
                               

When most of us 

started our career in 

law enforcement we 

gave very little 

thought to our retire-

ment.  It seemed so 

far away, and we 

couldn't believe that 

someone was paying 

us for doing some-

thing we loved to do.  

As time went by 

many of us started 

paying a little more 

attention to our pen-

sion, and things like 

PERA, the multiplier, 

and early retirement 

penalties began to 

make sense to us. 

      LELS takes its role 

of negotiating benefits 

for you very seriously.  

For over 30 years 

LELS has worked hard 

to make your life bet-

ter.  While protecting 

your current working 

conditions is vital, it is 

also important to plan 

for retirement and 

make that as comfort-

able for you as possi-

ble.  After all, you have 

given countless hours 

of your time, both on 

and off duty to make 

our communities safer.  

LELS has negotiated 

retirement benefits 

into many contracts 

and has partnered with 

the MPPOA to lobby 

for you at the capitol.  

I will talk about our 

PERA pension later in 

the article, but I would 

first like to offer some 

suggestions of items to 

think about during 

contract negotiations. 

       As many of us 

have seen, the current 

economy has left our 

employers unable, or 

in most cases unwill-

ing to give any raises 

during contract nego-

tiations.  I believe this 

gives us a good  
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        As the summer 

exits and we steam 

full ahead into au-

tumn, full attention is 

again turned to the 

collective bargaining 

of your contracts.  As 

I have stated many 

times, negotiations as 

you know and under-

stand is rapidly chang-

ing, and quite possibly 

changed permanently.  

But this is not some-

thing to fear nor is it a 

sign things will begin 

moving backward.  To 

the contrary, now is 

the time to look out-

side the box and 

strengthen and/or add 

contractual language 

which may be missing 

from your contracts.   

        Many groups are 

drawing lines in the 

sand and if a pay in-

crease is not granted, 

the entire matter will 

be moved to interest 

arbitration.  This can 

be a useful venue 

when approached with 

accurate data showing 

discrepancies in wages 

and/or benefits.  But, 

going to arbitration 

just for the sake of it, 

or under the guise 

ñweôll show themò is 

misguided and often 

detrimental in the long 

run.  Interest arbitra-

tion is not the substi-

tute for negotiations 

Continuedðpg. 3  T
h

e
 B

u
lle

ti
n

 

L
A

W
 

E
N

F
O

R
C

M
E

N
T

 
L

A
B

O
R 

S
E

R
V

I
C

E
S

,
 

I
N

C
. 

Volume 2, issue 3 

October 2010 

General Counsel  2 

BA Corner  4 

Reminders, Notices  5-6 

Settlement Updates  7-10 

L.E.L.S. Roster  11 

Above & Beyond  12 

  

Inside this issue:  



vacy in electronic communica-

tions sent and received using 

employer-owned equipment.  

Rather, the Court concluded that 

even if there were such a legiti-

mate expectation of privacy, the 

audit was reasonable because it 

served a legitimate work-related 

purpose, and because it was not 

excessive in its scope. 

         As I mentioned in my Feb-

ruary article, LELS has gener-

ally advised its members to ex-

ercise caution when communi-

cating on department-owned 

equipment (whether by tele-

phone, text message, email or 

otherwise), because the agencies 

that they work for usually may 

track and review those commu-

nications without violating the 

Constitution.  The Supreme 

Courtôs decision in City of On-

tario v. Quon reminds us that 

that is still true, even when the 

use of the equipment is paid for 

in part by the employees.   Two 

related points are worth men-

tioning: 

         One, a department may 

adopt a policy that gives its offi-

cers more protection regarding 

the privacy of their electronic 

communications than the Con-

stitution does.  This would not 

help an officer to sustain a fed-

eral lawsuit, but it could be rele-

vant in an administrative griev-

ance proceeding if, for example, 

the officer was disciplined for 

sending inappropriate messages 

(which is what happened to the 

lead plaintiff in City of Ontario 

v. Quon).  Even if there is no 

constitutional violation, a de-

partment must still follow its 

own policies in order to estab-

lish just cause to discipline an 

officer. 

          Two, this is probably not 

the last that we will hear from 

the Supreme Court regarding 

privacy in electronic communi-

cations.  As Justice Kennedy 

wrote, ñRapid changes in the 

dynamics of communication and 

information transmission are 

evident, not just in the technol-

ogy itself, but in what society 

accepts as proper behavior. At 

present, it is uncertain how 

workplace norms, and the lawôs 

treatment of them, will evolve.ò  

In the future, the Court is likely 

to revisit the question of public 

employeesô legitimate expecta-

tions of privacy in the electronic 

sphere. 

     If any of you have legal 

questions or concerns about 

your collective bargaining 

rights, please feel free to call me 

at (651) 793-2313, or email me 

at ikaufman@lels.org. 

Isaac Kaufman 

General Counsel 

         

 

 

 

 

 

 

          In the February 2010 is-

sue of The Bulletin, I reported 

that the U.S. Supreme Court had 

agreed to hear an important case 

dealing with the privacy of elec-

tronic communications by pub-

lic employees.  Specifically, that 

case addressed whether a mu-

nicipalityôs audit of text mes-

sages sent by police officers was 

a violation of the Fourth 

Amendment prohibition against 

unreasonable search and seizure.  

The cell phones were owned and 

issued by the municipality, but 

the officers had been told that as 

long as they paid the texting 

charges above a fixed monthly 

fee, the text messages would be 

kept private. 

        On June 17, 2010, the Su-

preme Court issued its much-

anticipated decision in City of 

Ontario v. Quon.  The Court 

unanimously reversed the Ninth 

Circuit Court of Appeals and 

held that the audit of the text 

messages had not violated the 

officersô constitutional rights.  

In an opinion written by Justice 

Kennedy, the Supreme Court 

sidestepped the core question of 

whether public employees have 

a legitimate expectation of pri-
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some point an employer will per-

suade an arbitrator of its plight.  

Be cognizant of the potential pit-

falls of arbitration, weigh all your 

options and heed the advice of 

your business agent.   

     LELS will be hosting ñbasicò 

and ñadvancedò steward training 

on Tuesday, November 16th.  

Please note the location of this 

event has changed and will be 

held at the Ramada Mall of 

America (formerly The Thun-

derbird) in Bloomington.  The 

basic training will provide new 

stewards an introduction to the 

role of being a union steward in-

cluding grievance processing and 

basic collective bargaining.  The 

advanced session provides the 

seasoned steward valuable in-

sights of critical incidents, data 

practices, etc.  This training will 

also offer a look into the usage 

of the cyber-world.  Technology 

has moved beyond the basic 

email to social networking sites 

such as Facebook and Twitter, 

and even texting.  Many mem-

bers are finding themselves in 

violation of department policies 

due to their usage of these new 

mediums.  As times change it is 

imperative you keep yourself 

updated to better serve and pro-

tect your career.  Check the 

LELS website for full details.   Ƌ 

       As always contact me at the 

LELS office or at 

dwells@lels.org.     

CEO continuedðpg. 1 

and never should be considered 

as such.  The best possible out-

come is always at the negotia-

tion table instead of turning 

over the decision making to a 

third party neutral, which can 

be a gamble.  And now more 

than ever the ñemployerôs abil-

ity to payò will be a significant 

factor.   

     With the State budget pro-

jected to be six to seven billion 

dollars in the red for the next 

biennium and more cuts in lo-

cal government aid coming, 

LELS will see more and more 

employers claiming poverty.  

And although this can be a 

daunting task, it is plausible at 

From the Boardðcontinuedðpg. 1 

opportunity to look at some 

other forms of compensation as 

we negotiate our contracts, 

many of these can be geared to-

ward our retirement.  Opportuni-

ties such as developing Health-

care Savings Accounts through 

employer contributions, match-

ing funds, capping yearly benefit 

accrual and payout over the cap 

at year end, or at retirement are 

just a few.  Paying out unused 

sick or personal leave time at 

year end, or at retirement is a 

great way to contribute to future 

healthcare financial needs.  

Many departments pay out comp 

time banks at year end as well.  

Most employers should be will-

ing to put this money into an 

HSA account at that time as it 

does not cost them anything 

more since they are paying it out 

anyway.  The benefit of these 

HSA's is that they are tax free 

going in, and tax free coming 

out when used for medical ex-

penses.  Employer matching funds 

into deferred compensation plans, 

or cafeteria plans offering a com-

bination of options are also great 

ways to plan for your financial 

well being in retirement.  Your 

LELS business agent can give you 

more information on these plans. 

 Our pension has come under fire 

recently during the current eco-

nomic downturn.  Many politi-

cians have called for changing our 

current defined benefit plan to a 

defined contribution plan.  We do 

not get bonuses, or extra pay for 

each ticket we write, arrest we 

make, or criminal we book.  We 

don't get stock options for saving a 

life.  If we have to take a life to 

protect others we carry that burden 

with us for the rest of our days, 

and get the bonus of going through 

a grand jury hearing.  I do not 

know of any of my retired col-

leagues that have gotten rich by 

being cops, but they were able to 

make enough money to raise a 

family and retire with a pension 

that afforded them to live with 

the dignity they have earned.  I 

keep hearing the politicians talk 

about the government workers 

needing to share the pain with 

everyone in the private sector.  

It's funny I never heard any of 

them saying the private sector 

needed to share with me when 

times were good and I got a 3% 

raise and my neighbor was get-

ting a 20% bonus.  When my 

neighbors employer matched 

401K earned 28% in one year and 

my pension stayed the same I 

never heard anyone ask for him 

to kick some extra money into 

my pension.  Keep in mind that in 

the mid 90's PERA lobbied the 

legislature against paying out the 

over funding when times were 

good, to save for when times are  

Continuedðpg. 6 
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Communication Centers 
By Jack Chambers      

  

 The 

newest 

trend of 

consolidat-

ing dispatch 

centers for 

economic 

reasons 

and/or to 

provide bet-

ter service seems to be catching on.  

Dakota County started the ball roll-

ing with all the cities within Dakota 

County meeting prior to 2007.  

Through those meetings it  was 

determined to consolidate into an 

800 MHz emergency dispatch cen-

ter to cover all of the police/fire 

and other emergencyôs for Dakota 

County.  Several of the cities and 

the county at that time were doing 

their own dispatching for police/

fire or other emergency. 

      This was no small undertaking, 

many discussions, many commit-

teeôs, discussionôs of financing, 

where the new facility would be 

located, etc.  How the new commu-

nication center would be able to 

support itself in the future was an-

other question.  As a L.E.L.S. busi-

ness agent I already had three of 

the five jurisdictions involved in 

the consolidation.  I was involved 

in negotiating the contractual bene-

fits with the employers involved in 

the consolidation for the employees 

involved in the transition from the 

local jurisdictions to the new com-

munication  center.  I was then ap-

pointed the business agent to nego-

tiate a new contract for the employ-

ees of the new communication cen-

ter when they voted to have 

L.E.L.S. be their authorized repre-

sentative for labor contract and la-

bor problems.  The first step was to 

organize the blended group and get 

a list of stewards and a negotiating 

team.  After this is was a matter of 

looking at the contracts and city 

benefits of all the agencyôs to put 

together a draft contract in order to 

pen negotiations with. 

     The negotiation process started 

in early 2007 and after 16 negotia-

tion meetings and another 4-5 me-

diation meetings we resolved all 

but seven issues which were certi-

fied for arbitration.  The wages and 

duration were a major concern of 

the members because of the 

blended salaries of the agencyôs.  

Both the Union and management of 

the new communication center 

were hoping the Arbitrator would 

come back with an award that 

would put a wage system in place.  

The  Union wanted a step system 

and the new center wanted a merit 

system with caps on wages through 

2010.  In the transition employees  

Continuedðpg 7 

some contracts allow for informal 

contract early on, some require 

rigid formality throughout; some 

agreements require responses 

within a certain number of business 

days, some use calendar days. 

 

Regardless of the contract, the most 

important step in the whole process 

is Step 1.  This step normally re-

quires an employee who alleges a 

violation to present his or her 

grievance to the appropriate super-

visor in a proscribed period of 

time, usually between 10 and 21 

days.  If this initial deadline is not 

met, it is seen as tacit approval of 

the action of management.  Con-

tractually there is little recourse for 

the employee or Union at this 

point. 

So what does this all mean?  If you 

Think You have a Grievance? 

Donôt Wait, Call! 
By Adam Burnside 

 

It is an inevi-

tability:  Man-

agement 

makes a deci-

sion and takes 

a course of 

action with 

which the Un-

ion disagrees.  

Thus, a griev-

ance is born.  To address the issue 

and streamline the process, all con-

tracts contain an article outlining 

the grievance process. 

 

Now not all contracts are created 

equal.  Some contracts have a five-

step process, some have more; 
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feel the contract has been violated 

by management, you need to con-

tact your union steward and/or your 

business agent.  This needs to be 

done immediately.  Once you are 

aware of a potential contract viola-

tion, the clock is ticking.  What if 

youôre not sure?  Side with caution 

and contact us immediately.  IM-

MEDIATELY.  Sometimes a mem-

ber will contact a business agent 

after the deadline for filing a griev-

ance has passed.  Sometimes the 

call comes the day before the dead-

line expires.  This can create prob-

lems if the business agent is out of 

the office that day.  Too many po-

tential grievances have been scut-

tled due to delays in communica-

tion. 

 

Continuedðpg. 7 



In Memory of  

   

 

Deputy Chris Dewey              

 (Mahnomen County Deputy)                    

who was shot on Feb. 18, 2009 

 in the line of duty died on  

August 9, 2010. 

 

The Board of Directors, and the 

Staff of Law Enforcement  Labor 

Services, wish to extend our 

thoughts and prayers to  family and 

friends of Deputy Dewey. 

From the Board continued from pg 3ð 

bad, the law makers instead decided to pay down the 

excess.  That decision by the lawmakers helped lead 

us to our current underfunded status.   

          PERA has implemented changes to the cur-

rent system to lead us back to 100% funding, but it 

will take some time. 

          If you have not educated yourself on the ef-

fect this will have on your pension I highly encour-

age you to do so immediately.  A change of this 

magnitude could drastically change your retirement 

picture.  Many of us have planned our working ca-

reers around a stable pension.  I would encourage 

you to make your election decisions this year with 

your pension in mind.  Take time to educate yourself, 

your coworkers and your elected officials on the im-

portance of a stable pension for law enforcement pro-

fessionals.  I also encourage you to talk to your co-

workers, the other members of your local and work 

with your Business Agent to negotiate a contract that 

will help plan for your retirement. 

 

Mark Elliott                                                                   

Vice President                                                   

LELS Board of Directors  

Sergeant Brigham Strole                

 Lakeville Police Dept. 

died tragically in a motorcycle 

accident on September 1, 2010  

The Board of Directors, and the 

Staff of Law Enforcement Labor 

Services, wish to extend our 

thoughts and prayers to the    

family and friends of            

Sergeant Strole.  

Reminders, Updates and Notices  

STEWARD TRAINING 

ON  

NOVEMBER 16,2010 

Ramada Inn (MOA)  
See Website for Details  

ELECTRONIC NEWSLETTER 

If you are interested in receiving the 

LELS NEWSLETTER electronically, 

please provide your e -mail address 

at:  www.lels.org or contact Terry 

Wesley at 651 -793-2327. 
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Jack Chambersð cont. from pg 4 

from the various agencyôs after be-

ing laid off from their prior agency, 

had to reapply to the new Dakota 

Communication Center.  Once hired 

they were placed on a six (6) month 

probation and given a three percent 

(3%) increase over their 2006 wage 

rate from their former employer for 

2007.  This was accepted by the 

Union for 2007 but wages for 2008, 

2009 and 2010 were an issue.  The 

Union requested a two (2) year 

agreement for 2008 and 2009.  This 

was awarded but as far as wages the 

arbitrator stated both sides had not 

tried to bargain enough and gave a 

3% wages increases to whatever the 

employee had for 2007 for 2008 

and a 3% wages increase to what-

ever the employee had for 2007 for 

2008 and a 3% increase over the 

2008 wage for 2009. 

     In the interim, after the first con-

tract was signed, additional issues 

have come forth that we will again 

be addressing in the up-coming ne-

gotiations for the 2010 and beyond 

contract.  We are now again in me-

diation over the same issues we arbi-

trated for their new contract. 

     Then comes the City of St. Paul 

and Ramsey County combining their 

public safety emergency communica-

tions center.  The difference is the 

city and county consolidated the two 

and combined the city and county 

employees but in essence have kept 

them separate.  The St. Paul employ-

ees are represented by the St. Paul 

Police Federation and that contract.  

When the consolidate occurred the 

Ramsey County employees were rep-

resented by the Teamsters, but not 

very well.  They voted to have 

L.E.L.S. be their authorized represen-

tative early this year.  I was assigned 

to be the B.A. for this unit.  There 

were a mountain of issues to try to 

resolve not including the formulating 

and drawing up a draft contract to 

open negotiations and trying to re-

solve issues regarding supervisors for 

St. Paul supervising Ramsey County 

Page 6 
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Employees, overtime issues, promo-

tional issues, seniority issues, etc.  

L.E.L.S. has filed more grievances 

regarding these and other issues on 

behalf of our Ramsey County em-

ployees than perhaps any other bar-

gaining unit as young as this to 

L.E.L.S.  This consolidation is a 

prime example of how the endeavor 

should not be done, but L.E.L.S. has 

gotten this bargaining unit up and 

running and has successfully negoti-

ated their new contract.Ƌ 

Contact Linda at 

lschauer@lels.org  

or call 

651-793-2321  

for submitting any  

articles for the  

newsletter  

Adam Burnsideð cont. from pg.  4 

 

       Think of a grievance like a 

pain in your chest:  It might be 

nothing, but it also might be 

something  very serious that can-

not wait.  Contact someone im-

mediately, whether it is the union 

steward or business agent. 

 

     Together, we can work to en-

sure that the contract that you all 

worked so hard to create is hon-

ored by management and fol-

lowed to the letter of the law.Ƌ 
 

 

 

Jennifer Bethanie is 

actually Jennyka 

Bethanie (6) 

Samuel James Lee is 

now Easton James (5) 

All kids are doing 

great and are loving 

their new home 

Thomas James is (2) not (4) 

and his name is now     

Hudson Thomas 

Katyna Marie 

(4) 

Corrections  



an additional $40 a month if on 

HRA/HSA plans.  Severance 

payout increased to 40%, with 

money going to HCSA.  Sick 

leave incentive (donôt use two 

shift of sick leave in calendar 

year, get one regular shift pay) 

added. 

Language changes: Improved 

language on dates of seniority 

shift bidding and vacation bid-

ding. 

Canby Police Dept: 

Term:   2010-2011 

Wages: 0% for 2010, 2% 

for 2011 

Centennial Lakes Police Dept 

Sergeants: (arbitration award) 

Term:   2009-2010 (per 

arbitration 

award) 

Wages: 3.5% for 2009, 

0% for 2010 (per 

arbitration 

award) 

Economic changes: Employerôs 

contribution to family health 

insurance premium increased to 

$900/month (per arbitration 

award). 

Chisago County Sheriffs Dept. 

Jailers/Dispatchers: 

Term:   2010-2011-2012 

Wages: 0% for 2010, 2% 

for 2011, 2% for 

2012 

Economic changes: Employees 

to receive ½ steps in 2010 and 

2011; if due a step in 2010 em-

ployees will received 1½ steps 

in 2011 to catch up, then receive 

steps back in 2012.  Increase in 

comp hours, increase in shift 

differential, increase in call-out 

minimum.  Change in health 

insurance to health savings ac-

count. 

Coon Rapids Police Dept: 

Term:   2010 

Wages: 1% (per arbitra-

tion award) 

Economic changes: Uniform 

allowance increased by $35.  

Increased vacation schedule. 

Crookston Police Department: 

Term:   2010-2011 

Wages: 0% for 2010, 0% 

for 2011 

Economic changes: Employerôs 

contribution to health insurance 

premium increased by $20 for 

2010, will follow City pattern 

for 2011.  Uniform allowance 

increased by $50 for 2010 and 

by $25 for 2011.  New shift dif-

ferential for 6 pm to 6 am of 50 

cents per hour to start in 2011. 

Crow Wing County Sheriffs 

Dept. Licensed: 

Term:   2010-2011 

Wages: 0% for 2010, 0% 

for 2011 

Economic changes: County 

pattern on insurance. 

East Grand Forks Police 

Dept: 

Term:   2010-2011-2012 

Wages: 0% 

Economic changes: New 8 step 

pay plan eliminating longevity, 

shows a 5.7% increase over 

prior contractôs 4-year top with 

25 years longevity. 

 

Austin Police Dept: 

Term:   2009-2010 

Wages: 3% for 2009, 0% 

for 2010 

Bemidji Police Dept: 

Term:   2010 

Wages: 0% 

Economic changes: City pay 

scale adopted. $11/mo. increase 

at top, $357/mo. decrease at 

start.  FTO pay of 50 cents per 

hour.  Senior officer in charge 

pay of $1.00 per hour. 

Benson Police Dept: 

Term:   2010 

Wages: 2% 

Economic changes: Added 

VEBA language to post retire-

ment health care savings. 

Brainerd Police Dept: 

Term:   2009-2010 

Wages: 3% for 2009  

(unionôs position), re-opener for  

2010 (cityôs position) 

Per arbitration award 

Brooklyn Center Police Dept.: 

Term:   2010 

Wages: 0% 

Economic changes: Employerôs 

contribution to health insurance 

premium increased by $40 and 

an additional $40 a month if em-

ployee switches to high deducti-

ble plan.  Severance payout in-

creased to 40%, with money go-

ing to HCSP. 

Brooklyn Center Police Dept. 

Supervisor: 

Term:   2010 

Wages: 0% 

Economic changes: Employerôs 

contribution to health insurance 

premium increased by $40 and 
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hours after 25 years.  Increased 

payout for Advance Resignation 

Notice Program. 

Kanabec County Sheriffs De-

partment Licensed: 

Term:   2010 

Wages: 0% 

Economic changes: Employerôs 

contribution to family health 

insurance premium increased by 

$25.  Health Retirement Ac-

count contribution increased by 

$10.  Uniform allowance in-

creased by $100.  Holiday pay 

increased through ñdayò defined 

as 10 hours. 

Kanabec County Sheriffs De-

partment Non-Licensed: 

Term:   2010-2011 

Wages: 0% with me too 

clause 

Economic changes: Employerôs 

contribution to family health 

insurance premium increased by 

$25.  Health Retirement Ac-

count contribution increased by 

$10.  Holiday pay increased 

through ñdayò defined as 12 

hours. 

LaCrescent Police Depart-

ment: 

Term:   2010-2011 

Wages: 2% for 2010, 2% 

for 2011 

Economic changes   Em-

ployerôs contribution to health 

insurance premium increased by 

$35 for 2010 and $50 for 2011.  

First responder pay increased by 

10 cents per hour for 2010 and 

2011. 

 

 

 

Lino Lakes Police Department 

Supervisors: 

Term:   2010 re-opener 

Wages: From 3% to 0% 

Economic changes: Members 

accepted 3% last pay period of 

2010 to address City budget 

deficit. 

Marshall Police Department: 

Term:   2009-2010 

Wages: 0% for 2009, 1% 

for 2010 

Economic changes:  Increase in 

uniform allowance for boots of 

$150. 

Martin County Sheriffs De-

partment Licensed: 

Term:   2010 

Wages: 0% 

Economic changes: Step in-

crease moved to 12/31/10.  Em-

ployerôs contribution to health 

insurance premium increased.  

New on-call pay provision of $5 

per hour. 

Medina Police Department: 

Economic changes: Members 

agreed to 80 hours of furlough 

to address City budget deficit. 

Melrose Police Department: 

Term:   2010-2011-2012 

Wages: 0% for 2010, 

1.5% for 2011, 

2.75% for 2012 

Mower County Dispatchers: 

Term:   2010 

Wages: 0% 

Economic changes: Changes in 

insurance coverage and em-

ployerôs contribution.  Differen-

tial increased by 10 cents an 

hour for nights, training officer 

and senior dispatcher.  Estab-

Fergus Falls Police Dept: 

Term:   2010 

Wages: 0% 

Economic changes: City to 

cover full increase in insurance 

premium.  Uniform allowance 

increased by $50.  One year 

carry-over. 

Gilbert Police Department: 

Term:   2010 

Wages: 0% 

Economic changes: Employerôs 

contribution to family health 

insurance premium increased by 

$370 per month and member 

contribution increased by $39 

per month. 

Hastings Police Department: 

Term:   2010 

Wages: $80 per month 

Hermantown Police Dept: 

Term:   2010 

Wages: 1% on 1/1/10 and 

1% on 7/1/10 

Economic changes: Uniform 

allowance increased by $100.  

85%-15% split in family health 

insurance remains.  20% of ex-

cess sick leave deposited in 

Health Care Savings Plan 

yearly. 

Hopkins Police Department 

Sergeants: 

Term:   2010 

Wages: 0% 

Economic changes: Employerôs 

contribution to health insurance 

premium of $1,084 for family 

and $612 for single.  Uniform 

allowance increased to $850.  

Time and one-half in pay or 

comp time for off duty training 

time.  PTO to deferred comp: 40 

hours; 80 after 15 years and 120 
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hour comp or OT per calendar 

day.  Memberôs comp time max 

increased from 40 to 80 hours.  

Funeral leave extended to nieces 

and nephews. 

North St. Paul Police Dept: 

Term:   2010 

Wages: 0% 

Economic changes: Employerôs 

contribution to health insurance 

premium increased to $880 per 

month.  Uniform allowance in-

creased to $1,040.  MOU to es-

tablish schedule committee to 

monitor officers meeting 2,080 

hour work year. 

 Northfield Police Department 

Sergeants: 

Term:   2010 

Wages: 0% 

Economic changes: Freeze on 

step increases.  Employees will 

be eligible for PEBSCO upon 

employment as a sergeant.  The 

City will defer two hours per 

month of the employeeôs accrued 

sick leave into the employeeôs 

Post Employment Health Plan. 

After accruing 800 hours of paid 

sick leave, the City will defer 

three hours per month of the em-

ployeeôs accrued sick leave.  

However, upon retirement, sever-

ance pay will not be deferred into 

the Post Employment Health 

Plan. 

Orono Police Department: 

Term:   2010 

Wages: 1% 

 

Economic changes: Employerôs 

contribution to health insurance 

premium increased by $50 on 

1/1/10 and by $25 on 7/1/10. 

 

Pine County Sheriffs Depart-

ment Licensed: 

Term:   2010-2011 

Wages: 0% and no steps 

for 2010, and 0% 

plus steps for 

2011 

Economic changes: employerôs 

contribution to family health in-

surance premium increased by 

$63 per month in 2010, and up to 

$217 increase in 2011.  Uniform 

allowance increased by $50 per 

month.  Employees with 20 

years at retirement have option 

to convert 35% of unused sick 

leave into Health Care Savings 

Plan. 

Ramsey Police Department: 

Term:   2010 

Wages: 0% 

Economic changes: Step move 

for officers, $507 per officer at 

top of pay, lump sum paid by 

delaying increase in insurance 

contribution until July 1st.  Four 

additional hours of vacation, 

with a cap on sell-back of 54 

hours. 

Ramsey Police Department 

Sergeants: 

Term:   2010 

Wages: 0% 

Economic changes: Those 

members not receiving steps this 

year receive 8 additional holiday 

hours.  Employerôs contribution 

to family health insurance pre-

mium decreased by $22 per 

month but VEBA contribution 

increased by $55 per month.  

lished comp time.  Increased pre-

mium holidays from 6 to all 12 

holidays. 

Language changes: New disci-

pline language. 

Mower County Sheriffs Depart-

ment: 

Term:   2010 

Wages: 0% 

Economic changes: Changes in 

insurance coverage and em-

ployerôs contribution.  Differential 

increased by five cents an hour for 

nights, and training officer.  Estab-

lished comp time.  Increased pre-

mium holidays from 6 to all 12 

holidays. $150 lump sum 

boot/shoe allowance (new em-

ployees will get $12.50/mo. From 

date of hire). 

New Brighton Police Dept: 

Term:   2009-2010 

Wages: 0% for 2009, 2% 

for 2010 

Economic changes: Buyout of 

performance/longevity pay, creat-

ing 4 new steps. 

Nicollet County Sheriffs Depart-

ment: 

Term:   2010-2011 

Wages: 1% for 2010, re-

opener for 2011 

Economic changes: Increased 

comp time accruals. 

North Branch Police Depart-

ment: 

Term:   2010 

Wages: 0% 

Economic changes: Members 

keep existing health insurance 

plan; City absorbed 75% of in-

crease in family health insurance 

premium.  K9 officer receives ½ 
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Option to sell up to 40 hours of 

holiday hours.  No furloughs or 

layoff. 

Richfield Police Department: 

Term:   2010 

Wages: 0% 

 

Economic changes: City pattern 

for insurance.  Increased FTO. 

St. Anthony Police Depart-

ment: 

Term:   2010 

Wages: 0% 

St. Cloud Police Department: 

Term:   2009-2010 

Wages: 0% for 2009, 0% 

for 2010 

Economic changes: Steps de-

ferred for 3 months, and one shift 

furlough.  Improved shift differ-

ential language.  OT comp time 

increased from 40 to 100 hours.  

Decreased city contribution to-

wards health insurance from 90% 

to 85% (in line with other city 

employees).  Added optional can-

cer and short-term disability in-

surance.  Full coverage of cost of 

safety glasses/contacts.  Discon-

tinuation of take-home cars at 

expiration of contract. 

St. Joseph Police Dept: 

Term:   2010 

Wages: 1% 

Economic changes: City pattern 

on insurance. 

Spring Lake Park Police Dept: 

Term:   2010-2011 

Wages: 0%, wage re-

opener for 2011 if 

CPI increased to 

2.5% by 7/1/11 

Economic changes: Health in-

surance increases split 50/50 for 

both years.  Timely notification 

of insurance changes.  Severance 

payouts increased.  Vacation bid 

dates moved up. 

Stearns County Sheriffs Dept. 

Licensed: 

Term:   2010 

Economic changes:  Accepted 

one day of furlough to address 

County budget deficit with no 

layoff language.   

Virginia Police Department: 

Term:   2010 

Wages: 0% with me too 

clause 

Economic changes: 90%-10% 

premium split for VEBA; City 

deposits 100% deductible. Uni-

form allowance increased by 

$100.  12 hour shift implemented. 

West St. Paul Police Sergeants: 

Term:   2009-2010 

Wages: 3% for 2009, 0% 

for 2010 

Economic changes: City pattern 

on insurance. 

Willmar Police Department: 

Term:   2010 

Wages: 0% 

Economic changes: Eligible step 

increases will be paid.   50 cents 

per hour differential for senior 

officer on shift after 1 hour when 

no sergeant is available.  Those 

serving for a minimum of 30 

days in a specialty field shall re-

ceive $100 per month, retroac-

tively paid to the first day of the 

assignment. 

Winona Police Department: 

Term:   2010 

Wages: 0% 

Economic changes: Shift differ-

ential language clarified.  Adjust-

ment to investigatorôs work day 

to include paid lunch.  Increase in 

employerôs contribution to health 

insurance. 

Winona Police Dept.  Ser-

geants: 

Term:   2010 

Wages: 0% 

Economic changes: Shift differ-

ential language clarified.  Adjust-

ment to investigative sergeantôs 

work day to include ½ hour paid 

lunch.  City agreed to do a comp 

worth study on sergeantôs posi-

tion. 

 
To see the Arbitration Award go to:  

www.bms.state.mn.us  -  Quick Links 
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Have you moved recently, or 

are you planning on moving?  

If so, please let us know your 

new location and phone num-
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any important notices or cor-

respondence.   

Contact your business agent 

or their support staff to make 

those changes.  
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