENT ALLOWANCE 

Section 8.1 Effective Januaiy 1, 2000, existing employees are eligible for an allowance of seven 
hundred fifty dollars ($750.00) per year. Commencing on January 1, 2001, and on the first day of 
each calendar year thereafter, the allowance shall be adjusted by the percentage determined in 
accordance with the index described in Section 8.3, below. A newly hired employee shall be 
entitled, at any time during the first 18 months of his/her employment, reimbursement for the 
purchase price paid by him/her for clothing or equipment which complies with the list of approved 
clothing and equipment established by the MPRB. The MPRB reserves the right to approve 
unifo1ms and equipment for park police officers. The maximum amount for which reimbursement 
is allowed shall be equal to three (3) times the annual clothing and equipment allowance in effect 
at the commencement of the new employee's employment. The reimbursement allowance shall 
be in lieu of the annual clothing and equipment allowance and, therefore, newly hired employees 
shall not be entitled to the clothing and equipment allowance until after the third anniversaiy of 
their employment. Such an employee shall be entitled to the prorated po1tion ofthe annual clothing 
and equipment allowance for the calendar year in which his/her third anniversa1y occurs. If an 
employee leaves his/her employment with the Park Police prior to his/her third anniversaiy, the 
MPRB is entitled to recover from the employee an amount equal to 1/36 of the reimbursement 
allowance received by the employee during his/her employment times the number of full months 
by which the employee fell sho1t of attaining his/her 36 month anniversary. 
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Section 8.2 The Director, Park Safety and Secm:ity shall, oh or before May 1 of each year, submit 
to the MPRB for approval the name and rank of each employee on the payroll as of April 1 who 
is entitled to such an allowance. Such allowance shall be paid on or about June 1. 

Section 8.3 The Uniform C01m11ittee shall consist ofthree (3) persons selected by the Minneapolis 
Police Department and three (3) persons selected by the Federation. (The Park Police Federation 
Representative and a MPRB administrative representative are entitled to be members of this 
conunittee). The duties of the Unifo1m Committee shall include developing and maintaining a list 
of clothing and equipment which must be obtained in order to conunence employment with the 
MPRB. Beginning in December, 2000, and continuing each December thereafter, the C01m11ittee 
shall calculate the cost of obtaining all of the clothing and equipment on such list. The Co1mnittee 
shall then prepare and maintain a cost index which measures the annual percentage change from 
year to year in the cost of purchasing the clothing and equipment on the list. The Committee will 
provide a copy of the clothing and equipment list along with the cost for obtaining all of the items 
on the list to the MPRB Superintendent or designee by June 1. 

ARTICLE 9 
HOURS AND SCHEDULING OF WORK (FULL TIME EMPLOYEES) 

Section 9.1 - Windows of Shift Start Times. For the purpose of this Article 9, the following 
words have the meaning defined below: 

(a) "Day Watch" shall mean an assigned shift which starts between the hours of 
0500 hours and 1000 hours. 

(b) "Night Watch" shall mean .an assigned shift which starts between the hours of 
1500 hours and 2100 hours. 

(c) "Power Shift" shall mean an assigned shift which starts between the hours of 
1000 hours and 1300 hours. This shift will consist of no more than 40 percent of 
the Police Officer rank. 
( c-1) Power shifts shall be limited to ten ( 10) hour shifts. 

Section 9.2 - Normal Work Day and Work Period. 
(a) The nonnal work day shall be a shift of either eight (8), nine (9), or ten (10) 

consecutive hours of work. Except as specified herein, the MPRB shall have the 
discretion to dete1mine whether the nonnal work day for a specific assignment shall 
be eight (8), nine (9), or ten (10) hours. 

(b) The nonnal work week, regardless of shift arrangements shall be an average of f01ty 
(40) hours of work. However, nothing in this Agreement shall be construed to 
prohibit the establishment of an alternative work schedule provided that such 
schedule has the approval of the MPRB and the Federation. 

Section 9.3 - Work Schedules . 
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The MPRB shall create a work schedule for all employees covered by this Agreement showing 
their assigned shift, the staiting time therefore, their scheduled work days and their scheduled days 
off for the 28-day scheduling period. Work schedules shall be posted no later than ten (10) 
calendar days prior to the beginning of the 28-day cycle. The following principles shall apply with 
regard to establishing the schedule: 

(a) An employee may generally be scheduled to work up to six (6) days consecutively. 
Ifan employee is scheduled to work six (6) consecutive days, he/she must generally 
be scheduled to have at least two (2) consecutive days offbefore he/she is scheduled 
to return to work. 

(b) An employee scheduled to work a double-back shift (ie; night shift to day shift 
without a day off) shall be compensated four ( 4) hours of straight time pay, unless 
voluntary for the employee's benefit. 

Section 9.4 - Work Assignments. The MPRB retains the discretion to establish or eliminate as 
it deems necessary work assignments. 

Section 9.5 - Temporary Change in Shifts. 
The MPRB shall have the right to temporarily depait from an officer ' s bid shift (hours of work) 
and his/her posted 28-day work schedule. However, hours worked that are different from an 
officer's bid shift and/or posted 28-day work schedule (including any hours which would have 
fallen within the posted schedule had no such depaiture been made) shall be compensated at the 
Ove11ime rate pursuant to Section 10.2 except as otherwise sp·ecified in this Section 9.5. When 
such a change is to be made, the MPRB shall attempt to provide involved employee(s) with as 
much advance notice as is possible; and a minimum of eight (8) off-duty hours between work 
assignments. Such temporary changes in an employee's shift shall not nmmally exceed thi11y (30) 
calendar days. Nothing in this aiticle shall be construed as a limitation or restriction upon the 
MPRB respecting the scheduling of employees and/or the operation of the Depaitment in Public 
Safety emergency situations as declared by the MPRB Superintendent. 

Subd. (a) Changes Made for Training. If the employer gives an employee written notice 
of a change in the employee's normal hours of work prior to the posting of the 28-day work 
schedule, there shall be no compensation if the change is to accommodate required training for the 
employee. Once the 28-day schedule is posted, the employer may change the hours of work on a 
scheduled work day without compensation to accommodate required training for the employee, 
provided the employer gives the employee at least 14 days advance written notice. 

Subd. (b) No Compensation for Voluntary Changes. No change of shift compensation 
is payable for changing an employee ' s hours of work or day of work if the change is voluntary. 
"Voluntary" means: a request initiated by an employee; or a request initiated by the Employer for 
which an employee may decline without sanction. Changes for "Career Enrichment Assignments" 
are considered voluntary. The Employer shall grant a shift-change request made by an employee 
who is on limited duty status resulting from a qualified 1OD injury when such request is to allow 
the employee to attend physical therapy or a medical appointment relating to the injury during on­
duty time. 
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Subd. (c) Limitation on Compensation With 14-Days' Advance Notice. When the 
Employer changes the hours of work for a block of consecutive scheduled work days after the 
posting of the 28-day schedule for reasons other than training or a voluntary change, the change 
of shift compensation shall be payable only for the first day of the block of consecutive work days 
provided the employer gives the employee written notice of the change not less than 14 days in 
advance. 

Subd. (d) Special Events. When special events occur, and cannot be covered by the 
affected shift, the Employer has the right to change the employees ' bid shifts, first by volunteer 
and then by inverse seniority. In this situation, the event causing the greatest staffing in1pact shall 
be a MPRB owned event. However, small ancillmy permitted events (and potentially extra-duty) 
may occur simultaneously. For purposes of this section, "MPRB Owned Event" shall mean events 
such as Emth Day, the Minneapolis Bike Tour, and Fomth ofJuly that are produced by the MPRB 
through the Community Outreach Events Department or a similar depmtment. 

This shall occur no more than six (6) days per calendar year at the discretion of the Director, Park 
Safety and Security. 

When such change is made prior to the posting of a 28-day schedule, the employer is not obligated 
to pay Temporary Change of Shift Overtime, as required in Section 9.5 of this contract 
agreement. 

Subd. (e) Special Assignments. When posted as pait of the regular schedule, special assignments 
will not qualify for change of shift compensation and may be assigned outside of the employee ' s 
bid shift (Section 9.3(6) "Double-back" provision would still apply.) Whenever possible, special 
assigmnents will be filled on a voluntmy basis. Special assignments include bike patrols, directed 
patrol/plain clothes operations, background investigations, and other similar assignments. 

Section 9.6- Work Schedules and Bidding 

Subd. (a) Bidding Process. Uniformed patrol officers and patrol sergeants shall be 
entitled to bid to a day or night shift based on classification seniority. On or before October 15 of 
each year, the Depmtment shall post a list showing the number of uniformed patrol officers and 
patrol sergeants that it will assign to day shift and night shift for the following year (the "Bid 
Assignments"). Beginning on November 15 ( or the first weekday thereafter if the 15 th falls on a 
weekend) of each year, unifonned patrol officers and patrol sergeants shall be entitled to bid on 
all available Bid Assigmnents for the upcoming payroll year. Bidding must be completed and the 
schedule for the upcoming year posted as soon as is practical and in no event later than twenty­
one (21) days prior to the Commencement Date. The bidding priority of eligible employees shall 
be established based on rank (first Sergeant, and then Patrol Officer) and on seniority within rank 
as determined by the "appointment date in rank" as noted in the records maintained by the 
Department. The Commencement Date shall be between December 15 and Janumy 15 and shall 
be determined each year to be the date that is: the first day of a twenty-eight (28) day scheduling 
period; and closest to J anumy 1. If two scheduling periods stmt on dates th~t are of equal distance 
from January 1, the Commencement Date shall be the first date ofthe scheduling period that begins 
after January 1. Once the bid is completed, an employee shall be entitled to retain his bid shift, 
except as otherwise provided in this A.tticle. 
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Subd. (b) Removal From a Bid Assignment. Once an employee has successfully bid for 
a Bid Assignment, the employee shall not be removed from the Bid Assignment unless: the 
employee agrees to accept another assignment, the employee is transferred or removed by reason 
of disciplinary action; the employee is reassigned pursuant to application of the inverse seniority 
provisions in this Section 9.6; or the retention of the employee in the assignment would unduly 
disrnpt the operations of the shift to which he/she is assigned. Notwithstanding the foregoing, 
eligible employees in the rank of sergeant may be transferred from a Bid Assigmnent when 
necessary to satisfy the legitimate needs of the Department so long as such transfers are not 
arbitrary or capricious. 

Subd. (c) Filling Vacancies. Newly hired employees may be assigned to days or nights 
at the discretion of the Employer. If it becomes necessary to rebalance the allocation ofpersonnel 
between days and nights, the Employer shall first seek volunteers to move from days to nights or 
vice versa. Ifnot enough employees volunteer, the Employer may move employees from one shift 
to the other by inverse seniority. 

ARTICLE 9A 
PART-TIME POLICE OFFICER POSITIONS 

Section 9A.1 - Part-Time Police Officer Positions. The l\.1PRB commits to its best efforts to 
maintain the current number of established full -time, Peace Officer Standards and Training 
("POST") licensed positions (35 total): Should reductions in full-time staffing occur, pait-time 
positions must be eliminated first. The current allocation of full-time POST positions is as follows: 

• 1 Park Police Chief (FT) 

• 2 Police Lieutenant, Parks (FT) 

• 8 Police Sergeant, Parks (FT) 

• 24 Police Officer Parks (FT) 

Section 9A.2 Ratio of Full-Time to Part-Time Positions. For every four ( 4) full -time, POST 
licensed positions authorized within the l\.1PRB Annual Budget, the l\.1PRB may hire a full-time 
equivalent (FTE) pait-time officer(s). Pait-time officers shall possess regular, full-time POST 
licenses. 

Section 9A.3 - Number of Officers per Part-Time FTE. A pait-time FTE may be divided 
among several part-time officers, but never more than three (3) pa1t-time officers per 1.0 FTE. By 
way of example, based on cunent full-time staffing (35 FTE positions), 8.75 FTE pait-time 
positions would be allowable. 

Section 9A.4 - Benefits for Part-Time Officers. Ce1tified pait-time officers receive the 
following pro-rated benefits as provided in this Agreement and are represented by the POFM on 
the same te1ms and conditions as provided in this Agreement. Benefits for pait-time officers 
cmTently include: 

• Prorated leave accrual (vacation and sick leave) 

• Prorated holiday pay (based on hours worked with the pay period of the holiday) 

• Prorated unifmm allowance (based on hours worked May 1 - April 30) 
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• Standard overtime calculation 

Pait-time officers are not eligible for the following benefits provided to full-time officers under 
this Agreement: 

• No performm1ce premium 

• No longevity, shift differential, comp time, extra-duty compensation, or guaranteed health 
msurance 

• Sections 9.1 (Windows of Shift Stmt Times), Section 9.2 (N01mal Work Day and Work 

Period), Section 9.6 (Work Schedules and Bidding), Alticle 17 Physical Fitness Program 
shall NOT APPLY. 

Section 9A.5 - Training for Part-Time Officers. Minimum training standards for pmt-time 
officers shall be consistent with those of full-time officers. 

Section 9A.6 - Wages and Advancement for Part-Time Officers. The following wage and 
advancement schedule shall apply to part-time officers: 

Part-Time Steps Wa2e Advancement 
Step 1 FT Step 2 NIA 
Step 2 FT Step 4 After 700 Hours 
Step 3 FT Step 6 After 2000 Hours 

Section 9A.7 - Prioritv for Extra Duty. Extra duty shall be filled in accordance with the 
following priority: 

1. Full-Time MPRB Officers, on a volunteer basis; 
2. Pait-Time MPRB Officers, on a volunteer basis ; 

3. If no bargaining unit members volunteer for the posted assignment within seven days of 
the assigmnent taking place, the MPRB may, at its own discretion, offer work to other job 

class ifications and/or qualifying supplemental law enforcement officers . "Qualifying 

supplemental law enforcement officers" is defined as POST licensed law enforcement 
officers employed full-time by law enforcement agencies; said law enforcement agencies 

must have jurisdiction to enforce laws in the State of Minnesota within MPRB prope1ty. 

The MPRB will post extra duty assignments exclusively for bargaining unit members for 

at least 72 hours. In cases when the MPRB has less than 72 hours of notice prior to an 

extra duty event, the posting time requirements do not apply. 
4. Full-Tin1e and Part-time MPRB Officers, on an assigned basis; 

Section 9A.8 - Condition for Requesting an Additional Full-Time Officer. In the event that 
pmt-time MPRB officers collectively average 360 hours or more per week over a twenty­
consecutive week period, this will trigger a budget request for an additional full-time officer for 
the subsequent calendar year. 

ARTICLE 10 
OVERTIME 
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Section 10.1 - Overtime. This article is intended to define and provide the basis for the calculation 
of ove1time pay or compensatory time off, as applicable. Nothing herein shall be constrned as a 
guarantee of ove1time work. All employees may be required to work ove1time. 

Section 10.2 - Overtime and Overtime Pay. 

Subd. (a) Definition of Overtime. Overtime is defined as any hours of work which 
deviate from an employee's posted work schedule as described in Section 9.3 of this Agreement 
unless such deviation is voluntary on the part of the employee or is made necessa1y by required 
training activities as provided under Section 9.5 of this Agreement (Temporary Change in Shifts) , 
in which case no ove1time shall be deemed to have been worked. 

Subd. (b) Overtime Pay. Except where an employee has elected to receive ove1time 
pay in the fonn of compensatmy time off, all ove1time shall be paid in cash at the rate of one and 
one-half (1 ½) times the employee's regular hourly rate. Where compensatmy time has been 
elected, one and one-half (1 ½) hours of compensat01y time shall be accrued for each hour of 
ove1time worked. 

Subd. (c) Payment ofAccumulated Compensatory Time. Twice per year, the MPRB 
shall reduce any Officers ' outstanding accumulated compensat01y time to ten (10 hours) . 
Payments are mandat01y, will be paid in cash and made on or about June 1 and December 1. 
Notwithstanding the foregoing, when an employee is promoted to the rank of Lieutenant or above, 
the Employer, in its sole discretion, may liquidate all or any portion of the employee's entire 
compensato1y time bank by paying the employee such hours at his/her cunent hourly rate (the rate 
in effect immediately prior to the promotion). 

Subd. (d) Maximum Allowable Compensatory Time Balances. The maximum 
allowable compensat01y time balance for all employees shall be thi1ty-six (36) hours. 

Subd. (e) Compensatory Time Off Provided an employee gives 14 days written notice 
to the Director, Park Safety and Security or designee of the intent to use compensat01y time, that 
request shall be granted. An advance request for compensato1y time off may be denied for days 
on which days off and vacations have been cancelled for all of the personnel in the employee 's 
shift. The Employer retains the sole discretion to grant or deny requests to take compensato1y time 
off when the request is made less than fomteen (14) calendar days in advance. 

Section 10.3 - Call-Back Minimum. Bargaining Unit members called to work during scheduled 
off-duty hours shall be compensated a minimum of 4 hours (straight-time) or for actual hours 
worked at the rate of one and one-half (1 ½) hours, whichever is more. Unit member may opt for 
compensato1y time or cash payment. The minimum of four ( 4) hours shall not apply when such a 
call to work is an extension of or early repo1t to a scheduled shift. This provision shall not apply 
to situations arising out of Section 9.5, Temporary Change in Shifts . 

Section 10.4 - Standby. Employees properly authorized and required by MPRB rules to standby 
for duty shall be compensated at the rate of one (1) times the regular hourly rate. Time shall be 
calculated to the nearest one-half(½) hour. If standby status is canceled prior to 6:00 p.m. on the 
day preceding the scheduled standby status, the MPRB shall not be obligated to compensate an 
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employee for standby status. If standby status is canceled after 6:00 p.m. on the day preceding the 
scheduled standby status, but before 9:00 a.m. on the day of the scheduled standby status, the 
MPRB shall be required to compensate the employee for one (1) hour of standby. Ifstandby status 
is canceled after 9:00 a.m . on the day of the scheduled standby status, the MPRB shall be required 
to compensate the employee for the greater of: two (2) hours of standby; or the compensation 
specified under this Section 10.4 for time actually served on standby status. Notice of cancellation 
for purposes of this section shall mean by telephone, including voicemail. E-mail shall not be 
considered sufficient notice. 

Section 10.5 - Court Time and Preparation. 

(a) Employees will be compensated for all time required for court or proceedings of 
the Civilian Review Authority, including time required in standby status in 
anticipation of such appearances when: 

(1) The comi case is within the scope of the employee's employment and the 
employee is under subpoena or trial notice for the appearance, a copy of 
which has been provided to the Park Police; or 

(2) The employee's appearance is before the Civilian Review Authority. 

(b) An employee will be permitted necessary time in consultation with attorneys while 
on-duty, provided: 

(1) The case is within the scope of the employee's employment and, 

(2) Prior approval of such on-duty consultation is received from the employee's 
immediate supervisor. 

(c) Employees shall be compensated for all off-duty time spent in consultation with 
attorneys where: 

(1) The MPRB (i.e., the Minneapolis City Attorney, an involved county 
attorney and/or federal authority) requires the employee's attendance at such 
meeting, and 

(2) The consultation cannot reasonable be rescheduled to the involved 
employee's n01mal on-duty hours, and 

(3) The same scope of employment and prior approval criteria outlined in 
Paragraph 10.5(b ), above, are satisfied. 

Section 10.6 - Special Overtime Practices. 

Subd. (a) Field Training Officers. An employee who serves as a Field Training Officer 
(FTO) shall receive compensation for the duties associated with the assigmnent, in addition to the 
employee ' s regular compensation for the hours actually worked, for each workday or part thereof 
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in which he/she acts as an FTO with the responsibilities for reporting the performance of the 
trainee. An employee may elect to be compensated for each FTO day by either: one and one­
quaiier (1 1/4) hours in compensatory time or two (2) hours cash compensation at his/her regular 
hourly rate. 

An FTO in good standing with the Field Training Program will receive an additional 40 hours of 
vacation time each year in which the Field Training Officer meets the program requirements. The 
FTO vacation compensation will be divided into qua1ierly accrnals (10 hours per quaiier). The 
Director, Park Safety and Security will approve the quaiierly accrnals by providing a list of Field 
Training Officers who have remained in good standing to Park Payroll for processing at the 
conclusion of each quaiier. The Depaiiment will attempt to staff its FTO program with volunteers, 
but reserves the right to reject a volunteer who it dete1111ines is not appropriate to serve as an FTO 
and to assign employees to FTO duties if the needs of the Depaiiment cannot be fully staffed by 
volunteers. The Depaiiment will use its best effo1is to reasonably limit the number of consecutive 
months during which it will involuntarily assign an employee to FTO duties. An employee who 
is involuntarily· assigned to serve as an FTO for 60 or mcire shifts during a calendar year shall 
receive two additional floating holidays to be used in the following calendar year. 

Subd. (b) Buy-Back Policing. Paiiicipation in the MPRB or Minneapolis Police 
Depaiiment's Buy-Back Policing is voluntary. An employee who works buy back shall be paid 
cash compensation for all hours worked therein at one and one-half (1 ½) times the employee ' s 
regular hourly rate. 

Subd. (c) Buy-Back definitions 
For purposes of this unique ove1iime practice, Buy-Back Policing shall mean community 

crime prevention, special investigative and other law enforcement activities n01mally within the 
scope of the authority of the MPRB. Additional activities may be added only upon the express 
written agreement of the Patties. 

Buy-back opportunities shall be available to all employees in the ranks of patrol officer, 
sergeant and lieutenant on a non-discriminatory basis. The MPRB shall maintain a system of 
posting buy-back oppo1tunities that includes a description of the duties and the available dates and 
times so that any interested and eligible employee can sign-up for such duties. Buy-back 
assignments shall be available, subject to reasonable restrictions to ensure fairness to all eligible 
employees, on a "first-come, first-served" basis. If the buy-back assignments cannot be filled from 
within the Park Police, the MPRB may fill such assignments by providing an equal opp01iunity 
for volunteers from the Minneapolis Police Depaiiment. 

Subd. (d) Extra-Duty Assignment. 
(1) Members of the bargaining unit may be offered "extra duty" assignments by the 

MPRB, or others under the authority of the MPRB, which may be in addition to the no1111al 
schedule. Extra duty assignments shall be offered to members of the bargaining unit first 
in the order listed in 9A.7. If no bargaining unit members volunteer for the extra duty 
assignment pursuant to 9A.7, the MPRB has the tight to offer extra duty assignments to 
Park Patrol Agents or supplemental law enforcement officers at MPRB ' s discretion . When 
required, MPRB shall assign extra duty assignn1ent to members of the bargaining unit by 
inverse seniority. 
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(2) Effective the date of all parties signing this contract an employee who works an 
Extra Duty assigmnent will be compensated by job type and for hours worked. 

Employees unde11aking patrol officer-type extra duty assignments will be paid at the rate 
of one and one-half (1 ½) times the cunent top step Park Police Patrol Officer hourly rate 
of pay, including the cmTent top longevity step. This will be referred to as "Extra Duty -
Base Premium." 

Effective Janua1y 1, 2023 Extra Duty - Base Premium shall be two (2) times the current 
top step Park Police Patrol Officer hourly rate of pay, including the current top longevity 
step. 

Employees unde11aking supervisory extra duty assignments will be paid at the rate of one 
and one-half (1 ½) times the cunent Park Police top Sergeant pay, including the top 
longevity step. This will be referred to as "Extra Duty - Coordinator Premium." 

Effective Januaiy 1, 2023 Extra Duty - Coordinator Premium shall be two (2) times the 
cmTent top Sergeant pay, including the cmTent top longevity step. 

iv1PRB staff with responsibility for coordinating external events will determine when it is 
appropriate to assign supervisors to an assignment. 

(3) Any officer of any rank from the Minneapolis Park Police Depai1ment will be 
paid a minimum of four ( 4) hours at their assigned Extra Duty rate. 

(4) Employees working Extra Duty on most holidays will be paid the regular Extra 
Duty rates ( either Base Premium or Coordinator Premium, depending on the nature of the 
work assignment). 

On Independence Day and Thanksgiving, employees engaged in Extra Duty work will be 
paid special rates. For those working in officer roles, the compensation will be calculated 
at two and a quai1er (2.25) times the cunent rate of pay at the top-ranking Park Police 
Patrol Officer (including the cmTent top longevity step). This will be referred to as "Extra 
Duty-Holiday Premium." For those working in coordinator roles, the compensation will 
be calculated at two and a quai1er (2.25) times the top step of Park Police Sergeant 
(including the cmTent top longevity step). This will be referred to as "Extra Duty-Holiday 
Coordinator." 

Effective Januaiy 1, 2023 Extra Duty- Holiday Premium shall be 2.5 times the cmTent top 
step Park Police Patrol Officer hourly rate ofpay, including the current top longevity step. 
Extra Duty- Holiday Coordinator shall be 2.5 times the top step of Park Police Sergeant, 
including the current top longevity step. 

Should the iv1PRB charge an event permit holder a rate above the standard fee for Extra 
Duty Base Premium or Coordinator Premium, on dates other than Thanksgiving or 
Independence Day, the officer shall be paid at a rate proportional to the rate above the 
standard fee that is charged to the event pennit holder. This will be referred to as "Extra 
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Duty-Sponsored Event Premium". 

(5) If an event is cancelled prior to 18:00 hours of the day prior to the event, but 
within five (5) calendar days ofwhen the event was scheduled to stm1, officers shall receive 
two (2) hours of straight time pay. If the event is cancelled after 18:00 hours on the day 
prior to the event up to and including the scheduled stm1 time of the event officers shall be 
paid four ( 4) hours at the assigned Extra Duty rate. Ifthe event is cancelled five ( 5) calendar 
days in advance ( or longer), the officer is entitled to no compensation. 

Section 10.7 - Holidays. 

Subd. (a) Major Holidays. Employees shall be compensated at the ove11ime rate for all 
hours worked during any shift which begins on all Holidays recognized in Section 12.1. The 
pmties hereby agree that an employee ' s "regular hourly rate" on each of the qualifying holidays is 
1.5 times the employee' s hourly rate in effect for work days other than such holidays and, 
therefore, when an employee works "overtime" as defined by Section 10.2, Subd. (a) of the Labor 
Agreement, on one of the qualifying holidays or as an extension of a shift that qualifies for holiday 
pay under Section 10. 7 of the Labor Agreement, and when the employee is also compensated at 
straight time for the holiday, the effective rate of pay for such ove11ime hours is 2.25 times the 
employee's normal (non-holiday) hourly rate. The additional compensation payable for working 
on one of these holidays shall be payable in cash. 

Subd. (b) Floating Holidays. In lieu of additional compensation with regard to other 
holidays recognized in Section 12.1, commencing with the 2011 payroll year, and continuing 
thereafter, on the first day of the payroll year each employee shall be credited with a holiday time 
bank consisting of the number of hours of two (2) regular work days. The employee ' s "regular 
work day" shall be determined based on the employee ' s assignment as of the first day of the payroll 
year. Requests for holiday tin1e off shall be considered by supervisors on the same basis as 
vacation requests. Holiday time does not cany over from year to year and therefore, holiday time 
banks will reve11 to zero as of 11 :59 P .M. on the last day of each payroll year. Accmed but unused 
holiday time off at the time of an employee ' s separation from service shall be forfeited and, 
therefore, no compensation shall be payable for such accmed time. 

Subd. (c) Donated Federation Day. All employees shall receive one (1) day to be 
donated to the Federation per Aiticle 21, Section 21.3 Subd. (2) . 

ARTICLE 11 
VACATIONS 

Section 11.1 - Eligibility: Full-Time Employees. Vacations with pay shall be granted to 
pe1manent employees who work one-half(½) time or more. Vacation time will be detennined on 
the basis of continuous years of service, including time in a classified or unclassified position 
immediately preceding appointment or reappointment to a classified position. For purposes of this 
mticle, continuous years ofservice shall be detennined in accordance with the following: 

(a) Credit During Authorized Leaves ofAbsence. Time on authorized leave of absence 
without pay, except to serve in an unclassified position, shall not be credited toward 
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years of service, but neither shall it be considered to intenupt the periods of 
employment before and after leave of absence, provided an employee has accepted 
employment to the first available position upon expiration of the authorized leave 
of absence. 

(b) Credit During Involuntary Layoffs. Employees who have been involuntarily laid 
off shall be considered to have been continuously employed if they accept 
employment to the first available position. Any absence of twelve (12) consecutive 
months will not be counted toward years of service for vacation entitlement. 

(c) Credit Dming Periods on Disability Pension. Upon return to work, employees shall 
be credited for time served on workers' compensation (those returning to active 
employment after January 1, 1996) or disability pension as the result of disability 
incmTed on the job. Such time shall be used for the purpose of determining the 
amount of vacation to which they are entitled each year thereafter. 

(d) Credit During Military Leaves of Absence. Employees returning from approved 
militaiy leaves of absence shall be entitled to vacation credit as provided in 
applicable Minnesota statutes. 

Section 11.2 - Vacation Benefit Levels. Eligible employees shall earn vacations with pay in 
accordance with the following schedule: 

Employee's Credited Working Days Hours 
Continuous Service Vacation Per Year Per Year 

One tlu-ough Four Years 12 Days 96 Hours 
Five through Seven Years 15 Days 120 Hours 
Eight through Nine Years 16 Days 128 Hours 

Ten tlu·ough Fifteen Years 18 Days 144 Hours 

Sixteen through Seventeen Years 21 Days 168 Hours 
Eighteen through Twenty Years 22 Days 176 Hours 

Twenty-One Years and Above 26 Days 208 Hours 

Section 11.3 - Vacation Accruals and Calculation. The following shall be applicable to the 
accrnal and usage of accrned vacation benefits: 

(a) Accrnals and Maximum Accrnals. Vacation benefits shall be calculated on a direct 
propmiion basis for all hours of credited work other than ove1iime and without 
regard to the calendar year. Benefits may be cumulative up to and including four 
hundred ( 400) hours. Accrued benefits in excess of four hundred ( 400) hours shall 
not be recorded and shall be considered lost. 

(b) Negative Accrnals Not Permitted. Employees ce1iified to pe1manent positions shall 
not be allowed to accrue a negative balance in their vacation account. 
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(c) Vacation Usage and Charges Against Accruals. Vacation shall begin on the first 
working day an employee is absent from duty. When said vacation includes a 
holiday, the holiday will not be considered as one of the vacation days. 

(d) Vacation Credit Pay. All bargaining unit employees shall be entitled to elect to 
receive compensation for vacation time that will be earned in the subsequent year 
in accordance with the te1ms of this paragraph. Not less than thirty (30) days prior 
to the beginning of the payroll year during which the vacation subject to such 
election is accrued (hereafter the "Accrual Year"), employees may seek payment 
for up to fo1ty ( 40) hours of accrued vacation time that will be accrued during the 
Accrual Year. Such election, once made, shall be irrevocable. Thus the hours 
elected for compensation shall not be eligible for use as vacation. Payment to the 
employee who has elected to receive payment shall be based on the employee' s 
regular base rate ofpay in effect on December 31 ofthe Accrual Year. The vacation 
credit pay shall be paid to the employee within ninety (90) days after the Accrual 
Year. Employees, at their sole option, may authorize and direct the Employer to 
deposit vacation credit pay to a defetTed compensation plan administered by the 
Employer provided such option is exercised in a manner consistent with the 
provisions governing regular changes in defetTed compensation payroll deductions. 

Section 11.4 - Vacation Pay Rates. 

Subd. (a) Normal. The rate of pay for vacations shall be the rate of pay employees 
would receive had they been working at the position to which they have been permanently 
certified, except as provided in Paragraph (b), below. 

Subd. (b) Detailed (Working Out of Class) Employees. Employees on detail 
(working out of class) for a period of less than thi1ty (30) calendar days immediately prior to 
vacation will be paid upon the basis of the position to which they have been pennanently ce1tified. 
Employees on detail for more than thitty (30) calendar days immediately prior to vacation will be 
paid upon the basis of the position to which they have been detailed. 

Section 11.5 - Scheduling Vacations. Vacations are to be scheduled in advance and taken at such 
reasonable times as approved by the employee's immediate supervisor with pa1ticular regard for 
the needs of the MPRB, the seniority of employee in his/her rank or detailed rank, and, insofar as 
practicable, the wishes of the employee. No vacation shall be assigned by the Employer or 
deducted from the employee's account as disciplinaty action. 

Section 11.6- Payment for Unused Vacation on Separation. The value of any vacation balance 
due upon voluntmy separation shall be deposited into the employees Post-Retirement Health Care 
Savings Plan, as established in Minn. Stat. §352.98 as administered by the Minnesota State 
Retirement System. 

ARTICLE 12 
HOLIDAYS 
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Section 12.1 - General. The following days shall be observed as paid holidays for all permanent, 
full-time employees: 

1. New Year 's Day 
2. Martin Luther King, Jr. Day 
3. President' s Day 
4. Memorial Day 
5. Juneteenth 
6. Indepe:ndence Day 
7. Labor Day 
8. Indigenous Peoples Day/Columbus Day 
9. Veterans bay 
10. Thanksgiving Day 
11. Day after Thanksgiving 
12. Christmas Day 

The employer retains the right to require employees to work on holidays. 

Section 12.2 - Religious Holidays. An employee may observe religious holidays which do not 
fall on the employee's regularly scheduled day off. Such religious holidays shall be taken off 
without pay unless: 1) the employee has accumulat"ed vacation benefits available in which case 
the employee shall be required to take such holidays as vacation; or 2) the employee obtains 
supervis01y approval to work an equivalent number ofhours (at straight-time rates ofpay) at some 
other time during the calendar year. The employee must notify the Director Park Safety and 
Security in writing at least ten (10) calendar days in advance of her/his religious holiday of his/her 
intent to observe such holiday. The Director Park Safety and Security may waive th.is ten (10) 
calendar day requirement if the Employer dete1mines that the absence of such employee will not 
substantially interfere with the MPRB's function. 

ARTICLE 13 
INSURANCE BENEFITS 

Section 13.1 - Group Health Insurance. 

Subd. (a) Enrollment and Eligibility. Upon proper application, pe1manently ce1iified 
full-time employees shall be enrolled as a covered paiiicipant in one of the MPRB's available 
indemnity insurance plans and shall be provided with the coverage's specified therein. Coverage 
under the selected plan shall become effective no later than the first day of the calendar month 
immediately following first date of employment. Eligible employees may waive coverage under 
the Employer's available indemnity insurance plans by providing written evidence satisfacto1y to 
the Employer that they are covered by health insurance or have HMO coverage from another 
source at the time ofopen enrollment and sign a waiver ofcoverage under the Employer's available 
plans. Subsequent coverage eligibility for such employees, if desired, shall be governed by the 
provisions of the contracts of insurance between the Employer and the providers of such coverage. 

Subd. (b) Employer and Employee Premium Contributions - Health Insurance. 
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Contributions toward the cost ofpremiums for health insurance shall be governed by the Letter of 
Agreement, which is attached to this Collective Bargaining Agreement and hereby incorporated 
by reference as Appendix D (2022) 

Subd. (c) Participation in Negotiating Health Care Costs. The Minneapolis Board of 
Business Agents shall be entitled to select up to five representatives to pai1icipate with the 
Employer in negotiating with Health Care Benefit Plan providers regarding the terms and 
conditions of coverage that are consistent with the benefits confened under the collective 
bargaining agreements between the Employer and the ce11ified exclusive representatives of its 
employees. 

Section 13.2 - Group Life Insurance. Pennanently ce11ified full-time employees shall be 
enrolled in the Employer's group te1m life insurance policy and shall be provided with the 
coverages specified therein in the face amount of fifty thousand dollars ($50,000.00) . Coverages 
shall become effective no later than the first day of the calendar month immediately following the 
first date of employment. The Employer shall pay the required premiums for the above amounts 
and the MPRB shall continue to provide airnngements for employees to purchase additional 
amounts of life insurance. 

Section 13.3 - Group Dental Insurance. Pennanently ce11ified full-time employees shall be 
enrolled, along with their eligible dependents in the MPRB's group dental insurance policy and 
shall be provided with the coverage specified therein. Coverage shall become effective no later 
than the first day of the calendar month immediately following the first date of employment. The 
MPRB shall pay the required premiums for the policy on a single/family composite basis. 

Section 13.4 - MinneFlex. Employees who have established enrollment eligibility under the 
provisions of Paragraph 13 .l(a), (Enrollment and Eligibility) of this ai1icle, shall be provided an 
opp011unity to pai1icipate in the MPRB's MinneFlex Plan - a qualified plan which provides special 
tax advantages to employees under IRS Code Section 125. The Plan Document shall control all 
questions of eligibility, enrollment, claims and benefits. 

ARTICLE 14 
BULLETIN BOARDS 

The MPRB shall provide reasonable bulletin board space at for use by the Federation in posting 
notices of Federation business and activities; said bulletin board space shall not be used by the 
Federation for political purposes other than Federation elections. 

ARTICLE 15 
EXAMINATION TIME 

When an employee is scheduled to take a Minneapolis Civil Service promotional examination 
during his or her regular scheduled hours of duty, the MPRB shall grant reasonable time off to take 
the examination except in emergencies as declared by the MPRB Superintendent. If such an 
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emergency occurs, the MPRB shall request the Civil Service Commission to reschedule the 
examination. 

ARTICLE 16 
RULES AND REGULATIONS 

It is understood that the MPRB has the right to establish reasonable work rules and regulations. 
The MPRB agrees to enter into discussion with the Federation on additions to or changes in the 
existing rnles and regulations prior to their implementation. The MPRB fmther agrees that changes 
shall be effective three (3) calendar days after posting. 

ARTICLE 17 
PHYSICAL FITNESS PROGRAM 

Section 17 .1- Eligibility. All police officers-are eligible for a single membership at an approved 
facility designated pursuant to the terms of this Agreement ("Approved Facility"). Subject to the 
limitation in Section 17.2, below, reimbursement for the cost of a single membership at an 
Approved Facility(s) shall be made once per year to any employee who, between January 1 and 
Januaiy 31 of the following year, submits proofof the cost of the membership during the preceding 
calendar year. Reimbursement payments shall be made to employees on or before the last day of 
Februaiy, subject to normal withholding for taxes. Proof of cost may be made by invoice, account 
statements or verification from the Approved Facility. An employee who separates from service 
during the calendar year may seek reimbursement, subject to the limitation, for amounts paid by 
the employee for the cost of the membership during the year up to and including the month in 
which the employee separates from employment. 

Section 17 .2 - Limitation on Reimbursement. The amount that can be reimbursed by the MPRB 
for a single membership at an Approved Facility shall not exceed $550. Beginning in 2018, and 
continuing thereafter, the amount of th.is limitation shall be adjusted based upon the City of 
Minneapolis dete1mination of the average cost of the lowest published rate (meaning the rate 
available to the general public, exclusive of negotiated corporate rates or rates negotiated by the 
City for its employees) for a single club membership at the following facilities: YMCA of the 
Twin Cities, YWCA of Minneapolis, Lifetime Fitness, Anytime Fitness, and Snap Fitness. The 
amount of the limitation on reimbursement shall be adjusted from the previous year by the 
percentage change in the average cost of a single membership from the previous year. 

Section 17.3 - Approved Facilities . Approved Facilities shall be any facility that is included in 
the list of Approved Facilities maintained by the City of Minneapolis as required pursuant to its 
collective bargaining agreements with the Police Federation and IAFF Local 82 . 

Section 17.4 - New Hires. Newly hired officers shall become eligible for reimbursement upon 
completion of their training. 

ARTICLE 18 
DRUG AND ALCOHOL TESTING 
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Section 18.1-Purpose Statement. Abuse of drugs and alcohol is a nationwide problem. It affects 
persons of eve1y age, race, sex and ethnic group. It poses risks to the health and safety of 
employees of the MPRB and to the public. To reduce those risks, the MPRB and the Federation 
by collective bargaining, adopted this policy concerning drugs and alcohol in the workplace. This 
policy establishes standards concerning drugs and alcohol which all employees must meet and it 
establishes a testing procedure to ensure that those standards are met. 

This drug and alcohol testing policy is intended to conform to the provisions of the Minnesota 
Drug and Alcohol Testing in the Workplace Act (Minn esota Statutes§ 181 .950 to 181 .957), as well 
as the requirements of the federal Drug-Free Workplace Act of 1988 (Public Law 100-690, Title 
V, Subtitle D) and related federal regulations. Nothing in this policy shall be construed as a 
liinitation upon the Employer's obligation to comply with federal law and regulations regarding 
drug and alcohol testing. ·· 
The Human Resources Director is directed to develop and maintain procedures for the 
implementation and ongoing maintenance of this policy and to establish training on this policy and 
applicable law. 

Section 18.2 - Work Rules. 

(a) No employee shall be under the influence of any drug or alcohol while the 
employee is working or while the employee is on the Employer's premises or operating the 
Employer's vehicle, machine1y, or equipment, except pursuant to a valid medical reason or 
when approved by the Employer as a proper law enforcement activity. 

(b) No employee shall use, possess, sell or transfer drugs, alcohol or drug paraphernalia 
while the employee is working or while the employee is on the Employer's premises or 
operating the Employer's vehicle, machine1y or equipment, except pursuant to a valid 
medical reason or when approved by the Employer as a prope1ty law enforcement activity. 

(c) No employee, while on duty, shall engage or attempt to engage or conspire to 
engage in conduct which would violate any law or ordinance concerning drugs or alcohol, 
regardless of whether a criminal conviction results from the conduct. 

(d) As a condition of employment, no employee shall engage in the unlawful 
manufacture, distribution, dispensation, possession, or use of a controlled substance in the 
Employer's workplace. 

(e) As a condition of employment, eve1y employee must notify the Employer of any 
criminal drug statute conviction no later than five (5) days after such conviction. 

(f) Any employee who receives a criminal drug statute conviction, if not discharged 
from employment, must within thiity (30) days satisfactorily paiticipate in a drug abuse 
assistance or rehabilitation program approved for such purposes by a federal, state or local 
health, law enforcement, or other appropriate agency. 

(g) The Employer shall notify the granting agency within ten (10) days after receiving 
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notice of a criminal drug statute conviction from an employee or otherwise receiving actual 
notice of such conviction. 

Section 18.3 - Person Subject To Testing. All employees are subject to testing under applicable 
sections of this policy. However, no person will be tested for drugs or alcohol under this policy 
without the person's consent. The Employer will request or require an individual to undergo drug 
or alcohol testing only under the circumstances described in this policy. 

Section 18.4 - Circumstances For Drug Or Alcohol Testing. The Employer may, but does not 
have a legal duty to, request or require an employee to undergo drug and alcohol testing if the 
Employer or any supervisor of the employee has a reasonable suspicion (a beliefbased on specific 
facts and rational inferences drawn from those facts) related to the performance of the job that the 
employee: 

(a) Is under the influence of drugs or alcohol while the employee is working or while 
the employee is on the Employer's premises or operating the Employer's vehicle, 
machine1y, or equipment; or 

(b) Has, within thirty (30) calendar days of the request, used, possessed, sold or 
transferred drugs, alcohol or drug paraphernalia while the employee was working or while 
the employee was on the Employer's premises or operating the Employer's vehicle, 
machinery or equipment (other than in connection with the employee's official duties); or 

(c) Has sustained a personal injury as that term is defined in Minnesota Statutes 
§176.011, Subd. 16, or has caused another person to die or sustain a personal injury; or 

(d) Was operating or helping to operate machinery, equipment, or vehicles involved in 
a work-related accident resulting in property damage or personal injmy and the Employer 
or investigating supervisor has a reasonable suspicion that the cause of the accident may 
be related to the use of drugs or alcohol; or. 

(e) Has discharged a firearm loaded with bullets, slugs or shot other than: (1) on an 
established target range; (2) while conducting authorized ballistics tests; (3) while engaged 
in recreational hunting activities; or ( 4) when authorized by a supervisor to shoot a 
wounded or dangerous animal or to disable a light, lock or other object which presents an 
impediment or hazard to an officer who is canying out his/her lawful duties. 

Whenever it is possible and practical to do so, more than one Agent of the Employer shall be 
involved in reasonable suspicion determinations under this agreement. 

Section 18.5 - Refusal To Undergo Testing. 

(a) Right to Refuse - Employees have the right to refuse to undergo drug and alcohol 
testing. If an employee refuses to undergo drug or alcohol testing requested or required by 
the Employer, no such test shall be given. 

- 29 -



(b) Consequences of Refusal - If any employee refuses to undergo drng or alcohol 
testing requested or required by the Employer, the Employer may recommend to the Civil 
Service Commission that the employee may be discharged from employment on ground of 
insubordination and any other appropriate grounds. · 

(c) Refusal on Religious Grounds - No employee who refuses to undergo drng or 
alcohol testing of a blood sample upon religious grounds shall be deemed to have refused 
unless the employee also refuses to undergo drng or alcohol testing of a urine sample. 

(d) Failure to Provide a Valid Sample with a Certified Result. Failure to provide a 
valid sample with a ce11ified result shall constitute a refusal to undergo drng or alcohol 
testing under this section. A "failure to provide a Valid Sample with a Ce1tified Result" 
means: 1) failing to provide a valid sample that can be used to detect the presence of drngs 
and alcohol or their metabolites; 2) providing false infonnation in connection with a test; 
3) attempting to falsify test results through tampering, contamination, adulteration, or 
substitution; 4) failing to provide a specimen without a legitimate medical explanation; or 
5) demonstrating behavior which is obstrnctive, uncooperative, or verbally offensive, and 
which results in the inability to conduct the test. 

Section 18.6 - Procedure For Testing. 

(a) Notification Form - Before requesting an employee to undergo drug or alcohol 
testing, the Employer shall provide the individual with a form on which to (1) acknowledge 
that the individual has seen a copy of the Employer's Drug and Alcohol Testing Policy, and 
(2) indicate consent to undergo the drng and alcohol testing. 

(b) Collecting the Test Sample - The test sample shall be obtained in a privatesetting, 
and the procedures for taking the sample shall ensure privacy to employees to the extent 
practicable, consistent with preventing tampering with the sample. All test samples shall 
be obtained by or under the direct supervision of a health care professional. 

(c) Testing the Sample-The handling and testing of the sample shall be conducted in the 
manner specified in Minn. Stat. §181.953 by a testing laborat01y which meets, and uses 
methods of analysis which meet, the criteria specified in subdivisions 1, 3, and 5 of the 
statute. 

(d) Thresholds. The threshold of a sample to constitute a positive result alcohol, drngs, 
or their metabolites is contained in the standards of one of the programs listed in Minn. 
Stat. §181 .953 subd. 1, the employer shall, not less than annually, provide the 
Federation with a list or access to a list of substances tested for under this agreement 
and the threshold limits for each substance. In addition, the employer shall notify the 
Federation of any changes to the substances being tested for and of any changes to the 
thresholds at least thiity (30) days prior to implementation. 

(e) Positive Test Results - In the event an employee tests positive for drug use, the 
employee will be provided, in writing, notice of his/her right to explain the test results. 
The employee may indicate any relevant circumstance, including over the counter or 
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prescription medication taken within the last thi1iy (30) days, or any other information 
relevant to the reliability of, or explanation for, a positive test result. 

Section 18.7 - Rights Of Employees. Within three (3) working days after receipt of the test result 
report from the Medical Review Officer, the Employer shall inform in writing an employee who 
has undergone drug or alcohol testing of: 

(a) A negative test result on an initial screening test or of a negative or positive test 
result on a confirmato1y test; 

(b) The right to request and receive from the Employer a copy of the test result rep01t; 

( c) The right to request within five (5) working days after notice of a positive test result 
a confinnato1y retest of the original sample at the employee's expense at the original 
testing laboratory or another licensed testing laboratory; 

(d) The right to submit inf01mation to the employer within three (3) working days after 
notice of a positive test result to explain that result; indicate any over the counter 
or prescription medications that you the employee is currently taking or has recently 
taken and any other inf01mation relevant to the reliability of, or explanation for, a 
positive test result; 

( e) The right of an employee for whom a positive test result on a confinnat01y test was 
the first such result for the employee on a drug or alcohol test requested by the 
Employer not to be discharged unless the employee has been dete1mined by a 
Minnesota Licensed Alcohol and Dmg Counselor (LADC) or a physician trained 
in the diagnosis and treatment of chemical dependency to be chemically dependent 
and the Employer has first given the employee an oppo1tunity to paiticipate in, at 
the employee's own expense or pursuant to coverage under an employee benefit 
plan, either a dmg or alcohol counseling or rehabilitation program, whichever is 
more appropriate, . as determined by the Employer after consultation with a 
Minnesota LADC or a physician trained in the diagnosis and treatment of chemical 
dependency, and the employee has either refused to participate in the counseling or 
rehabilitation program or has failed to successfully complete the program, as 
evidenced by withdrawal from the program before its completion; 

(f) The right to not be discharged, disciplined, discriminated against, or requested or 
required to undergo rehabilitation on the basis of a positive test result from an initial 
screening test that has not been verified by a confinnatory test; 

(g) The right, if suspended without pay, to be reinstated with back pay if the outcome 
of the confinnatory test or requested confirmatory retest is negative; 

(h) The right to not be dischai'ged, disciplined, discriminated against, or required to be 
rehabilitated on the basis of medical history infonnation revealed to the Employer 
concerning the reliability of, or explanation for, a positive test result unless the 
ernployee was under an affomative duty to provide the info1mation before, upon, 
or after hire; 
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(i) The right to review all infonnation relating to positive test result repo11s and other 
information acquired in the drug and alcohol testing process, and conclusions 
drawn from and actions taken based on the rep011s or acquired infonnation; 

(j) The right to suffer no adverse personnel action if a properly requested confomato1y 
retest does not confinn the result of an original confinnat01y test using the same 
drug or alcohol threshold detection levels as used in the original confomatory test. 

(k) The right to suffer no adverse personnel action based solely on the fact that the 
employee is requested to submit to a test. 

Section 18.8 - Action After Test. The Employer will not discharge, discipline, discriminate 
against, or request or require rehabilitation of an employee solely on the basis of requesting that 
an employee submit to a test or on the existence of a positive test result from an initial screening 
test that has not been verified by a confomatory test. 

A. Positive Test Result. Where there has been a positive test result in a confomat01y test and in 
any confomato1y retest (if the employee requested one), the Employer will do the following unless 
the employee has furnished a valid medical reason for the positive test result: 

(a) First Offense - The employee will be refened for an evaluation by an LADC or a 
physician trained in the diagnosis and treatment of chemical dependency. If that 
evaluation dete1mines that the employee has a chemical dependency or abuse 
problem, the Employer will give the employee an opp011unity to participate in, at 
the employee's own expense or pursuant to coverage under an employee benefit 
plan, either a drug or alcohol counseling or rehabilitation program, whichever is 
more appropriate, as dete1mined by the Employer after consultation with an LADC 
or a physician trained in the diagnosis and treatment of chemical dependency. If the 
employee either refuses to pai1icipate in the counseling or rehabilitation program 
or fails to successfully complete the program, as evidenced by withdrawal or 
discharge from the program before its completion, and alcohol or drug abuse 
prevents the employee from perfonning the essential functions of the job in 
question or constitutes a direct threat to prope11y or the safety of others or otherwise 
constitutes a bona fide occupational qualification, the Employer may discharge the 
employee from employment. 

(b) Second Offense - Where an employee tests positive, and the employee has 
previously pai1icipated in one program of ti·eatment required by the Employer, the 
Employer may discharge the employee from employment. 

.B. Suspensions and Transfers. 

(a) Pending Test Results From an Initial Screening Test or Confirmatory Test. 
While awaiting the results from the Medical Review Officer, the employee shall be 
allowed to return to work unless the Employer reasonably believes that restrictions 
on the employee ' s work status are necessaiy to protect the health or safety of the 
employee, other MPRB employees, or the public, and the conduct upon which the 
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employee became subject to drng and alcohol testing would, independent of the of 
the results of the test, be grounds for discipline. In such circumstances, the 
employer may temporarily suspend the tested employee with pay, place the 
employee on paid investigatmy leave or transfer the employee to another position 
at the same rate ofpay. 

(b) Pending Results of Confirmatory Retest. Confirmatory retests of the original 
sample are at the employee's own expense. When an employee requests that a 
confinnatmy retest be conducted, the employer may place the employee on unpaid 
leave, place the employee on paid investigatory leave or transfer the employee to 
another position at the same rate ofpay provided the Employer reasonably believes 
that restrictions on the employee's work status are necessary to protect the health 
or safety of the employee, other MPRB employees, or the public. An employee 
placed on unpaid leave may use his/her accrned and unused vacation or 
compensatory tin1e dming the time of leave. An employee who has been placed on 
unpaid leave must be made whole if the outcome of the confomatmy retest is 
negative. 

(c) Rights of Employee in Event of Work Restrictions . In situations where the 
employee is not allowed to remain at work until the end ofhis/her nomrnl work day 
pursuant to this paragraph B, the Employer may not prevent the employee from 
removing his/her personal property including but not limited to the employee ' s 
vehicle, from the Employer's premises . If the employer reasonab ly believes that 
upon early dismissal from work under this paragraph the employee is about to 
commit a criminal offense by operating a motor vehicle while impaired by drngs or 
alcohol, the Employer may advise the employee that 911 will be called if the 
employee attempts to drive or call 911 before dismissing the employee from work 
so that a law enforcement officer may detennine whether the employee is able to 
operate a motor vehicle legally. This policy is not applicable with regard to any 
such detennination by a law enforcement officer. 

C. Other Misconduct - Nothing in this policy limits the right of the Employer to discipline or 
discharge an employee on grounds other than a positive test result in a confirmatory test, 
subject to the requirements of law, the rnles of the Civil Service Commission, and the tenns 
of any applicable collective bargaining agreement. For example, if evidence other than a 
positive test result indicates that an employee engaged in the unlawful manufacture, 
distribution, dispensation, possession, or use of a controlled substance in the Employer's 
workplace, the employee may receive a warning, a written reprimand, a suspension without 
pay, a demotion, or a discharge from employment, depending upon the circumstances, and 
subject to the above requirements. 

D. Other Consequences - Other actions may be taken pursuant to Civil Service Rules, 
collective bargaining agreements or laws. 

E. Treatment Program Testing - The Employer may request or require an employee to undergo 
drng and alcohol testing if the employee has been refe1Ted by the employer for chemical 
dependency treatment or evaluation or is paiticipating in a chemical dependency treatment 
program under an employee benefit plan, in which case the employee may be requested or 
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required to undergo drng or alcohol testing without prior notice during the evaluation or 
treatment period and for a period of up to two years following completion of any prescribed 
chemical dependency treatment program. 

Section 18.9 - Data Privacy. 
The purpose of collecting a body component sample is to test that sample for the presence of drngs 
or alcohol or their metabolites. A sample provided for drng or alcohol testing will not be tested for 
any other purpose. The name, initials and social security number of the person providing the 
sample are requested so that the sample can be identified accurately but confidentially. Information 
about medications and other inf01mation relevant to the reliability of, or explanation for, a positive 
test result are requested to ensure that the test is reliable and to dete1mine whether there is a 
legitimate medical reason for any drng or alcohol in the sample. All data collected, including that 
in the notification f01m and the test rep01i, is intended for use in dete1mining the suitability of the 
employee for employment. The employee may refuse to supply the requested data; however, 
refusal to supply the requested data may affect the person's employment status. The Employer will 
not disclose the test result reports and other inf01mation acquired in the drug or alcohol testing 
process to another employer or to a third patty individual, governmental agency, or private 
organization without the written consent of the person tested, unless pe1mitted by law or comt 
order. 

Section 18.10 - Appeal Procedures 

A. Employees may appeal discipline imposed under this agreement through the Dispute 
Resolution Procedure contained in the Collective Bargaining Agreement (i.e. grievance 
procedure) or to the Minneapolis Civil Service Commission. 

B. Concerning disciplinaiy actions taken pursuant to this drng and alcohol testing agreement, 
available appeal procedures are as follows: 

1) Non-Veterans on Probation: An employee who has not completed the probationaiy 
period and who is not a Veteran has no right of appeal to the Civil Service 
Commission. 

2) Non-Veterans After Probation: An employee who has completed the probationaiy 
period and who is not a Veteran has a right to appeal to the Civil Service 
Commission only a suspension of over thi1ty (30) days, a pennanent demotion 
(including salaty decreases), or a discharge, if the employee submits a notice of 
appeal within fifteen ( 15) calendar days of the date of mailing by the Employer of 
notice of the disciplinaiy action. 

Veterans: Pursuant to the Minnesota Veterans Preference Act Minnesota Statutes 
§ 197.46, an employee who is a Veteran has a right to appeal to the Civil Service 
Commission or to arbitration a pennanent demotion (including sala1y decreases), 
or a dischai·ge, if the employee submits a notice ofappeal within thi1ty (30) calendar 
days of the date of mailing by the Employer of notice of the disciplina1y action, 
regardless of status with respect to the probationary period. An employee who is a 
Veteran has a right to appeal to the Civil Service Commission a suspension of over 
thitiy (30) days if the employee submits a notice of appeal within fifteen (15) 
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calendar days of the date of mailing by the Employer of notice of the disciplinaiy 
action. 

C. All notices of appeal must be submitted in writing to the Minneapolis Civil Service 
Conm1ission, 250 South 4th Street - Room #100, Minneapolis, IvIN 55415-1339. 

D. An employee may elect to seek relief under the terms of that policy by contacting the 
Federation and initiating grievance procedures in lieu of taking an appeal to the Civil 
Service Commission. 

Section 18.11 - Employee Assistance 

Drng and alcohol counseling, rehabilitation, and employee assistance are available from or through 
the Employer ' s employee assistance program provider(s) (E.A.P.). 

Section 18.12 - Distribution 

Each employee engaged in the performance of any fede1;al grant or contract shall be given a copy 
of this agreement. 

Section 18.13 - Definition 

A. Confirmatory Test and Confirmatory Retest mean a dtug or alcohol test that uses a 
method of analysis allowed by the Minnesota Drug and Alcohol Testing in the Workplace 
Act to be used for such purposes. 

B. Controlled Substance means a drng, substance, or inlmediate precursor in Schedules I 
through V of Minnesota Statute§ 152.02. 

C. Conviction - means a finding of guilt (including a plea of nolo contendere (no contest)) or 
in1position of sentence, or both, by any judicial body charged with the responsibility to 
detennine violations of federal or state criminal drng statutes. 

D. Criminal Drug Statute means a federal or non-federal criminal statute involving the 
manufacture, distribution, dispensing, use or possession of any controlled substance. 

E. Drug means a controlled substance as defined in Minnesota Statutes §152.01 , Subd. 4. 

F. Drug and Alcohol Testing, Drug or Alcohol Testing, and Drug or Alcohol Test mean 
analysis of a body component sample approved according to the standards established by 
the Minnesota Drug and Alcohol Testing in the Workplace Act, for the purpose of 
measuring the presence or absence of drngs, alcohol, or their metabolites in the sample 
tested. 

G. Drug-Free Workplace means a site for the perfonnance of work done in connection with 
any federal grant or contract at which employees are prohibited from engaging in the 
unlawful manufacture, distribution, dispensing, possession or use of a controlled 
substance. 
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H. Drug Paraphernalia has the meaning defined in Minnesota Statutes§ 152.01, Subd. 18. 

I. Employee for the purposes of this agreement means a person, independent contractor, or 
person working for an independent contractor who performs services for the MPRB for 
compensation, in whatever fonn, including any employee directly engaged in the 
perfmmance of work pursuant to the provisions of any federal grant or contract. 

J. Employer means the MPRB acting through a department head or any designee of the 
department head. 

K.. Federal Agency or Agency means any United States executive depmtment, militaiy 
depmtment, government corporation, government controlled corporation, any other 
establishment in the executive branch or any independent regulatmy agency. 

L. Grant means an award of financial assistance - including a cooperative agreement - in the 
form of money, or property in lieu of money, by a federal agency directly to a grantee. 
The term grant includes block grant and entitlement grant programs. The term does not 
include any benefits to veterans or their families. 

M. Grantee means a person who applies for or receives a grant directly from a federal agency. 
The place of performance of a grant is wherever activity under the grant occurs. 

N. Individual means a grantee/contractor who is a natural person. This wording emphasizes 
that an individual differs both from an organization made up of more than one individual 
and from corporations, which can be regarded as a single "person" for some legal 
purposes. 

0. Initial Screening Test means a dmg or alcohol test which uses a method of analysis 
allowed by the Minnesota Dmg and Alcohol Testing in the Workplace Act to be used for 
such purposes. 

P. Legitimate Medical Reason means (1) a written prescnptlon, or an oral prescription 
reduced to writing, which satisfies the requisites of Minn esota Statutes § 152.11, and 
names the employee as the person for whose use it is intended; and (2) a dmg prescribed, 
administered and dispensed in the course ofprofessional practice by or under the direction 
and supervision of a licensed doctor, as described in Minn esota Statutes § 152.12; and (3) 
a dmg used in accord with the terms of the prescription. Use of any over-the-counter 
medication in accord with the terms of the product's directions for use shall also constitute 
a legitimate medical reason. 

Q. Medical Review Officer means a physician certified by a recognized certifying authority 
who reviews forensic testing results to determine if a legitimate medical reason exists for a 
laboratory result. 

R. Positive Test Result means a finding of the presence of alcohol, dmgs or their metabolites 
in the sample tested in levels at or above the threshold detection levels as published by the 
employer pursuant to Section 18 .6 (d) of this agreement. 
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S. Reason.able Suspicion. means a basis for forming a belief based on specific facts and 
rational inferences drawn from those facts. 

T. Under the Influence means having the presence of a drng or alcohol at or above the level 
of a positive test result. 

U. Valid Sample with a Certified Result means a body component sample that may be 
measured for the presence or absence of drngs, alcohol or their metabolites. 
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--------------

------- -------

MINNEAPOLIS PARK AND RECREATION BOARD 
NOTIFICATION AND CONSENT FORM FOR DRUG AND ALCOHOL TESTING 

(REASONABLE SUSPICION) AND DATA PRACTICES ADVISORY 
I acknowledge that I have seen and read the MPRB Drng and Alcohol Testing agreement. I hereby 
consent to undergo drng and/or alcohol testing pursuant to said agreement, and I authorize the 
MPRB through its agents and employees to collect a sample from me for those purposes. 

I understand that the procedure employed in this process will ensure the integrity of the sample 
and is designed to comply with medical legal requirements. 

I understand that the results of this dmg and alcohol testing may be discussed with and/or made 
available to my employer, the MPRB. I fmther understand that the results of this testing may affect 
my employment status as described in the agreement. 

The purpose of collecting a sample is to test that sample for the presence of drugs and alcohol. A 
sample provided for drng and alcohol testing will not be tested for any other purpose. The name, 
initials and social security number of the person providing the sample may be requested so that the 
sample can be identified accurately but confidentially. Infmmation about medications and other 
infmmation relevant to the reliability of, or explanation for, a positive test result will be requested 
by the Medical Review Officer{MRO) to ensure that the test is reliable and to detennine whether 
there is a legitimate medical reason for any drng, alcohol, or their metabolites in the sample. 

The MRO may only disclose to the MPRB test result data regarding presence or absence of drngs, 
alcohol, or their metabolites, in a sample tested. The MPRB or laboratmy may not disclose the 
test result repmts and other info1mation acquired in the dmg testing process to another employer 
or to a third paity individual, governmental agency, or private organization without the written 
consent of the person tested, unless pe1mitted by law or comt order. Evidence of a positive test 
result on a confirmatmy test may be: (1) used in an arbih·ation proceeding pursuant to a collective 
bargaining agreement, an administrative hearing under Minnesota Statutes, Chapter 43A or other 
applicable state or local law, or a judicial proceeding, provided that info1mation is relevant to the 
hearing or proceeding; (2) disclosed to any federal agency or other unit of the United States 
government as required under federal law, regulation, or order, or in accordance with compliance 
requirements of a federal government contract; and (3) disclosed as required by law, comt order, 
or subpoena. Positive test results may not be used as evidence in a criminal action against the 
employee tested. 

Name (Please Print or Type) 

Signature 

Witness 

Social Security Number 

Date 

Date 
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ARTICLE 19 
FITNESS FOR DUTY 

Section 19.1 - Statement of Policy and Purpose. The Minneapolis Park Police Depaiiment and 
its employees know that the perfonnance of law enforcement duties is inherently demanding and 
that such duties are sometimes perfonned under dangerous conditions and/or in a stressful 
enviromnent. It is, therefore, impo1iant to the MPRB for the safety of its employees and the public 
to ensure that all personnel in the service of the Park Police are medically, psychologically and 
emotionally fit for duty. It shall be the policy of the Minneapolis Park Police to require fitness for 
duty examinations in accordance with the provisions set fo1ih herein. 

It is the purpose ofthis policy to establish standai·ds and procedures for identifying and diagnosing 
officers of the Park Police who may suffer from medical, psychological or emotional conditions 
which impair their ability to perfom1 their job duties satisfactorily. This policy shall be 
administered in a manner which is consistent with the MPRB's desire to treat affected employees 
with dignity and respect under such circumstances and to provide infmmation and assistance to 
them concerning their fitness for duty. 

It is the goal of the MPRB to have healthy and productive employees and to facilitate successful 
treatment for those employees experiencing debilitating health problems. In fu1iherance of this 
goal, the I\1PRB is committed to applying this Policy to promote rehabilitation, rather than 
discipline, while minimizing the intenuption to the employee's life and career and to the 
employer's operations. 

Section 19.2 - Circumstances Requiring Fitness For Duty Examinations. The MPRB may 
require an employee to be examined under this policy in the circumstances described below: 

(a) Where there exists a reasonable cause to believe, based upon specific observations 
and facts and rational inferences drawn from those observations and facts, that an 
employee may not be medically, psychologically or emotionally fit to perfo1m the 
essential functions of the position to which he or she is assigned without 
acconunodation. Such reasonable suspicion must be based upon the observations 
of at least two supervisors or co-workers who have first-hand knowledge or upon 
reliable infmmation provided to a supervisor that the employee is cmTently 
exhibiting conduct which reasonably demonsh·ates that: 

(1) the employee may be suffering from a physical or mental condition; and 

(2) such condition: 

(A) prevents the employee from effectively perfomung 11.is/her duties; 
and 

(B) is not likely to be healed or remedied without professional treahnent 
or intervention. 



(b) Where an employee is returning to active service after a leave of absence without 
pay or similar absence or where the employee has been outside of the MPRB's 
observation or control for a period longer than six (6) calendar months. 

(c) Whe1'e an employee is returning to active service after a serious illness, injmy or 
medical condition whether or not the employee's personal physician has placed 
restrictions on the employee's job-related activities. 

(d) Where an employee has been involved in a critical incident where the potential for 
physical or psychological trauma to the employee was significant. 

(e) Where the employee contends he/she is not medically, psychologically or 
emotionally fit for duty. 

The provisions set fo1ih in paragraphs (b) and (c) above shall not apply to psychological 
evaluations. A physician evaluating the physical fitness for duty may refer an employee 
for a psychological evaluation pursuant to the provisions of Section 19.5 below. 

Section 19.3 - Procedures for Evaluating an Employee Exhibiting Behavior Creating 
Suspicion of a Health Impairment Affecting His/Her Ability to Perform Job Duties. 

Step 1 

The employee's immediate supervisor shall personally interview the employee for the 
purpose of detennining whether a problem exists and, if so, whether the situation requires 
additional measures. During the interview the employee shall be given the oppmiunity to 
explain the behavior or circumstances which created the cause for concern. After 
interviewing the employee, the supervisor shall: 

• conclude that the concern is unfounded, does not impair the employee's ability to 
perfmm his/her duties effectively, or is of a nature that can be remedied without the 
intervention of a physician or other licensed medical provider; or 

• counsel the employee regarding the situation and advise the employee of the 
supervisor's intention to monitor ongoing perfmmance in the expectation of 
observing improvement; or 

• recommend to the Director, Park Safety and Security that the employee be 
considered for a refenal for a fitness for duty evaluation. 

Except in circumstances where the supervisor concludes that the concern is unfounded, the 
supervisor shall also encourage the employee to contact the Employee Assistance Program 
(EAP). 

This Step 1 is not required in situations involving: physical injuries which clearly impair 
perfonnance; imminent danger to self or others; or critical incidents. 
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Step 2 

Where the supervisor recommends to the Director, Park Safety and Security that the 
employee be considered for referral for an evaluation, the supervisor shall prepare a w1itten 
repo1i which articulates the specific facts which establish the reasonable basis for 
requesting that the employee be referred to a fitness for duty examination, including the 
specific impact on the employee's ability to effectively perfonn his/her duties. A copy of 
the supervisor's written rep011 to the Director, Park Safety and Security shall be provided 
to the employee, together with a notice that the employee may wish to seek the guidance 
of the Federation. 

Step 3 

Upon receipt of the supervisor's written repmi, the Director, Park Safety and Security will 
evaluate the case. The Director, Park Safety and Security shall : 

• conclude that the concern is unfounded, does not impair the employee's ability to 
perfonn his/her duties effectively, or is of a nature that can be remedied without the 
intervention of a physician or other licensed medical provider; or 

• recommend that the employee's supervisor monitor ongoing perfo1mance in the 
expectation of observing improvement; or 

• refer the employee to a professional for a fitness for duty evaluation. 

Section 19. 4 - Directives To Be Examined; Notice. At the time an employee is required by the 
MPRB to undergo a fitness for duty examination, the MPRB shall info1m the employee of the 
reason(s) for the examination and it shall provide the employee with a copy of all info1mation 
provided by the MPRB to the examining physician or other licensed medical provider and a 
smmnary of all oral conununication therewith. Except as described below in cases involving 
psychological examinations, refusal to submit to a required fitness for duty examination shall 
subject the employee to disciplinmy action. In such cases, the employee shall not be pe1mitted to 
work until the fitness for duty exainination has been conducted and a fitness for duty finding has 
been made. 

Section 19.5 - Psychological Evaluations; Reasonable Basis; Appeals . No psychological 
evaluations shall be required in the absence of a recommendation by the MPRB's examining 
physician or other licensed medical provider who has a reasonable basis for requiring the 
psychological evaluation. The MPRB shall inform the employee of such reasonable basis at the 
time he/she is ordered to report for the required psychological exmnination unless the examining 
physician or other licensed medical provider documents with reasonable specificity that disclosure 
of the infmmation in the repmi is likely to cause harm to the employee or to others. In such cases, 
the infmmation shall be handled and/or disclosed in a manner consistent with prevailing medical 
and/or legal authority. 

If the employee disagrees that a reasonable basis exists for the required psychological evaluation, 
the employee may file a grievance contesting the requirement that he/she submit to the 
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examination. In such event, the employee shall not be required to rep011 for the psychological 
evaluation until the giievance has been resolved under the expedited arbitration procedures of the 
Collective Bargaining Agreement. The MPRB may relieve the employee from duty without pay 
or reassign the employee to other duties during the pendency of the grievance resolution 
proceedings but shall not discipline or discharge the employee for refusing to submit to the 
psychological evaluation unless the employee refuses to undergo psychological evaluation after 
an arbitrator has determined, or the MPRB and the Federation agree, that a reasonable basis for 
the requirement exists. If an employee is relieved without pay, he/she may use available benefits 
in order to continue in paid status. If an employee is relieved without pay and it is subsequently 
detennined that the MPRB lacked a reasonable basis to require a psychological evaluation, the 
MPRB shall make the employee whole by paying the employee for lost work days and/or restoring 
his/her benefit banks. 

Section 19.6 - Examining Physicians; Costs. The physicians and/or other licensed medical 
providers relied upon by the MPRB in the administration of this policy shall be selected and 
employed by the MPRB. To minimize the delay in evaluating the employee, the MPRB shall have 
more than one physician and/or licensed medical personnel to conduct fitness for duty evaluations. 

The MPRB shall bear all costs associated with fitness for duty examinations required under this 
policy and all time required by such examinations shall be regarded as "work time" under the Fair 
Labor Standards Act and the provisions of this Collective Bargaining Agreement. 

Section 19.7 - Medical Records; Private. All medical data and records relied upon by the MPRB 
in the administration of this policy shall be classified as private data on individuals as defined by 
the Minnesota Government Data Practices Act, Minn. Stat. § 13.01, et. seq. All rep011s, 
c01Tespondence, memoranda or other records which contain medical data on an employee shall be 
made available only to the Human Resources Manager, those who have the authority and 
responsibility to represent the interests of the MPRB in claims involving the MPRB in any forum 
or othe1wise and others who may specifically be authorized by the employee to receive such data. 
The MPRB shall request an opinion from the MPRB Attorney in instances where questions arise 
over the proper distribution or handling of medical data relied upon by the MPRB in the 
administration of this policy or in connection with the MPRB's response to any finding that an 
employee is not fit for duty. 

Section 19.8 - Adverse Findings; Appeals. Where it is dete1mined that an employee is not fit for 
duty, the examining physician shall prepare a written repo11 which includes the following: 

(a) A specific diagnosis of the medical condition and the reasons why such problem 
renders the employee unfit for duty; and 

(b) A statement as to whether the employee, with reasonable acco1mnodation, is able 
to perf01m the essential functions of the job; and 

(c) A specific treatment plan, if any; and 

(d) A prognosis for recove1y and a specific schedule concerning re-examination. 
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A copy of the examining physician's written repo1i shall be provided to the Human Resources 
Manager and to the employee unless the examining physician or other licensed medical provider 
documents with reasonable specificity that disclosure of the information in the repo1i is likely to 
cause hmm to the employee or to others. In such cases, the infonnation shall be handled and/or 
disclosed in a mam1er consistent with prevailing medical and/or legal authority. 

In the event the employee disagrees with the detennination of the exmnining physician or other 
licensed medical provider that he/she is not medically, psychologically, or emotionally fit for duty, 
the employee may submit medical inf01111ation from a physician or other licensed medical provider 
of his/her own choosing. The employee shall be responsible for all costs associated with the 
second opinion unless such costs are covered by the employee's medical insurance. Where the 
employee's physician and the MPRB's physician have issued conflicting opinions concerning the 
employee's fitness for duty, the MPRB shall encourage the two physicians to confer with one 
another in an effmi to resolve their conflicting medical opinions. If they are unable to do so within 
fifteen (15) calendar days after the date of the second opinion, the dispute concerning the 
employee's fitness for duty may be submitted by either pmiy to a mutually acceptable third, neutral 
examining physician or other licensed medical provider (the "Neutral Examiner") who has 
expe1iise regarding the medical, psychological or emotional disorder involved and who is 
knowledgeable of the environment in which law enforcement duties are perfmmed. The decision 
of the Neutral Examiner shall be final and binding on the pmiies. If the Neutral Examiner 
determines it necessaiy, the employee shall submit to ah evaluation by the Neutral Examiner. If 
the Neutral Examiner determines that the employee is not fit for duty, he/she shall issue a written 
repmi which includes the information specified above. Notwithstanding the Provisions of 24.6, 
the cost of the Neutral Examiner, to the extent not covered by insurance, shall be split equally 
between the MPRB and the Federation. The dispute resolution procedures outlined herein shall 
not apply to Workers' Compensation cases. 

At such time as the MPRB dete1111ines that an employee shall be required to submit to a fitness for 
duty evaluation and/or during the time any controversy concerning the employee's fitness for duty 
is being resolved, the MPRB may reassign the employee to other duties or relieve the employee 
from duty in its sole discretion. In the latter event, the employee shall be placed on paid leave of 
absence status which may be revoked if the employee fails to fully cooperate with the MPRB or 
its examining physicians and/or other licensed medical provider. 

ARTICLE 20 
LEGAL COUNSEL 

Section 20.1 - Legal Counsel. The MPRB shall provide legal counsel to defend any employee 
against any action or claim for damages, including punitive damages, subject to limitations set 
fmih in Minnesota Statutes §466.07, based on allegations relating to any a1Test or other act or 
omission by the employee provided: the employee was acting in the performance of the duties of 
his or her position; and was not guilty of willful neglect of duty or bad faith. 

The MPRB may unde1iake its obligation to its employee by assigning the matter to the MPRB 
Attorney or by employing outside counsel at its discretion. However, where there is a conflict of 
interest between the MPRB and its employee, the MPRB Attorney may represent or assign outside 
counsel based upon the provisions of this miicle. The decision on whether a conflict exists shall 
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be decided in the first instance by the MPRB Attorney. The MPRB shall pay the costs and 
expenses associated with such separate and independent counsel in instances where the limitations 
set f011h in Minnesota Statutes §466.07 do not apply. 

Where the MPRB determines that its position is in conflict with that of its employee, the MPRB 
shall notify the employee of the conflict and advise the employee that he or she is entitled to select 
independent counsel pursuant to the procedures set fo11h in this m1icle. 

Where the employee believes that his or her position in the litigation is in conflict with that of the 
MPRB, the employee may request that he or she be represented by independent counsel. The 
employee shall make such request in writing and such request shall specify the facts upon which 
the employee relies in asse11ing the conflict. The MPRB shall have five (5) business days from 
the date it receives such request to grant or deny the request and notify the employee in writing of 
its decision. If denied, the MPRB shall state in such notice the factual and/or legal basis upon 
which the request is denied. If the request is not denied within the five (5) business day period, it 
shall be deemed granted. 

If the MPRB timely denies the request for independent counsel, the employee may appeal the 
decision within five (5) business days of the date on which he or she receives the MPRB's decision 
by giving written notice of appeal to the MPRB. The appeal shall be heard by a neutral third 
person who possesses the knowledge and experience necessmy to determine whether a conflict of 
interest exists and who has been mutually selected by the MPRB and the Federation. The Pm1ies 
may present evidence and testimony before the decision maker. The hearing and review of the 
decision shall be governed by the Unifo1m Arbitration Act, Minnesota Statutes §572.01, et seq. 

An employee entitled to independent counsel under this m1icle may select counsel from among the 
attorneys on the list approved by the MPRB and the Federation. The Federation shall propose 
attorneys for the list subject to approval by the MPRB based on the MPRB's fee schedule. Such 
approval shall not umeasonably be withheld. Notwithstanding approval by the MPRB, no fom 
shall be entitled to be placed on the list until it has agreed to unde11ake representation in such 
matters at the standard hourly rate negotiated by and among the Federation, the MPRB, and all 
approved finns. The list of approved attorneys shall contain not less than three finns. 

Section 20.2 - Assignment of Judgment for Costs . Each defendant represented by MPRB-paid 
counsel shall assign to the MPRB any judgment for costs or disbursements awarded in favor of 
such defendant. 

Section 20.3 - Liability Insurance. The MPRB may, at its option, maintain a standard policy of 
liability insurance covering employees against the actions and claims referenced in Section 20.1 
above. The MPRB shall pay all premiums for such coverage. 

ARTICLE 21 
FEDERATION BUSINESS/ REPRESENTATION 

Section 21.1- New Officer Orientation. The President of the Federation, or his designee, shall 
be granted one (1) hour of regularly scheduled new Officer Orientation class time for the purpose 
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of explaining the rights and obligations of employees under the Public Employment Labor 
Relations Act of1971, as amended. 

Section 21.2 - Park Representative. The Federation may designate an employee within the 
bargaining unit to serve as Federation Representative. 

Section 21.3 - Holiday Donation for Federation Business. Employees shall be relieved from 
their regularly scheduled duties to engage in Federation activities in accordance with the tenns of 
this section. 

(1) Federation Personnel. The Federation President and/or any personnel he/she 
may designate to work exclusively on Federation business on a pe1manent basis 
(the "full-time personnel") will be assigned to the Human Resources Unit and 
shall continue as employees of the MPRB with all rights, benefits and 
obligations relating thereto. Members of the Federation Board of Directors or 
other Federation members (the "temporary personnel") shall, from time to time, 
be relieved from perfonning their regularly assigned work duties to allow them 
to engage in Federation business. In order to minimize the disrnption to the 
MPRB which may be caused by the absence of an employee on leave to conduct 
Federation business, the Federation shall provide advance written notice to the 
MPRB as follows: 

(A) if the employee will be working exclusively on Federation business 
for more than six consecutive months (the "full-time personnel"), 
such notice shall be given as soon as practical but in no event less 
than sixty ( 60) calendar days prior to the commencement of the 
assignment to the Federation; 

(B) if the employee will be working exclusively on Federation business 
for more than one but less than six consecutive months, such notice 
shall be given as soon as practical but in no event less than thirty 
(30) calendar days prior to the commencement of the assignn1ent to 
the Federation; 

(C) if the employee will be working on Federation business for all or 
pa11 of less than thi1ty-one (31) consecutive days, such notice shall 
be given as soon as practical but in no event less than fifteen ( 15) 
calendar days prior to the posting of the schedule for the scheduling 
period in question. 

Notwithstanding the foregoing, if the employee is seeking a leave from his/her 
regular work duties to work on Federation business of a nature for which neither 
the Federation nor the employee could sufficiently plan in advance, the Federation 
shall give such notice as soon as is practical. However, the paities agree that the 
MPRB retains the right to limit such an unplanned leave to three (3) consecutive 
work days. For the purpose of the foregoing limitation, "work days" are days on 
which the affected employee was scheduled to work at his/her regular assignment. 
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The Federation agrees that it will not seek a leave of absence of more than thirty­
one (31) consecutive days for an employee to work exclusively on Federation 
business during the months of June, July and August. This limitation shall not 
apply to the "full-time personnel." 

The Federation shall have the right and responsibility to direct the activities of 
personnel while such personnel are engaged in Federation business pursuant to this 
paragraph. 

(2) Donated Time Account. Once each year, one (1) day shall be donated to 
the Federation's Donated Time Account, on behalf of each member, 
pursuant to Aliicle 10.7-d. The MPRB shall maintain an up-to-date and 
accurate system of accounting for the accumulation and use ofdonated time. 
Any discrepancies in accounting will be conected promptly. Up to 40 hours 
of unused donated time may be canied over to the next fiscal year. Each 
payroll period, the Federation will contact the MPRB to repo1i the hours 
worked during the payroll period by the full-time and temporary Federation 
personnel. The number of hours absent from duty and which are spent on 
Federation business will be debited from the donated time account, except 
that vacation days, sick days, and compensatory time used, shall not be 
debited from the donated time account. 

ARTICLE 22 
NON-DISCRIMINATION 

In the application of this Agreement's terms and provisions, no bargaining unit employee shall be 
disc1iminated against in an unlawful manner as defined by applicable MPRB, State and/or Federal 
law or because of an employee's political affiliation or membership in the Federation. 

ARTICLE 23 
SAVINGS CLAUSE 

Any provisions of this Agreement held to be contrary to law by a comi of competent jurisdiction 
from which final judgment or decree no appeal has been taken within the time provided by law, 
shall be void. All other provisions shall continue in full force and effect. 

ARTICLE 24 
LAYOFF AND RECALL FROM LAYOFF 

Section 24.1 - Layoffs and Bumping. Whenever it becomes necessary because of lack of funds 
or lack of work to reduce the number of employees in any rank, the Director of Park Safety shall 
immediately repmi such pending layoffs to the Superintendent or his/her designated 
representative. The status of involved employees shall be dete1mined by the following provisions 
and the involved employees will be notified. 
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Subd. (a) General Order ofLayoff Layoffs shall be made in the following manner: 

(1) Permit employees shall be first laid off; 

(2) Temporary employees (those ce11ified to temporary positions) shall next be 
laid off; 

(3) Persons appointed to pe1manent positions shall then be laid off. However, 
no sworn personnel shall be laid off so long as the Employer continues to 
employ any Park Agents or other non-sworn personnel with law 
enforcement authority; excluding any non-sworn personnel hired under 
special funding Sources or paid out of non-police budget funds. 

Subd. (b) LayoffBased on Class~fication Seniority. The employee first laid off shall be 
the employee who has the least amount of classification seniority in the rank in 
which reductions are to be made. Provided, however, employees retained must 
be deemed qualified to perfonn the required work and employees who possess 
unique skills or qualifications which would othe1wise be denied the Employer 
may be retained regardless of their relative seniority standing. 

Subd. (c) Bumping. Employees who are laid off shall have their names placed on a layoff 
list for their classification. Such employees who have at least two (2) years of 
Depai1ment seniority shall have the right to displace (bump) the employee of 
lesser Depai1ment seniority who was last ce11ified to the next lower rank 
(including Park Agent) previously held pennanently by the laid off employee. 
If the laid off employee cannot properly displace any employee in the next 
lower rank, such laid off employee shall have the right to displace (bump) the 
employee of lesser Department seniority who was the last ce11ified to 
progressively lower ranks previously held permanently by the laid offemployee 
and in which job perfo1mance was deemed by the Employer to be satisfacto1y. 
In all cases, however, the bumping employee must meet the cmTent minimum 
qualifications of the claimed position and must be qualified to perfotm the 
required work. 

Section 24.2 - Notice of Layoff. The Employer shall provide affected employees with at least 
thi11y (30) calendar days ' notice prior to the effective date of a layoff. 

Section 24.3 - Recall from Layoff. An employee who has been laid off may be reemployed 
without examination in a vacant position of the same rank within three (3) years of the effective 
date of the layoff. Failure to receive an appointment within three (3) years will result in the 
employee's name being removed from the layoff list. However, the eligibility of an employee on 
the layoff list shall be extended for a period of military service while laid off upon notice to the 

Employer by the employee of such milita1y service. 

Section 24.4 - Demotion List. Notwithstanding any provision in the Civil Service Rules to the 
contra1y, the Employer agrees that any employee in the rank of captain, sergeant or lieutenant who 
is demoted by reason of the elimination ofpositions in his/her rank, shall be placed on a demotion 
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list. An employee placed on a demotion list shall remain on such list until he/she is returned to the 
rank from which he/she was demoted or he/she has refused an offer to return to such rank. When 
the Employer elects to fill a vacancy in the rank of captain, lieutenant or sergeant, it shall first fill 
the vacancy from an existing demotion list on a " last in, first out" basis and then, after no names 
remain on such demotion list, from the list established by the examination process. 

Section 24.5 - Effect on Appointed Positions. Employees who hold a rank within the classified 
service but are serving in an unrepresented, appointed position cannot be displaced (bumped) 
within the meaning of this a11icle by other bargaining unit employees during the time such 
employees hold their appointed positions. In the event such a person is removed from his/her 
appointed position he/she/ shall have the right to return to his/her last-held civil service rank. The 
return of such person shall not result in the removal (bumping) of another person in such rank. To 
the extent such removal causes there to be an excess above the authorized strength at such rank, 
the excess shall be reduced through attrition. 

Section 24.6 - Exceptions. 

Emergency Retention. Regardless of the prio1ity of layoff, an employee may be retained on an 
emergency basis for up to fomteen (14) calendar days longer to complete an assignment. 

ARTICLE 25 
FUNERAL LEAVE 

A leave of absence of five (5) working days shall be granted at the time of death of an employee's 
parent, stepparent, spouse, registered domestic paitner within the meaning of Minneapolis Code 
of Ordinances Chapter 142, child, stepchild, brother, sister, stepbrother, or stepsister, father-in­
law, mother-in-law, grandparent or grandchild, or members of employees' households. For 
purposes of this subdivision, the tern1s father-in-law and mother-in-law shall be constrned to 
include the father and mother of an employee ' s domestic paitner. 

Additional time offwithout pay, or vacation, if available and requested in advance, shall be granted 
as may reasonably be required under individual demonstrated circumstances. 

ARTICLE 26 
MERGER OF THE PARK POLICE WITH MINNEAPOLIS POLICE 

In the event there are discussions between representatives of the MPRB and of the City of 
Minneapolis regarding a merger of the Park Police Depaitment and the Minneapolis Police 
Depaitment, the Employer agrees that the Federation shall be entitled to have a representative be 
present and participate in such discussions; at least to the extent that the discussions involve the 
employment status, employment rights, compensation and benefits and other tenns and conditions 
of employment of Federation members. 

ARTICLE 27 
SICK AND SAFETY LEA VE 
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Section 27.01 - Sick and Safety Leave. Sick and safety leave shall be granted in accordance with 
Minneapolis Civil Service Co1mnission Rules, MPRB policy, City ordinance, and State and 
Federal laws. 

Section 27.02 - Workers' Compensation. The Patties agree to follow Minneapolis Civil Service 
Commission Rules as it applies to Workers ' Compensation. 

Section 27.03 -Injury On Duty 

The Director, Park Safety and Security, in consultation with the MPRB Human Resources 
Department, shall grant an employee an Injury on Duty (IOD) leave of absence with pay for a 
physical disability incuned in the perf01mance of law enforcement duty for a period of up to one 
hundred eighty (180) calendar days in accordance with the length of the disability. Disability 
incmTed in the performance of duties peculiar to law enforcement will apply only to leave 
necessitated as a direct and approximate result of an actual injmy or illness whether or not 
considered compensable under the Minnesota Workers' Compensation law. Disability resulting 
from each new injmy or illness incutTed in the perfo1mance of law enforcement duty, or a recmTent 

· disability resulting directly from a previous injmy or illness sustained in the performance of law 
enforcement duty, will be compensable pursuant to, and where otherwise not in conflict with, the 
provisions of this section. Such leave will not apply to disabilities incurred as the direct result of 
substantial and wanton negligence, intoxication, impairment, or misconduct of the disabled 
employee. The following conditions shall apply to IOD leave: 

(a) When employees exhaust the one hundred eighty (180) days as provided in this 
section but remain disabled, they will be required to then expend their regular 
earned sick leave, compensato1y time, and vacation leave in order to obtain 
compensation during the period of continuing leave of absence resulting from 
the disability. When the employee has exhausted his/her sick leave, 
compensat01y time, and vacation and still is disabled, the Director, Park Safety 
and Security may grant the employee additional disability leave in an amount 
up to ninety (90) working days. A request to extend leave must be in writing 
and must contain medical documentation that the employee is currently 
medically unable to perform the duties as a police officer, and is expected to 
return to the full performance ofhis/her duties at the expiration ofsuch extended 
leave. The failure to provide the required medical documentation shall result 
in the denial of leave. To be eligible for such additional leave, the MPRB ' s 
health care provider must ce1tify that the employee will be able to return to the 
full perfo1mance of his/her duties at the expiration of such leave. 

Employees who at the expiration of their medical leave are unable to perfo1m 
law enforcement duties shall be placed on medical layoff after expiration of all 
accrned benefits such as sick and vacation leave. 

(b) When an employee returns to work following his/her use of earned sick leave 
or vacation or during the period which they are on extended leave as provided 
above, regular earned sick leave will be restored to the employee as follows: 
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Sick Leave Days at the Time of 
Exhaustion of the Original 180 Days Restored Days (Maximum) 

0-59 0 (No sick leave restored) 

60-99 20 

100-199 45 

200 or more 90 

Section 27.04 - Notification Required. Employees shall be required to notify their immediate 
supervisor as soon as possible of any occmTence within the scope of this ai1icle which prevents 
work. If the Employer has provided pre-work shift contact a1rnngements, employees shall be 
required to provide such notification no later than one (1) hour before the start of the work shift. 
Ifno such airnngements have been made, employees shall be required to provide such notification 
as soon as possible but in no event later than one-half(½) hour after the stai1 of the shift. 

Section 27.05 Placement on Administrative Leave/ Limited Duty Status. 

Subd. (a) - Critical Incident Defined . 
.An incident involving any of the following situations occuning in the line of duty: 
• The use of Deadly Force by or against a Police Officer; 
• Death or Great Bodily Hann to an officer; 
• Death or Great Bodily Hann to a person who is in the custody or control of an officer; 
• Any action by an officer that causes or is intended to cause Death or Great Bodily Ham1. 

Subd. (b)- Critical Incident-Involved Officers. 
Involved Officers, as defined above, shall be placed on a mandatory paid administrative leave for 
a minimum of five scheduled work days. The duration of the leave shall be as specified in Section 
27.06. 

Subd. (c)- Critical Incident- Witness Officers. 
A Witness Officer, as defined above, may request to be placed on paid administrative leave for up 
to five scheduled work days following the Critical Incident. The decision to grant the request shall 
be made at the sole discretion of the Director, Park Safety and Security. The duration of the 
administrative leave for a Witness Officer shall be as specified in Section 27.06. 

Section 27.06 Duration of Leave. 

Subd. (a) - Critical Incident. 
The duration of administrative leave for an Involved Officer shall be not less than five scheduled 
work days. The leave may extend beyond five scheduled work days following the critical incident 
at the sole discretion of the Director, Park Safety and Security. The leave may be extended beyond 
the five scheduled work days if requested by the Involved Officer and approved by the Director, 
Park Safety and Security. The duration of administrative leave for a Witness Officer shall not 
exceed five scheduled work days. The leave may be extended beyond the five scheduled work 
days if requested by the Witness Officer and approved by the Director, Park Safety and Security. 
The f9regoing limitations on the maxinmm duration of administrative leave shall not apply when: 

1. The officer is unfit for duty as determined pursuant to Ai1icle 19; or 
2. There is sufficient reliable evidence to supp011 a prelimina1y conclusion that the officer 
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may have engaged in conduct relating to the incident which, if true, would constitute 
misconduct. In such case, following the expiration of the five scheduled work days, the 
administrative leave shall be considered to be a leave pending investigation. 

Subd. (b)-Pending Investigation. 
The duration of the administrative leave or limited duty status, and any restrictions on the ability 
of the employee to work off-duty or ove11ime relating thereto, shall be at the discretion of the 
Director, Park Safety and Security for the first thitty (30) days. Thereafter, the duration of the 
administrative leave or limited duty status and any restrictions relating thereto shall be subject to 
the provisions of this Section. After the initial 30-day period, the Federation may request (not more 
frequently than once eve1y two weeks) that the Director, Park Safety and Security provide an 
update on the status of the investigation and/or review the duty status and the restrictions on the 
employee. 

ARTICLE 28 
SICK LEAVE CREDIT PLAN AND ACCRUED SICK LEA VE RETIREMENT PLAN 

Section 28.01 - Annual Sick Leave Credit Plan 

An employee who satisfies the eligibility requirements of this Section, shall be entitled to make an 
election to receive payment for sick leave accrned but unused under the tenns and conditions set 
forth below. 

(a) Eligibility. An employee who has an accumulation of sick leave of four 
hundred eighty ( 480) hours or more on December 1 of each year (hereafter an 
"Eligible Employee") shall be eligible to make the election described below. 

(b) Election. On or before December 10 of each year, the Employer shall provide 
to each Eligible Employee a written election fo1m on which the Eligible 
Employee may elect whether he/she wants to receive cash payment for all or 
any p011ion of his/her sick leave that is accrned but is unused during the 
calendar year immediately following the election (the "Accrual Year"); and, if 
payment is to be made, the method ofpayment (regular or optional) as described 
below. The employee shall deliver the election fom1 to the Employer on or 
before December 31. Such election is irrevocable. Therefore, once an Eligible 
Employee transmits his/her election fo1m to the Employer, the employee may 
not revoke the decision to receive cash payment for sick leave or change the 
amount of sick leave for which payment is to be made. Ifan Eligible Employee 
does not transmit an election form to the employer on or before December 31, 
he/she shall be considered to have directed the Employer to NOT make a cash 
payment for sick leave accrued during the Accrual Year. If an Eligible 
Employee elects to receive payment, but does not specifically elect the optional 
method, the optional method shall NOT be used. 

(c) Payment. Within sixty (60) days after the end of the Accrual Year, an Eligible 
Employee who has elected to receive cash payment shall be paid as follows: 
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1. At Least Four Hundred Eighty (480) Hours, But Less Than Seven Hundred Twenty 
(720) Hours. With regard to an Eligible Employee who, as of December 31 of the 
Accrnal Year, has accumulated at least four hundred eighty ( 480) hours but less 
than seven hundred twenty (720) hours of sick leave, payment shall be made for 
the lesser of: the number of hours indicated by the employee on his/her election 
form; or the number ofunused leave hours earned during the Accrnal Year in excess 
of four hundred eighty ( 480) hours. The amount of the payment shall be based on 
fifty percent (50%) of the employee ' s regular hourly 'rate of pay in effect on 
December 31 of the Accrnal Year. 

11. At Least Ninety-Seven Hundred Twenty (720) Hours, But Less Than Nine Hundred 
Sixty (960) Hours. With regard to an Eligible Employee who, as of December 31 
of the Accrual Year, has accumulated at least seven hundred twenty (720) hours 
but less than nine hundred sixty (960) hours of sick leave, payment shall be made 
for the lesser of: the number of hours indicated by the employee on his/her election 
fonn; or the number ofunused leave hours earned during the Accrnal Year in excess 
of seven hundred twenty (720) hours. The amount of the payment shall be based 
on fifty percent (75%) of the employee ' s regular hourly rate of pay in effect on 
December 31 of the Accrnal Year. 

m. At Least Nine Hundred Sixty (960) Hours. With regard to an Eligible Employee 
who, as of December 31 ofthe Accrual Year, has accumulated at least nine hundred 
sixty (960) hours of sick leave, payment shall be made for the lesser of: the number 
of hours indicated by the employee on his/her election form; or the number of 
unused leave hours earned during the Accrnal Year in excess of nine hundred sixty 
(960) hours. The amount of the payment shall be based on one hundred percent 
(100%) of the employee ' s regular hourly rate of pay in effect on December 31 of 
the Accrnal Year. 

1v. Optional Payment Method. Payment shall be made for the lesser of: the number 
of hours indicated by the employee on his/her election fmm or the number of 
unused sick leave hours earned during the Accrnal Year, with regard to an Eligible 
Employee who: 

1. has elected to receive payment under the optional method; and 
2. as of December 31 of the Accrnal Year, has accumulated at least seven hundred 
twenty (720) hours of sick leave but has not accumulated enough aggregate hours 
to receive payment for all hours to receive payment for all of the hours he/she 
accrned during the Accrual year at the rate specified in the subparagraph ii or iii 
above. 

The amount of payment under the Optional Method shall be based on the 
percentage of the employee ' s regular hourly rate that would apply to all ofthe hours 
for which the employee is to be paid (namely, the next lower rate than that for which 
the employee was otherwise qualified). 

(d) Adjustment of Sick Leave Bank. The number of hours for which payment is made shall 
be deducted from the Eligible Employee ' s sick leave bank at the time payment is made. 
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(e) Deferred Compensation. Employees, at their sole option, may authorize and direct the 
Employer to deposit sick leave credit pay under paragraph (c) to a deferred compensation plan 
administered by the Employer provided such option is exercised at the same annual time as regular 
changes in deferred compensation payroll deductions are nonnally permitted. 

Section 28.02 - Accrued Sick Leave Benefit Pay Plan 

Employees who separate from positions in the qualified service and who meet the requirements 
set fo1th in this aiticle shall be paid in the manner and amount set fo1th herein. 

(a) Payment for accmed but unused sick leave shall be made only to retired fo1mer employees 
who: 

1. have separated from service; and 

11. as of the date of separation had accmed sick leave credit of no less than four hundred 
eighty ( 480) hours; and 

111. as of the date of separation had: 

1. no less than twenty (20) years of qualified service as computed for retirement 
purposes, or 

2. who have reached sixty years of age, or 

(b) 3. who are required to retire early because of either disability or having reached mandatory 
retirement age. When an employee having no less than four hundred eighty ( 480) hours of 
accrued sick leave dies prior to separation, he/she shall be deemed to have separated 
because of disability at the time of death, and payment for his/her accrued sick leave shall 
be paid to the designated beneficiaty as provided in this Section. 

(c) The amount payable to each employee qualified hereunder shall be one-half(½) the daily 
rate of pay for the position held by the employee on the day of separation, notwithstanding 
subsequent retroactive pay increases, for each day of accrued sick leave subject to a 
minimum of four hundred eighty ( 480) hours and a maximum of one thousand nine 
hundred twenty (1920) hours. 

(d) Such severance pay shall be paid in a lump sum following separation from employment but 
not more than sixty (60) days after the date of the employee's separation. 

(e) 100% of the amount payable under this Section shall be deposited into the Health Care 
Savings Account (MSRS). This deposit shall occur within thirty (30) days of the date of 
separation. 

(f) If an employee entitled to payment under this Section dies prior to receiving the full 
amount of such benefit, the payment shall be made to the beneficia1y entitled to the 
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proceeds of his or her Employer group life insurance policy or to the employee's estate if 
no beneficiary is listed. 

ARTICLE 29 
DURATION AND EFFECTIVE DATE 

Section 29.1 This Agreement shall be effective as of the first day of January 2022 and shall 
remain in full force and effect to and including the thi1ty-first day of December 2024 subject to 
the right on the pmi of the I\1PRB or the Federation to open this Agreement by written notice to 
the other Pmty not later than June 31, 2024. Failure to give such notice shall cause this Agreement 
to be renewed automatically for a period of twelve (12) months from year to year. 

Section 29.2 In the event such written notice is given and a new Agreement is not signed by the 
expiration date of the old Agreement, then this Agreement shall continue in force until a new 
Agreement is signed. It is mutually agreed that the first meeting will be held no later than twenty 
(20) calendar days after the I\1PRB or Federation receives such notification. 

Section 29.3 Employees who retire after the expiration of this Agreement but before the 
execution of a successor agreement, shall be entitled to compensation for hours worked after the 
expiration of the Agreement at the rate of pay established pursuant to the successor agreement. 

SIGNATORY PAGE 

NOW, THEREFORE, the Pa1iies have caused this Agreement to be executed by their duly 
authorized representatives whose signatures appear below: 

FOR THE MPRB: FOR THE FEDERATION: 

~ByBy~Meg F :n . Date . 
Pr:: 

( 

~ --->,IL-----,L-<-+-l-;A-'--l'-- -l---+ )!1t-f 1p _ _ 
Je · Date 
Stt9'~ Secretary 

By & L ~ 3/3/.zo-2-z_ 
Adam Swierczek Date 
Federation Park Representative 
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APPENDIX A 

Classifications and Rates of Pay Effective 1/1/2022 to 12/31/2022 



APPENDIXB 

The MPRB and Police Federation of Minneapolis will reopen wages for Janumy 1, 2022 through December 31, 
2024 after the City Of Minneapolis settles the Minneapolis Police Depmiment contract. 
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APPENDIXC 
The MPRB and Police Federation of Minneapolis will reopen wages for January 1, 2022 through December 31, 
2024 after the City Of Minneapolis settles the Minneapolis Police Department contract. 
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APPENDIXD 
Memorandum of Understanding- Health Insurance (2022) 

MINNEAPOLIS PARK AND RECREATION 
BOARD 

AND 

THE POLICE OFFICERS' FEDERATION 
OF MINNEAPOLIS 

LETTER OF AGREEMENT 
2022 Health Care Insurance 

WHEREAS, the Minneapolis Park and Recreation Board (hereinafter "Employer") and the Police 
Officers ' Federation of Minneapolis (hereinafter "Union") are parties to a Collective Bargaining Agreement that 
is cmrently in force; and 

WHEREAS, the Paities desire to provide quality health care at an affordable cost for the protection of 
employees, which requires a modification to the cmrent Collective Bargaining Agreement as it relates to the 
funding of Health Care beginning Janua1y 1, 2022; and 

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

1. The City will offer a medical plan with six (6) provider options. Medica Elect is a managed care model, 
Medica Choice is an open access model, and Fairview, N01th Memorial, HealthEast Vantage with Medica, 
Park Nicollet First with Medica, Ridgeview Community Network and Clear Value (Hennepin Health) are 
accountable care organizations (ACOs). Medica Self-Insured ("Medica") is providing ce1tain administrative 
services, including claims processing, for all plan options. Notwithstanding any provision in the CBA to the 
contra1y, coverage for an employee who meets the eligibility requirements set f01th in the CBA shall sta1t 
on the first day of the month following the employee's date of hire, provided the employee has timely 
submitted the proper enrollment forms . 

2. The City will continue a dual medical premium system that provides incentives for wellness program 
completion. The monthly medical premiums for subscribers who earn the required wellness program points 
by August 31 · 2021 (the "wellness premium equivalents") will be lower than the premium equivalents for 
subscribers who do not earn the required wellness program points by August 31, 2021 (the "standard 
premium equivalents"). Any changes to the wellness program requirements, including those implemented 
for 2022, will be agreed upon by the Benefits Subcommittee ofthe Citywide Labor Management Committee. 
For 2022, the "wellness premium equivalent" will also apply to all employees who are newly enrolled in 
the medical plan after June 1, 2021. The wellness program requirements for 2022 (specifically the 3,000-
point threshold to earn the incentive and the point structure are set fo1th on the MyMedica.com "My Health 
Rewards" member portal) are as agreed upon by the Benefits Sub-committee of the Citywide Labor 
Management Committee. 
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3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

11. 

12. 

For the period January 1, 2022 through December 31, 2022, the Employer will pay $604.00 per month for 
employees who elect single coverage under the medical plan. For the period January 1, 2022 tlu·ough 
December 31 , 2022, the Employer will pay $1,634.00 per month for employees who elect family coverage 
under the medical plan. The total monthly rate and the respective employer and employee monthly 
contributions for the period for the period January 1, 2022 tlu-ough December 31 , 2022 are as set fo1th in 
Appendix A. The paities agree to these rates even though they do not reflect the cost-sharing percentages 
of 82.5% (Park Board) and 17.5% (employees) required under the prior Letters of Agreement between the 
Paities. The Pai·k Board agrees to these rates for 2022 as consideration for adjustments made by the Union 
for the 2021 rates. The Union agrees that the 2022 rates reflect fair and adequate consideration for its 2021 
adjustments. 

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

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

The City shall designate a Trustee for the Trust. Such Trustee shall be authorized to hold and invest assets 
of the Trust and to .make payments on instructions from the City or, at the City ' s discretion, from a third 
paity administrator in accordance with the conditions contained in the HRA. Representatives of the City 
and up to tlu·ee representatives selected by the Minneapolis Board of Business Agents shall constitute the 
VEBA Investment Committee which shall meet periodically to review the assets and investment options for 
the Trust. 

The Park Board shall pay the administration fees for HRA members who are cmTent employees and other 
expenses pursuant to the te1ms ofthe HRA. HRA members who have separated from service will be charged 
the administration fee. 

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

The Pa11ies agree that, except for Park Board contributions to the HRA, incentives, discounts or special 
payments provided to medical plan members that are not made to reimburse the member or his/her health 
care provider for health care services covered under the medical plan ( e.g. incentives to use health club 
memberships or take health risk assessments) are not benefits for the purposes ofcalculating aggregate value 
of benefits pmsuant to Minn. Stat.§ 471.6161 , Subd. 5. 

Future cost sharing of premium costs between the employer and employees for medical plan premium 
equivalents will be dete1mined by the Benefits Sub-committee of the Citywide Labor Management 
C01mnittee; however, absent an agreement to the contraty, the Park Board shall bear 82.5% of any aggregate 
medical premium equivalent increase and the employees shall bear 17.5% of any aggregate medical 
premium rate increase. 

The unions shall continue to be involved with the selection of and negotiations with the medical plan canier 
or, so long as the City is self-insured, the third-party administrator of the City ' s plan. 

This agreement does not provide the unions with veto power over the City' s decisions. 
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13. This agreement does not negate the City 's obligation to negotiate with the unions as described by Minn . 
Stat.§ 471.6161 , Subd. 5. 

14. The ten11S of this agreement shall be incorporated into the Collective Bargaining Agreement as appropriate 
without additional negotiations. 

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

FOR THE MPRB: FOR THE UNION: 

Adam Swierczek Date 
Federation Park Representative 
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APPENDIXE 

THE MINNEAPOLIS PARK & RECREATION BOARD 

and 

THE POLICE OFFICERS' FEDERATION 
OF MINNEAPOLIS 

LETTER OF AGREEMENT 
Contract Extension and Related Matters 

WHEREAS, the Minneapolis Park & Recreation Board and the Police Officers ' Federation of Minneapolis are 
pai1ies to a collective bargaining agreement which expired on December 31, 2019 (the prior Labor Agreement) ; 
and 

WHERAS, the Pai1ies did not reach a comprehensive agreement concerning the tenns and provisions of a 
successor Labor Agreement, nor was a successor Labor Agreement signed, until after -the expiration date of the 
prior Labor Agreement; and · 

WHEREAS, the Parties entered into a new Labor Agreement (the successor Labor Agreement) which became 
effective on January 1, 2022 and extends to December 31, 2024; and 

WHEREAS, the Pa11ies wish to address the gap in the Labor Agreement between the expiration of the prior 
Labor Agreement on December 31, 2019 and effective date of the successor Labor Agreement, January 1, 2022. 

THE PARTIES HAVE AGREED AS FOLLOWS: 

1. The prior Labor Agreement remained in full force and effect from January 1, 2020 to December 31, 2021 
subject to the following amendment: 

a. Wage schedules for the years 2020 and 2021, attached hereto as Exhibits 1 and 2. 

2. The successor labor agreement includes a wage reopener for 2022, 2023 and 2024. 

FOR THE MPRB: FOR THE FEDERATION: 

By lt 
MegFom 
President 

Date 

By__~ ~.........,.=.;.,.;,'--L----=----h--+-

Shenal_ 
Presiden 

Secretaiy 
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By ~ ~ 3/3//2P.?-2--
Adam Swierczek Date 
Federation Park Representative 
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EXIDBIT 1 
CI~ssifications a)!d Rate_s~f Pay Effective 1/1/~020 to 6/30/2020 _I 

IStep 11 Recruit I 1 I I 
fob Co de Job Title Academ Rate Ste 1 Ste 2 Ste 3 Ste 4 Ste 5 Ste 6 

0 8170 P Poli_ce Officer HJ red Before Au.gust 1, 20 16 L - _ N/A $31 .91~72_0 $33.517330 1 $35.194 110 1 $37 .138850 $38.996630 1$41.351100 1 
Poli ce Offi,ce r Hired on or after August 1, 2016 J•~ ee Schdu l e Bel ow __ _ 1 

0 817 5P· IPoli-ce Off__i_~r:, ~~-Time - I S3 ! 1_12005 S37.138850 s4 1_351100 I 
0 8210 P Police Serg~ _'!!.,__ j ·- $ 44.84980 5 $4 6.rn695 $ 4]:, 5B21~ I - i I10 8150 P , Poli-ce __L i _e_ut~nant I T$5Ll4470 0 $53.804135 $ 55.95999 5 1 

0 8100P Poli ce Captain _ _ J 57 .644895 _$59.36633_5 I $~. 14 9690 I 17I --
upon 

Gradu·ation After 8 I 
Note-s for Step Progression of Police Officers Hired j Step"11" Recruit from RE>Cruit month.son 

___O_n_ or After August 1, 2016 . Academy~te Acade my . _ Step 1 
Job Code Job Title Recruit Ste 11 6 

$33 .20?650 I s ~~c!Z 2(~D5 rrl $35.1 94 1101 $37.13B850 $~8.99 ~ ~ +-$ 41.3,::100Longevity _l'._!>lice Office r Hir~ n or after August 1, 2016 ~L_:.?1_9?!750 

Empl oyees in th~ ~rtme i,_t:_w ho w ork a schedu led sh ift in w hi~_e_ maj ority of.!_he w ork hou rs fal lE_e~ _een 

th e hours of 6:00 )).m . and 6:00 a.m., sha ll be paid a shift differentia l of one dollar and thirty-six p,ointzero cents 

$1.555 per ho;;;: for all hou rsw~ rked 
-

I I
I 

-

Extra Duty I 

TRC Code Descri~tion_ Ho-urly Rate • 

XDl Park !'oli ce Extra Duty - Base Prem iu m $69 .456 

XD2 Park P~ ice~ ra ~uty- Coordinator Pr emium $78.B03 

XD3 Park Po_!! ce Extra Duty -Holiday Premium $104.1B4 

Park Police Extra Duty -Holi day Coord inator 

XD4 Premium 5118.204 

_ _

$0.:1_4 4 per hour additional at the beginn ing of the 7th yea r of s.ervice 

$0.344 Iper ho u~d_cJ_i_tion;I _a t the beginn ing c,f the Bth~y_ES__~ of servi <;_e 

$0.~~ per hour additi ona l at the _t>eginn ing of the 9_lt, year ofservice 

$0 .546 pe r hour additional at the beginning of the _10t~Y§M of service 

S.Q-E47 per h_~ r additiona l at the beginning oft~ 11th year of ser, ice 

$1.982 per hour additi ona l at the begi_n nin,g of the 12th Y.ea r of service 

52.0 B4 peI..tt our~ !!i!_ion~ I at the begin__n_ing of the 1,?E_h y_e_ar of service 

$2. 1B4 per hour additional __a t _!_t, e beginn ing of th _e_ 14th ye_a_r_of_service 

s2,z9-_9 per ho_l! r add it ion_al at the _t>eginning of the 1~~ y,a__ar of service 

$2.90 1 _p~r hour additi ~nal at the beginning of the 16th y_,a__a_,:_of service 

$3 .00:1_ P.."-.': hour additionaJ at the beginning of the_]7t~ ye~ of service 

$~ 103 per hour__aE_ditio!!al at the begi "-ning of the 18th Y§MO! '!_ervi ~ . 

$3 .203 1per hour add itiona I at the beginning of the 19th year of servi-ce 

$4_i)24 per_hou r ad!!!!!_o_i,_al a_! the beginn ing of the 20th yea r of servic_e_ 

$4. 126 p"!_hour a ~-~iti~na l at the beginning of the 21th_year of _'S ervice 

$4.226 per ~o,1:1 r___aEE._itio r:i_a l at the beginning ofth~ ~ th ye~ ~ service _ 

$4.3 27 per hour _e_ti__ditiona l ~t the beginn ing of the 23t:_h yea r of se rvice 

$4~8 pe r ho~ addition ~! at the be,gin_p ing; of the ~4th ye.E..!:_ of se ,:yice 

$4.B_p _ pe r h.£1:l..':_additional at the beginning of the_:1_5th y ear o_fseri ice 

$4. 953 per hour additional at the beginning of the 26th y~ ar of service_ 

Shift Differential 

f­
j 

t r 
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EXHIBIT 1 (Continued) 
Classifications and Rates of Pay Effective 7/1/2020 to 12/31/2020 

Step 11 Recruit 
Job Code Job Title I Academ Rate Ste 1 I Ste 2 Ste 3 Ste 4 i Ste 5 Ste 61 1 

08170P Police Of!ice r Hired Before Aug'-!_st 1, 2Q!6__ N/A I ,$34.020090 $35.722022 $37.695933 $39. 581245 $41 .971367j ~ I _I ~ T-_ - - - - -_ I , Police Officer Hi red on_pr after August 1., 2016 •se.§_Sched ~ e Below 

08175P Police Officer, Part-Time $34.6~458_5 I$37.695933 $41.971~67 / 
08210P f_!? lic e Se rgeant $4 5.? 2255J $1_6.888630 $48.295918 

08150 P Police Lieutenant $ 52.520871 $54.6111971-$56.799_395 

08100P I Police Captain I I _ ss8.so~ 68 $60.2 56830 $62 _066935 ' 

J_ - -+ - - --· 

I r~on Graduation After 8 
Notes for Step Progression of Police Officers 

Hi red On or After August 1, 2016 
Job Code I Job Title -

Step "11" Recruit 

I Academy Rate
l Recruit s;;- 11 

II 

from Recruit 

-~ ca~e'!'_y 
Ste 1 

I months on

l S_!:ep 1 
I Ste 2 I Ste 3 1 Ste 4 Ste 5 Ste 6 

L_c:,_ngevity 

$0.2'.!7 
$0.3~9 

$0.451 

$0.5~ 

$0. 656 

S1_.012 

~.115 

_g.217 

R~l 

_ll:9~ 4 
$3 .047 

_ & 149 

~ :.??1 

__?4.!)85 

~ .187 

$4 :_289 

$~ .392 

$4.4~4 

i4.910 

; ~ lic_e Officer Hired _'!nor after Aug~st 1, 201_6_ +--:--$32.88~585 

_ -r _ 
Ipe-;: hour a-d'ditional at the beginning of the 7th ear of .s.ervice 
1 
p~-r-h-our additional~th;beg~ n~ g of the 8th y;·a-;~;ervi ,-; -

I~ r hour additiona l ~ th e ~ gi-,;-ning oftli~ h yrn-;;f servi~ 

pe r hour_a~ditional at ~e b'!_gi11_ri_ing of th!' l {}th year of_"e!."J.i:" 

p__e_ r hour adEiti ona l at the begi_n~ ng of th__e_ 11th yea r ~ servi~ 

p,ar hour a_E'_ditional at !_he b" g0ning of !_!!"11th year of service 

I1>er h-our _a,dditional at the beginni ng of th,a_!3th year of servi£'!. 

I p_e_r hou_r_ a_dditiona_l__a,t the !J"girl_!'ing of th__e_ 14t~ year of_,.e_nii_ce 

per hour ~ ditional at the begi !'.._ning of_the .!.?t~ ye___ali_Df_~erv_i_(_!' 

per hour a-9ditional at !_he ~gi'!_l1ing o!__the 16th y~fse~c'!_ 
per hour additional at the beginning of the 17th year of se-rvice 

' p; r hour ai;iiti;nal-at the beginning of the 18 th Y~E!; ervice 

p" r _hour a~ditional __a,t the begirl_!'ing of th.§_19th ye__a, r ofservice 

' p_Ea r hour a_~ditional at the begi11ning of the ~ t "-year of sen,'ice 

per hour ad-ditional atthe beginning of th'!_ 21t_h y,aar ofservi£e 

per hour a~it ional a_t the beginning of th " 1_2_th year o!_serv!_Ce 

per hour a<l:_d iti-ona l at the be.ginning ofg,e ~3th ye ar of servi!_e 

' P."' hour addit iona l at the beginning oft~ 24th y,aa,_r of serv!_Ce 

per hour additional at the beginning of the 25th ye__a,_r of service 

·I· _$ 34. 2041_40 

t 

T 
I 

$_5.027 P".r:._h our additional ~t the begi_r,_nJng ofth~ _26th ye~ of service I 
I -l 

IShift Differential 

Employees l n the Department w ho work a scheduled_shift in ""._hich a majority ~ the work hours fall be_!ween 

th,a hou_rs of 6_:{?0 p.m . and 6:00 _a,_, m ., sha ll be paid a shift differ~~al DI on-" dollar and thirty-:§ ix point zero cents 

$1.578 per hour for all hours w orked 
T 

Extra Duty T tTRCCode ~sc ription Hourly R~ e _ 

XDl Park Police Extra Duty-Base Premium $70.498 

XD2 Park Police Extra Duty-Coordinator Pre-mium $79.985 

XD3 Park Police Extr~ Duty- Holid_a_y Premium $10 5.747 
Park Police Extra Duty - Holiday Coordinator 

XD4 Premium S1_19.977 
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EXIIlBIT 2 
Classifications and Rates of Pay Effective 1/1/2021 to 6/30/2021 

Job Code IJob Title - · - l;:::;~~~ I-~:p 1 I -Step 2 -r s:: IStep 4 -, Step 5 Step 6 I 
I 

08170 P Police Officer Hired B~ re August J,1016 t . . J'l/~ l S32.886585 I $3 4. ~0391 l536 257852 I S38.261372 [ S40.1749§1S41~00937J 
Poli,ce Offi~r Hired on or _a_fte r August 1, 2011;_ •5:.ee Sche-dule Bel,ow _ _ I I _ _ I _ I 

0 8175P Po!!_ce Officer, Part-Time $35.204854 $38.2 61372 S42 600937 1l 
08210P Pol ice Sergean t 1 - - S46.2Q5390 1 $47.591960 I $49.0~357 - ,- I 
08150 P Police Lieutenant l $~3.3008684 1 $55 .430365 I $57 651386 I 
0 8100P P(?lice Captain I I $59 .i87212 $61.1-60682 ' $623 9_?939 j I

f .j l 

1 
Step "11" Upon Gra,du·ation Afters 

Nutesfor Step Progression of Police Officers Recruit from Recruit months onI 
Hired Or1_,o, After August 1, 2016 Academy Rate Academy 1 S_t,ep 1 I 

I I Recruit Step I -
Job Code Job Title 1 Ste 3I 11 

Police Officer Hired on or ~fte r A:gust 1, 2_9..!, 6 I $32.88655~1!$3 4.2!)4140 Is3s .w4as4 I$3G.2s1as2 

LongevJty 
1 i I -$0JS1 jper hour additional atth_a_ beginn,i_ng of !_ti_e 7th yea r _of sen,·;_c:_e \ 

J0.355 per hour additional at the paginning of the 8th ye ar of sen,•i,ce 

$OAS_§_ , per hour additional at the beginn~ Df the 9th ye ar ofs-ervice I 
$0. 5_~ p~ hour addi t:)_on a!Etthe_beginning of the 10th year of service l 
S0.66.§. I p~e>ur add!!i._on ~ t the beginning of the_!!!h y~of service I 
$2 .042_ [ per hour additional at the beginning of the 12th ve ar of service --- i 
$~ 147 per hour additional at the beginning of the 13th ye ar of service 

$2 .1_~ I per hour adi:!_itional ~t the beginning ofth ~'!!:!1..v~_a.r of~ e_r:0c§_ J
52 .88A pe_r: hour additional at the beginning of th_a_ 15th y~r.£_f s-ervice t--$2 .939 1pe_r hour additional ~t th__a__t>eginning of the 16th yea r of service 

S3.093 per hour additional at the beginnin.5 of the 17th year of s-ervice -I t$3.192 pe_r: hour additiona~~ the b,iaginningp f th,ia_!_8th y~r of service 

$3.30() ' per hour additional atthe beginnin.g of the l'9th ye ar ofservice 

$4.1~6 1p~ hour ad_cliti ona l_a.t the !>_e!ginn;;;g of th~Oth y~r C>f'se;;i:e - t S4.2~0 per hour additio~ I_a.t the beginning of the 21th year ofserv~ce 

$ 4. 3_54 per hour additi ona I at the t;eginning of the 22th year of s,ervice 

$4.4~8 iper hou r a:;;ditional atthe begin ; ng of the 2 3th y;~r ofservice 

$4.562 per. hour a<!_dit:)_onal at the ~ginn ing of the 1_4th y_a__ar of Se fl!ice 

?4.:.9 1!_4 1p_§r hour a~~itiona!_.a.t the_t>_egin_r:i_i_n_g of the1_5th year of se~ i_c:_e J.. I 
S5 .103 per hour additional at the t;eginning of the 26th vear of service 1 j 

-=- -- - i_=- -=-t--Shift Differential 

Employees in !he !)epa~ment who work a s.cheduled shift in w hich a 1T1_ajori ty ofthe w_ork hours fall between t 
the hours of 6:00 p.m. and 6:00 a.m., shall be paid a s-hift differential of one dollar and thirty-six point zero cents 

1S1.602 per hou r for all hours worke d I 

Ste 4 

Extra Duty 

TRCCode D__escriptio '!.._ H£UrlyRa!_e i 
XDl Pa,_rk Police ~ ra Duty ~ as~ Prem_i_LJ__m $71_.55~ ItXD2 I Park P•olice Extra D~ r-Co.£'.dinator Premi ',l m $81.184 

XD3 Park Police Extra Duty -Holiday Pren;iium $10 7.333 ' 
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EXHIBIT 2 (Continued) 
Classifications and Rates of Pay Effective 7/1/2021 to 12/31/2021 

Step 11 Recruit 
Job Code Job Title Academ Rate Ste 1 

0 8170P 

0 8175P 

0 8210P 

0 8150 P 
0 8100P 

Job Code 

: Poli,ce Officer Hired Before August 1, 20 16 
1Poll£Ei.Off1_1= ~r Hired on. or after A~gust 1, 2016 

' Poli-ce Officer, Part-Time 

-[ P;~ e__i e_.r:g~ nt -

, Police Lieutenant 
I Police Capt; n-

Notes for Step Progression of Police Officers 

Hired On o_r After August 1, 2016 

I Job Title 

N/A $33.3798&4 

•see Schedule Below 

$35 .7?_2~~7 
$46,898471 

$54 .10 8314 

$60.2780 20 

IUpon Graduation 

Step 11 1111 Recruit 

1Pol i£;~~e; H_i~~d ~n ~r afte r_!,u; 33.379884st 1, 20_1 6-T-::_~ $ 

Longevity I ] 
S0, 255 

$0 .3 60 

$0 .465 

$0 .571 

$0. 676 

$2.07}_ 

_p.1] 9 

$ 2.284 

$2.927 

$3 .<?}3 

$3 .139 

$3~_2 45 

$3 .350 

$4.20 8 

$ 4. 31 4 

$4.419 

$4.525 

$ 4.630 

$5,058 

$5.179 

} per hou~ itio,;-al at the beginning -of th;7th -y~r _c>f service 

p~ hour addition~ ! ~ the beginning of the 8th year of service 

Iper hour ad-diti-onal atthe beginning of the 9th y~ice 

per hour additi-onal at the beginnin.gof the 10th year of service 

!p~~_IJr~ ddit~ al at the beginning of the_llt~year of s.e__r:11 ice 

per hour additiona I at the beginning of the 12th year ofs.ervice 

1p;r hou~;dditi;;;;; atthe beginning of t~13th y7,a; ~ service 

(:)E!r h_c>ur aj_ditional]l__t ~ e beginning of t!!_e _]Ath ye~_!)f sen,,i t_E! 

Jper hour additional at the beginning of the 15t~year ofs.ervice 

pe~ ouradditi__c>nal at_t~e beginningoft!'e 16tl1cyEi e_ r ofs.ervice 

per hour ad ditiona I at the beginning of the 17th year of service 

1p;;:-h-~ur ; ddit; ;;-n~ I; t the beginning of the 18th yE3 r;fservice 

I per hour additional at the beginnin,g of the 19th year of service 

' per ho;;;: __a_d_cl_i!iO; a~t t he begi ,;-n[ng oft_he 2Q!hye~r~½;~ice 

per ho_LJ,:_ additio nal at the_ beginning of the 21th year ofie_rvice 

1per hour additional at the beginning of the 22th year of service 
1 
per hour~ ddi:ti_onal at th e beginning of the 2}th year of s_e rvice 

per hou r__add_itional at the beginning of the 24!h year of service 

per hour addition__a_ l at the beginning of the 25th year o~ ervice 

per hour additional at the beginning of the 26th year of service - - I 

from Recruit 

Academy Rate Academy 

$3 4.7172Q2 

I$35 .0483 47 $36.80 1720 $38.835 292 ' $40.77 7588 $43. 239951I- - _ f - -
I $_?~ :_~ 52~2 $43.23995,::1_ l. 
$48,305839 . ~49.7 55662 i 

J$56.261 820 $58.51_6157 r 
!S62.078093 $63.9~90 8 

I 

After 8 

months on 

2 Ste 3 1 Ste 4 Ste 5 Ste 6 

1] s 3s 132s21 $36aomos 3a.a3s292 's°'-W:n-i - - l j -

I t 

i 

L 

I 
l 
1 
t 
I 

Shift Differential 

Emp~oy ees in th != Department w ho v~ork a s_cheduled 5:.hift in w hich a majority of the work hours. fall betw eE!_fl_ 

the hours of 6:0D p.m. and 6:0 D a.m., shall be paid a shift differential of one dollar and thirty-six point zero cents 
_$1 526 1p~ hou-;tpiallh_Eur~-;.vork ed - - -- . [ -

I 
Extra Duty 1 I 
TRCCode 

XDl 

XD2 

XD3 

XD4 

De_scrip~on Hourly Rate ~ Park Police Extra l:)_IJ ty-Base Premi um $72 .629 

Park Police Extra_ Duty-Coordinator Premium $82 .402 j
Park Police Extra D_u t y_: _l::loliday Premium $10 8.94 3 

Park Police Extra Duty - Holiday Coordinator 

Premium $123.60 3 

- 66 -

i saa $ 43 2399s1 
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APPENDIX F 

MINNEAPOLIS PARK AND RECREATION BOARD AND 

POLICE OFFICERS FEDERATION OF MINNEAPOLIS 

LETTER OF AGREEMENT 

Retention Pay 

This Letter of Agreement is made and entered into by and between the Minneapolis 

Park and Recreation Board (the "Employer"), and the Police Officers Federation of 

Minneapolis (the "Union"), collectively the "Parties" between the Employer and the 

Union and agree as follows: 

1. The employer will pay to eligible peace officers retention pay as an incentive to be 

and remain employed in active working status with the Employer through 

December 31, 2022. Retention pay is determined based on the step the peace 

officer was in on January 1, 2022: 

Title Step Retention Pay 

Police Lieutenant Parks 3 $1,056 

Police Sergeant Parks 2 $2,093 

Police Sergeant Parks 3 $1,946 

Police Officer Parks 1 $3,473 

Police Officer Parks 2 $3,370 

Police Officer Parks 3 $3,262 

Police Officer Parks 4 $3,055 

Police Officer Parks 5 $2,858 

Police Officer Parks 6 $2,608 

2. Current bargaining unit members who are actively employed and available for 

regular scheduled duty as of December 1, 2021 (“current eligible employees’) may 
be eligible to receive retention pay. Current eligible employees must remain 

actively employed and available for regular scheduled duty until at least December 

31, 2022. Upon completion of service through that date, the retention pay shall be 

paid in January 2023. Current eligible employees who separate from service prior 

to December 31, 2022, shall no longer qualify for the retention pay. 

3. Retention payments are subject to normal tax withholding and any other 

deductions. 

4. Nothing herein shall be construed as a guarantee of ongoing employment for any 

bargaining unit member. 

5. This Letter of Agreement sets no precedent. 



      

     

          

     

        

  

        

       

 

 

____________________________________ ____________________________ 

6. All other terms and conditions of the Agreement will remain in force. 

7. This Letter of Agreement will expire on December 31, 2024. 

The Parties have caused this Letter of Agreement to be executed by their duly 

authorized representatives whose signatures appear below. 

For the MPRB: For the Union: 

Jennifer Ringold Date Sherral Schmidt Date 

Secretary to the Board President 
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MINNEAPOLIS PARK AND RECREATION 
BOARD 
AND 
THE POLICE OFFICERS’ FEDERATION 
OF MINNEAPOLIS 

LETTER OF AGREEMENT – Extra Duty Assignments 

WHEREAS, the Minneapolis Park and Recreation Board (hereinafter “Employer”) and the Police Officers’ 
Federation of Minneapolis (hereinafter “Union”) are parties to a Collective Bargaining Agreement that is 
currently in force; and 

WHEREAS, Section 9A.7 – Priority for Extra Duty and Section 10.6 – Special Overtime Practices of the 
Collective Bargaining Agreement addresses how “extra-duty” assignments are made for represented job 
titles; and 

WHEREAS, the total number of extra-duty hours may exceed internal Park Police staffing capacity; and 

WHEREAS, the MPRB acknowledges there is a significant benefit to the Park System in having Park 
Police staff assigned to extra duty activities; 

WHEREAS, the MPRB’s Alcohol Policy allows privately contracted security which meet MPRB insurance 
and licensing requirements to provide security for private events; 

WHEREAS, the current CBA Section 9A.7 does not address prioritization of privately contracted security 
for private events; and 

WHEREAS, the Parties mutually agree to following terms for the assignment and allocation of extra duty 
hours. 

THE PARTIES HAVE AGREED AS FOLLOWS: 

1.  For private events, Park Police officers will be assigned on a voluntary basis, based on the 
requirements of the Alcohol in the Parks Policy. 

(a-1) Full-time MPRB Officers, on a volunteer basis. 

(a-2) Part-time MPRB Officers, on a volunteer basis. 

(a-3) If no bargaining unit members volunteer for the posted assignment within seven days of 
the assignment taking place, the MPRB may, at its own discretion, offer work to other job 



   
   

 
   

 
    

  
 

 
    

      
 

   
  

       
 

     
   

  
 

        
     

 
   

      
  

     
   

 
     

 
    

 
 
 
 
 
 
 
 
 

                                                 
 

                                 

                                                                                     

                                                                                         

classifications and/or qualifying supplemental law enforcement officers. "Qualifying 
supplemental law enforcement officers" is defined as POST licensed law enforcement officers 
employed full-time by law enforcement agencies; said law enforcement agencies must have 
jurisdiction to enforce laws in the State of Minnesota within MPRB property. 
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3/24/20233/27/2023

(a-4) If no other MPRB job classifications the MPRB offered assignments to volunteers for the 
assignment, a Park Police officer will be assigned based on inverse seniority, barring other 
regular and extra duty obligations. 

(a-5) If there is no Park Police officer capacity for assignment, a Park Patrol Agent will be 
assigned based on inverse seniority, barring other regular and extra duty obligations. 

(a-6) If there is neither Park Police officer nor Park Patrol Agent capacity for the extra duty 
assignment due to other regular duty and extra duty obligations, the MPRB may allow for 
privately contracted security, as outlined in the Use of Alcohol in the Parks Policy. 

3. The MPRB will post extra duty assignments exclusively for bargaining unit members for at least 72 
hours. In cases when the MPRB has less than 72 hours of notice prior to an extra duty event, the posting 
time requirements do not apply. 

4. For all other extra duty, Park Police officers will continue to be assigned based on the currently in 
effect Collective Bargaining Agreement and related policies. 

5. The extra duty rate for private events will be in 2023: 
i. Base Premium shall be one and three-fourths (1.75) times the current top step Park Police 
Patrol Officer hourly rate of pay, including the current top longevity step. 
ii. Coordinator Premium shall be one and three-fourths (1.75) times the current top Sergeant 
pay, including the current top longevity step. 

5. The Parties agree this letter of agreement will expire at the signing of a new CBA. 

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

FOR THE MPRB:              FOR THE FEDERATION: 

By______________________________  By_______________________________ 

Al Bangoura Date Sherral Schmidt Date 

Superintendent President 



 

                                 

                                                                                                     

                                                                                

 

 

By______________________________  By________________________________ 

Jason Ohotto Date Adam Swierczek   Date 

Park Police Chief Federation Park Representative 
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MINNEAPOLIS PARK AND RECREATION BOARD, 

AN ACTION, RESOLUTION OR ORDINANCE 

In accordance with Article VI, Section 6,20}, of the City Charter, there is herewith submitted to you, 

the Mayor of the City of Minneapolis, an action, resolution or ordinance adopted by the 

Minneapolis Park and Recreation Board which you may approve by affixing your signature herein 

below or if you disapprove of same to return to the Board, with your objection thereto, by 

depositing the same with the Secretary of the Board to be presented to the Board at their next 

meeting where the question of its passage will be put again before the Board. 

IX.1. Resolution 2023-53 

RESOLUTION APPROVING A LETTER OF AGREEMENT WITH MINNEAPOLIS PARK & 
RECREATION BOARD AND THE POLICE OFFICERS' FEDERATION OF MINNEAPOLIS TO 

ADDRESS EVENT STAFFING AT PRIVATE EVENTS 

PASSED March 15 2023 

J APPROVED □ VETOED 
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